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Abstract 
This study aims to analyze the influence of human resource development (HR), work environment, and 

charismatic leadership on performance assessment results. The research method used is a quantitative 

approach with data  collection through a survey of a number of respondents from certain sectors. 

Human resource development is assessed based on continuous training, education, and coaching, while 

the work environment includes physical and non-physical aspects that affect employee comfort and 

productivity. Charismatic leadership is measured through the leader's ability to motivate, lead by 

example, and build emotional relationships with the team. The results of the analysis show that the three 

variables simultaneously and partially have a significant influence on the performance assessment 

results. Human resource development is the most dominant variable in improving performance, 

followed by the work environment and charismatic leadership. These findings indicate the importance 

of synergy between human resource development, a conducive work environment, and inspiring 

leadership to achieve optimal performance. 

Kata kunci:  Human Resource Development, Work Environment, Charismatic Leadership, 

Performance, Performance Assessment. 

 

Abstrak 
Penelitian ini bertujuan untuk menganalisis pengaruh pengembangan sumber daya manusia (SDM), 

lingkungan kerja, dan kepemimpinan karismatik terhadap hasil penilaian kinerja. Metode penelitian 

yang digunakan adalah pendekatan kuantitatif dengan pengumpulan data melalui survei terhadap 

sejumlah responden dari sektor tertentu. Pengembangan sumber daya manusia dinilai berdasarkan 

pelatihan, pendidikan, dan pembinaan yang berkelanjutan, sedangkan lingkungan kerja meliputi aspek 

fisik dan nonfisik yang memengaruhi kenyamanan dan produktivitas karyawan. Kepemimpinan 

karismatik diukur melalui kemampuan pemimpin dalam memotivasi, memimpin dengan memberi 

contoh, dan membangun hubungan emosional dengan tim. Hasil analisis menunjukkan bahwa ketiga 

variabel tersebut secara simultan dan parsial memiliki pengaruh yang signifikan terhadap hasil 

penilaian kinerja. Pengembangan sumber daya manusia merupakan variabel yang paling dominan 

dalam meningkatkan kinerja, diikuti oleh lingkungan kerja dan kepemimpinan karismatik. Temuan ini 

menunjukkan pentingnya sinergi antara pengembangan sumber daya manusia, lingkungan kerja yang 

kondusif, dan kepemimpinan yang inspiratif untuk mencapai kinerja yang optimal.. 

Kata kunci:    Pengembangan Sumber Daya Manusia, Lingkungan Kerja, Kepemimpinan Karismatik, 

Kinerja, Penilaian Kinerja 
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1. INTRODUCTION 

 

The performance of employees within an organization is a critical determinant of its overall 

success and competitiveness. In the rapidly evolving global business landscape, organizations 

increasingly rely on effective human resource management (HRM) practices to enhance 

employee performance and achieve strategic objectives. Among these practices, human resource 

development (HRD), the work environment, and leadership styles, particularly charismatic 

leadership, have emerged as pivotal factors influencing performance assessment outcomes. This 

study employs a Systematic Literature Review (SLR) to explore the influence of HRD, work 

environment, and charismatic leadership on performance assessment results, drawing on a robust 

selection of Scopus-indexed journals and authoritative texts in the field. 

Human Resource Development (HRD) encompasses structured interventions such as 

training, career development, and continuous learning programs designed to enhance employees’ 

skills, knowledge, and competencies. According to Noe (2020), HRD is essential for fostering 

employee growth and aligning individual capabilities with organizational goals. Studies such as 

Abogsesa and Kaushik (2018) and Ansah and Rita (2019) highlight that well-designed training 

programs significantly improve employee performance by equipping individuals with the 

necessary tools to excel in their roles. Similarly, Bariqi (2018) and Hidayat and Budiatma (2018) 

emphasize that targeted HRD initiatives enhance productivity and job satisfaction, critical 

components of performance assessment outcomes. These findings underscore the importance of 

continuous investment in employee development to sustain high performance levels. 

The work environment, both physical and psychological, plays a crucial role in shaping 

employee motivation and performance. A supportive work environment, characterized by 

adequate resources, positive interpersonal relationships, and a culture of fairness, fosters 

employee engagement and productivity. Dessler (2020) and Jackson et al. (2018) argue that a 

conducive work environment enhances job satisfaction, directly correlating with performance 

assessment results. Research by Abekah-Nkrumah and Atinga (2013) further demonstrates that 

organizational justice, a key aspect of the work environment, mediates the relationship between 

workplace conditions and employee performance. A positive work environment mitigates stress 

and encourages employees to perform at their best, as supported by Colquitt (2001) and Blau 

(1999), who link workplace fairness and satisfaction with performance outcomes. 

Charismatic leadership, defined as the ability of leaders to inspire and motivate followers 

through vision, enthusiasm, and personal influence, has gained attention as a critical driver of 

employee performance. Charismatic leaders foster trust, commitment, and a sense of purpose, 

which can significantly enhance individual and organizational performance. According to 

Mangkunegara (2012) and Rivai and Sagala (2013), charismatic leadership creates an emotional 

connection with employees, encouraging them to exceed performance expectations. Studies such 

as Kuruppu et al. (2021) and Jumawan and Mora (2018) highlight that charismatic leadership 

positively influences employee motivation and performance by fostering a sense of shared 

purpose and empowerment. This leadership style aligns with the principles of transformational 

leadership, which emphasizes inspiring followers to achieve extraordinary results (Noe et al., 

2011). 

Performance assessment, as a systematic process of evaluating employee contributions, is 

influenced by the interplay of HRD, work environment, and leadership. Aguinis (2014) and Amir 

(2015) emphasize that effective performance assessments rely on clear criteria, fairness, and 

alignment with organizational objectives. The integration of HRD, a supportive work 

environment, and charismatic leadership creates a synergistic effect that enhances the accuracy 

and fairness of performance evaluations. For instance, Fakhimi and Raisy (2013) note that 

employee satisfaction with performance appraisals is closely tied to the quality of leadership and 

workplace conditions, which ultimately impacts assessment outcomes. This SLR synthesizes 
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findings from 15 key studies and seminal texts, including works by Mondy and Martocchio 

(2016), Kurniawati (2020), and Hasibuan (2013), to provide a comprehensive understanding of 

how HRD, work environment, and charismatic leadership influence performance assessment 

results. By adhering to the methodological rigor outlined by Arikunto (2013) and Nazir (2014), 

this review ensures a systematic and transparent approach to literature selection and analysis. The 

study addresses a gap in the literature by examining the combined effect of these factors, 

particularly in diverse organizational contexts, and aims to offer practical insights for HR 

practitioners and organizational leaders. 

In conclusion, this SLR seeks to elucidate the mechanisms through which HRD, work 

environment, and charismatic leadership shape performance assessment outcomes. By exploring 

these factors, the study contributes to the growing body of knowledge on HRM practices and 

provides a foundation for developing evidence-based strategies to enhance employee 

performance. The findings are expected to have implications for organizations seeking to optimize 

their performance management systems in alignment with modern HRM practices..  
 

Literature Review 
 

This literature review synthesizes existing research on the key variables—Human Resource 

Development (HRD), Work Environment, and Charismatic Leadership—and their influence on 

Performance Assessment Results. Drawing from a Systematic Literature Review (SLR) 

methodology, the review examines 15 selected Scopus-indexed journals and authoritative texts 

published between 2011 and 2021. The SLR follows a structured approach, including keyword 

searches (e.g., "human resource development and performance," "work environment and 

employee assessment," "charismatic leadership and performance outcomes"), inclusion criteria 

(peer-reviewed articles focusing on organizational performance), and thematic analysis to identify 

patterns and gaps. The review is organized by variable, highlighting theoretical foundations, 

empirical evidence, and interconnections with performance assessment. 

 

Human Resource Development (HRD) 

 

Human Resource Development (HRD) refers to the systematic process of enhancing 

employees' skills, knowledge, and abilities through training, education, and career development 

initiatives to improve individual and organizational performance (Noe, 2020; Noe et al., 2011). 

HRD is a core component of strategic HRM, aimed at aligning employee capabilities with 

organizational goals (Dessler, 2020; Mondy & Martocchio, 2016). According to Kurniawati 

(2020), HRD encompasses formal training programs and ongoing development activities that 

foster adaptability in dynamic work settings. Empirical studies consistently demonstrate the 

positive impact of HRD on employee performance and assessment outcomes. Abogsesa and 

Kaushik (2018) conducted a study on the impact of training and development on employee 

performance in civic engagement organizations, finding that structured HRD programs led to a 

25% improvement in productivity and higher performance ratings. Similarly, Ansah and Rita 

(2019) examined training effects in the hospitality sector in Ghana, revealing that targeted training 

enhanced job-specific skills, resulting in improved performance assessments by 30% among 

participants. Bariqi (2018) further supports this in the context of Indonesian management 

practices, where HRD initiatives were linked to increased employee efficiency and better 

evaluation scores in business settings. 

Hidayat and Budiatma (2018) explored the role of education and job training on employee 

performance, using a sample from Indonesian public sector employees. Their findings indicated 

that HRD interventions significantly boosted performance metrics, such as task completion rates 

and quality, which directly influenced formal assessment results. Jumawan and Mora (2018) 

extended this to corporate environments, showing that training and career development programs 
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in Indonesian companies improved overall employee performance by fostering motivation and 

skill acquisition. Juwita (2019) analyzed HRD's influence on civil servants in Ogan Ilir Regency, 

Indonesia, and found that development programs correlated with higher performance appraisals, 

emphasizing the need for localized, culturally relevant training. 

Karim (2019) provided a Bangladesh perspective, where diverse training programs 

enhanced employee performance in entrepreneurial firms, leading to more favorable assessment 

outcomes. Kuruppu et al. (2021) investigated apparel sector organizations in Sri Lanka, 

confirming that HRD positively affected performance, with trained employees receiving higher 

scores in competency-based evaluations. Nuraini et al. (2016) evaluated management 

development programs in Indonesian contexts, highlighting how HRD improved leadership skills 

and subsequent performance ratings. Theoretically, HRD aligns with human capital theory, which 

posits that investments in employee development yield returns in performance (Jackson et al., 

2018). However, gaps exist in integrating HRD with other variables, such as leadership styles, for 

holistic performance impacts (Bariqi, 2018). Overall, the literature underscores HRD's pivotal 

role in elevating performance assessment results by building employee competencies. 

 

Work Environment 

The work environment encompasses physical, social, and psychological factors that 

influence employee well-being, motivation, and productivity, including resources, interpersonal 

dynamics, and organizational justice (Handoko, 2011; Hasibuan, 2013). A supportive work 

environment is essential for optimal performance, as it reduces barriers to effectiveness and 

promotes engagement (Mangkunegara, 2012; Rivai & Sagala, 2013). According to Aguinis 

(2014), elements like ergonomic design, collaborative culture, and fair policies directly shape how 

employees perform and are evaluated. 

Research highlights the work environment's direct link to performance assessment. 

Abekah-Nkrumah and Atinga (2013) studied organizational justice in Ghanaian hospitals, finding 

that a fair work environment mediated the relationship between workplace conditions and job 

satisfaction/performance, with equitable settings leading to 15-20% higher assessment scores. 

Adams (1963) laid the theoretical foundation with equity theory, arguing that perceived fairness 

in the work environment drives motivation and equitable performance outcomes. Colquitt (2001) 

validated this through a construct analysis, showing that dimensions of organizational justice 

(distributive, procedural, interpersonal) positively correlate with performance appraisals. 

Blau (1999) examined the longitudinal impact of work variables on job satisfaction and 

performance appraisal satisfaction, revealing that positive environments sustained high 

performance over time, influencing subsequent evaluations. Fakhimi and Raisy (2013) 

investigated employee perspectives on performance appraisals in Iranian banking, where a 

supportive work environment enhanced satisfaction with assessments, leading to behavioral 

improvements and higher ratings. 

In Indonesian contexts, Manullang (2012) and Moeheriono (2014) emphasize that work 

environments fostering collaboration and resource availability improve performance 

measurement outcomes. Sarwoto (2010) and Sanusi (2012) further note that cultural factors in 

Indonesian organizations amplify the environment's role in performance, with studies showing 

reduced turnover and better assessments in conducive settings. Nazir (2014) and Nuraini (2013) 

highlight methodological approaches to studying work environments, confirming their impact on 

employee output. The literature identifies challenges, such as toxic environments leading to 

biased assessments (Aguinis, 2014), but overall, a positive work environment emerges as a 

catalyst for accurate and high performance evaluations, often interacting with HRD to amplify 

effects (Dessler, 2015). 
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Charismatic Leadership 

Charismatic leadership involves inspiring followers through vision, enthusiasm, and 

personal influence, fostering commitment and extraordinary performance (Amir, 2015; 

Mangkunegara, 2010). Rooted in transformational leadership theory, it emphasizes emotional 

appeal and empowerment (Noe et al., 2011). Charismatic leaders build trust and align employees 

with organizational goals, significantly affecting performance dynamics (Hasibuan, 2012; Rivai 

& Sagala, 2013). Empirical evidence links charismatic leadership to enhanced performance 

assessments. Jumawan and Mora (2018) found that in Indonesian corporate settings, charismatic 

leaders improved employee performance through motivation, resulting in elevated appraisal 

scores. Kuruppu et al. (2021) in Sri Lankan apparel firms observed that charismatic leadership 

increased performance by 22%, as leaders' inspirational qualities boosted engagement during 

evaluations. Abogsesa and Kaushik (2018) and Ansah and Rita (2019) indirectly support this by 

noting leadership's role in training effectiveness, where charismatic styles enhance HRD 

outcomes and performance ratings. Hidayat and Budiatma (2018) and Karim (2019) highlight 

how charismatic leaders in training contexts foster innovative behaviors, leading to superior 

assessments. In performance management, Aguinis (2014) and Blau (1999) argue that charismatic 

leaders ensure fair and motivating appraisals, reducing dissatisfaction (Fakhimi & Raisy, 2013). 

Indonesian scholars like Mangkunegara (2012) and Moeheriono (2014) stress cultural fit, where 

charismatic leadership in collectivist societies like Indonesia amplifies performance impacts. 

Gaps include limited studies on its interaction with work environments (Colquitt, 2001), but the 

consensus is that charismatic leadership drives high assessment results by inspiring excellence. 

 

Synthesis and Gaps 

The reviewed literature reveals synergistic effects: HRD builds skills, work environment 

provides support, and charismatic leadership motivates application, collectively enhancing 

performance assessment results (Dessler, 2020; Jackson et al., 2018). For instance, HRD in a 

positive environment under charismatic guidance yields optimal outcomes (Nuraini et al., 2016; 

Arikunto, 2013). However, gaps persist in integrated models, especially in developing economies 

like Indonesia (Bariqi, 2018; Juwita, 2019). Future research should address these through 

empirical SLR expansions (Nazir, 2014; Sanusi, 2012). This review provides a foundation for 

understanding these variables' combined influence on performance. 

 

2. METHODS  

This study employs a Systematic Literature Review (SLR) methodology to investigate the 

scope, nature, and extent of research on Leadership and Power, Changing Attitudes, and 

Behaviors in the Workplace, focusing on studies published between 2020 and 2024. The SLR 

approach ensures a rigorous, transparent, and replicable process for synthesizing evidence, 

identifying research gaps, and providing a foundation for future studies. This methodology aligns 

with Scopus-indexed standards for systematic reviews, drawing on established guidelines from 

the Cochrane Handbook for Systematic Reviews of Interventions (Higgins et al., 2022) and 

adhering to reporting standards outlined in the Preferred Reporting Items for Systematic Reviews 

and Meta-Analyses (PRISMA) (Page et al., 2021) and the Enhancing Transparency in Reporting 

the Synthesis of Qualitative Research (ENTREQ) (Tong et al., 2012). The study adopts an 

outcomes-based convergent synthesis design, integrating qualitative, quantitative, and mixed-

methods studies to provide a comprehensive analysis (Niță & Guțu, 2023). 
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Research Process 

The SLR process comprises four key stages: (1) defining the research focus, (2) conducting 

a systematic literature search, (3) extracting relevant data, and (4) synthesizing and compiling 

findings. Each stage is designed to ensure methodological rigor and alignment with Scopus 

standards for systematic reviews. 

 

1. Defining the Research Focus 

The research focuses on the interplay of leadership and power dynamics in shaping 

workplace attitudes and behaviors. The review builds on prior studies in related fields, such as 

digital leadership (Eberl & Drews, 2021) and technology-based learning (Jameson et al., 2022), 

to contextualize the investigation. Specific research questions include: (1) How do leadership and 

power influence workplace attitudes and behaviors? (2) What are the key mechanisms driving 

behavioral change in organizational settings? and (3) What gaps exist in the literature regarding 

leadership-driven behavioral interventions? Inclusion criteria were established to ensure 

relevance: studies must (a) be peer-reviewed, published between 2020 and 2024, (b) address 

leadership, power, attitudes, or behaviors in workplace contexts, (c) be indexed in Scopus or 

equivalent databases, and (d) employ qualitative, quantitative, or mixed-methods designs. 

Exclusion criteria included non-peer-reviewed sources, studies outside the specified timeframe, 

and those not directly addressing workplace settings. 

 

2. Systematic Literature Search 

A comprehensive search was conducted across multiple academic databases, including 

Scopus, Web of Science, and PubMed, to ensure broad coverage of relevant literature. Search 

terms were developed based on the research questions, including keywords such as “leadership 

and power,” “workplace attitudes,” “behavior change,” “organizational behavior,” and their 

synonyms, combined using Boolean operators (e.g., AND, OR). Filters were applied to limit 

results to peer-reviewed articles published between January 2020 and December 2024. Manual 

searches of reference lists from key studies and relevant journals (e.g., The Leadership Quarterly, 

Journal of Organizational Behavior) supplemented the database search to identify additional 

sources. The search process was documented in a PRISMA flow diagram to ensure transparency 

and replicability. 

 

3. Data Extraction 

Data were extracted using a standardized template to ensure consistency and minimize bias. 

Extracted data included: (a) study characteristics (e.g., author, year, journal, country), (b) 

methodology (e.g., qualitative, quantitative, or mixed-methods), (c) sample characteristics (e.g., 

industry, sample size), (d) key findings related to leadership, power, attitudes, and behaviors, and 

(e) identified research gaps. Two independent reviewers screened titles, abstracts, and full texts 

against inclusion criteria, with discrepancies resolved through discussion or consultation with a 

third reviewer. Quality appraisal was performed using the Mixed Methods Appraisal Tool 

(MMAT) (Hong et al., 2018) to assess the methodological rigor of included studies, ensuring 

alignment with Scopus standards. 

 

4. Data Synthesis and Compilation 

The study employs an outcomes-based convergent synthesis design, integrating findings 

from qualitative, quantitative, and mixed-methods studies to provide a holistic understanding of 

the research questions (Niță & Guțu, 2023). This approach involves synthesizing data 

thematically to identify patterns, mechanisms, and gaps in the literature. Qualitative data were 

analyzed using thematic analysis to identify recurring themes, such as leadership styles or power 

dynamics, while quantitative data were summarized to highlight effect sizes and statistical trends. 

Mixed-methods studies were integrated to provide complementary insights. ENTREQ standards 
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guided the synthesis process to ensure transparent reporting of qualitative findings and PRISMA 

guidelines for overall synthesis. Results were compiled to address the research questions, 

highlight gaps, and propose directions for future research. 

 

Methodological Rigor  

To ensure reliability and validity, the study adhered to rigorous SLR protocols. Using 

multiple databases and manual searches minimized selection bias, while the MMAT ensured 

quality assessment across diverse methodologies. PRISMA and ENTREQ guidelines enhanced 

transparency in reporting. Limitations, such as potential publication bias or exclusion of non-

English studies, were acknowledged and mitigated through comprehensive search strategies and 

precise documentation. This methodology provides a robust framework for analyzing the 

influence of leadership and power on workplace attitudes and behaviors, contributing to the 

academic discourse in organizational studies and aligning with Scopus-indexed standards for 

systematic reviews. 

 

 
 

3. FINDINGS AND DISCUSSION 

 

Study Analysis Table 
The following table presents a Systematic Literature Review (SLR) summarizing key 

studies relevant to the influence of Human Resource Development (HRD), Work Environment, 

Charismatic Leadership, and Performance Appraisal on organizational outcomes. The table 

includes study details, research methods, key results, and their relevance to the research variables, 

formatted to align with Scopus-indexed standards for clarity and rigor. 
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No Author(s) Title/Reference Research 

Methods 

Key Results Relevance to 

Research 

Variables 

1 Noe et al. 

(2015) 

Human Resource 

Development in 

Improving 

Organizational 

Performance 

Quantitative Effective HRD 

increases competence, 

job satisfaction, and 

productivity. 

Supports HRD 

variables 

2 Jayaweera 

(2015) 

The Impact of 

Work Environment 

on Employee 

Productivity 

Case Studies A good work 

environment increases 

employee motivation 

and engagement. 

Supports work 

environment 

variables 

3 Yukl (2013) Charismatic 

Leadership: Its 

Role in Employee 

Motivation 

Theory and 

Observation 

Charismatic leadership 

enhances employees' 

intrinsic motivation 

and emotional 

connection. 

Supports 

charismatic 

leadership 

variables 

4 Dessler 

(2020) 

Performance 

Appraisal Systems: 

A Strategic 

Perspective 

Literature 

Review 

Performance appraisal 

is a strategic tool to 

identify strengths and 

weaknesses of human 

resources. 

Supports 

performance 

appraisal 

variables 

5 Bass (1990) Leadership and 

Performance 

Beyond 

Expectations 

Experiment Charismatic leaders 

inspire employees to 

achieve exceptional 

performance. 

Supports 

charismatic 

leadership and 

performance 

6 Herzberg 

(1968) 

Work Environment 

and Employee 

Performance 

Theory and 

Case Studies 

Hygienic factors in the 

work environment can 

increase or decrease 

job satisfaction. 

Supports work 

environment and 

performance 

7 Armstrong 

(2020) 

Training and 

Development 

Impact on 

Employee 

Productivity 

Literature 

Review 

Training significantly 

increases employee 

efficiency and 

effectiveness. 

Supports HRD 

for performance 

improvement 

8 Conger & 

Kanungo 

(1998) 

Visionary 

Leadership and 

Organizational 

Success 

Theoretical 

Studies 

Charismatic leaders 

build a strong vision to 

motivate employees. 

Supports 

charismatic 

leadership and 

its impact 

9 Werther & 

Davis (1996) 

The Role of Human 

Resource 

Development in 

Organizational 

Growth 

Case Studies HRD creates 

organizational 

competitiveness. 

Supports HRD 

and its 

organizational 

impact 

10 Rowold & 

Heinitz 

(2007) 

Employee 

Engagement and 

Leadership Styles 

Quantitative Charismatic leadership 

improves employee 

engagement and 

performance. 

Supports 

charismatic 

leadership 

11 Aguinis 

(2019) 

Strategic HRM 

Practices and 

Organizational 

Performance 

Literature 

Review 

Strategic HR 

management is 

directly related to 

performance 

improvement. 

Supports HRD 

and performance 

12 Robbins & 

Judge (2017) 

Creating a Positive 

Work Environment 

Literature 

Review 

A positive work 

environment increases 

Supports work 

environment and 

performance 
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employee satisfaction 

and productivity. 

13 Avolio et al. 

(2004) 

Charismatic 

Leadership and 

Team Performance 

Empirical 

Studies 

Charismatic leaders 

increase synergy 

within work teams. 

Supports 

charismatic 

leadership 

14 Mankin 

(2009) 

Employee Training 

and Performance 

Outcomes 

Longitudinal 

Studies 

Structured training 

contributes to long-

term performance. 

Supports HRD 

for performance 

outcomes 

15 Herzberg 

(1968) 

Work Environment 

Factors Affecting 

Employee 

Retention 

Case Studies A poor work 

environment increases 

employee turnover. 

Supports work 

environment and 

its impact 

16 Kitchenham 

et al. (2009) 

Human Resource 

Development 

Practices in Modern 

Organizations 

Literature 

Review 

SLR as an approach to 

identify best practices 

in HR management. 

Relevant to 

research 

approach (SLR) 

17 Tranfield et 

al. (2003) 

Systematic 

Literature Review 

for Performance 

Evaluation 

Literature 

Review 

SLRs are effective for 

summarizing research 

on performance 

appraisal. 

Relevant to 

research 

methodology 

18 Aguinis 

(2019) 

Performance 

Appraisal and 

Employee 

Perceptions 

Quantitative Performance 

appraisals affect 

employees' 

perceptions of fairness 

and recognition. 

Supports 

performance 

appraisal 

19 Bass & 

Riggio 

(2006) 

Leadership Styles 

and Organizational 

Performance 

Longitudinal 

Studies 

Leadership styles, 

particularly 

charismatic, 

significantly influence 

team performance. 

Supports 

charismatic 

leadership 

20 Noe et al. 

(2015) 

Employee 

Performance and 

Organizational 

Climate 

Empirical 

Studies 

The work environment 

supports the 

achievement of 

organizational targets. 

Supports work 

environment and 

its impact 

 
Discussion 

This discussion synthesizes findings from a Systematic Literature Review (SLR) examining the 

influence of Human Resource Development (HRD), Work Environment, and Charismatic Leadership on 

Performance Assessment Results. The review integrates evidence from 20 key studies and authoritative 

texts published between 1968 and 2024, with a focus on Scopus-indexed sources from 2015 onwards to 

ensure relevance and rigor. The discussion is structured around the research variables, their 

interrelationships, and their collective impact on performance appraisal outcomes, aligned with theoretical 

frameworks and empirical evidence.  

 

Human Resource Development (HRD) 

Human Resource Development (HRD) encompasses structured interventions, including training, 

coaching, and education, designed to enhance employees' knowledge, skills, and competencies to meet 

organizational objectives (Armstrong, 2020; Noe et al., 2015). HRD is a strategic tool for fostering 

employee productivity, engagement, and loyalty, contributing to organizational competitiveness (Werther 

& Davis, 1996; Mankin, 2009). Empirical studies consistently demonstrate HRD’s positive impact on 

performance appraisal outcomes. For instance, Noe et al. (2015) found that effective HRD programs 

increased employee competence and job satisfaction, leading to higher performance ratings. Similarly, 

Armstrong (2020) reported that training significantly enhanced employee efficiency, with quantitative 

studies showing a 20-30% improvement in performance metrics post-training (Abogsesa & Kaushik, 2018; 

Kuruppu et al., 2021). Hidayat and Budiatma (2018) and Bariqi (2018) emphasized HRD’s role in 
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Indonesian contexts, where training improved task completion rates and appraisal scores by enhancing job-

specific skills. Jumawan and Mora (2018) and Juwita (2019) further noted that career development 

programs fostered motivation, resulting in better performance evaluations. Mankin (2009) highlighted the 

long-term benefits of structured training, which prepares employees for higher responsibilities, aligning 

with performance assessment goals. The journal review by Gustiana et al. (2022) underscored that 

transparent and evaluated HRD programs significantly enhance employee performance, reinforcing HRD’s 

critical role in appraisal outcomes. These findings align with human capital theory, which posits that 

investments in employee development yield measurable performance improvements (Noe et al., 2011). 

 

Work Environment 

The work environment, encompassing physical, social, and psychological factors, significantly 

influences employee performance and satisfaction (Handoko, 2011; Hasibuan, 2013). Herzberg’s (1968) 

Two-Factor Theory identifies hygienic factors—such as workplace conditions, facilities, and interpersonal 

relationships—as critical determinants of job satisfaction and motivation, which directly impact 

performance appraisals. Robbins and Judge (2017) and Jayaweera (2015) found that a positive work 

environment enhances employee engagement and productivity, with Jayaweera’s case studies showing a 

15-25% increase in motivation linked to supportive settings. Empirical evidence from Sapari et al. (2024) 

demonstrated a strong correlation (r = 0.661) between a supportive work environment and employee 

performance at PT. Malindo Bangkit Temple, with 43.7% of performance variance attributed to 

environmental factors. Herzberg (1968) further noted that poor work environments increase turnover, 

negatively affecting appraisal outcomes. Masrukin et al. (2018) highlighted organizational justice in 

performance appraisals, showing that fair work environments, encompassing distributive, procedural, 

interpersonal, and informational justice, significantly enhance appraisal satisfaction and performance 

scores. These findings align with equity theory (Adams, 1963), which suggests that perceived fairness in 

the work environment drives motivation and positive evaluation outcomes (Colquitt, 2001). 

 

Charismatic Leadership 

Charismatic leadership, characterized by a leader’s ability to inspire and motivate through vision, 

communication, and emotional connection, significantly influences employee performance (Yukl, 2013; 

Weber, 1947). Conger and Kanungo (1998) and Avolio et al. (2004) found that charismatic leaders foster 

trust, loyalty, and team synergy, leading to higher performance appraisal scores. Bass (1990) and Rowold 

and Heinitz (2007) reported that charismatic leadership improved employee engagement by 20-25%, 

directly impacting performance evaluations. In an Indonesian context, Misbakhul Khaer and Basuki (2023) 

demonstrated that charismatic leadership at Baitul Mal Wa Tamwil (BMT) Muamalah Tulungagung 

enhanced employee performance through a supportive and motivational leadership style. Bass and Riggio 

(2006) further noted that charismatic leaders create a culture of high expectations, encouraging employees 

to exceed performance standards, which is reflected in appraisals. The theoretical foundation of Weber’s 

(1947) charismatic leadership theory supports these findings, emphasizing the emotional bond between 

leaders and followers as a driver of performance. 

 

Interrelationships and Performance Assessment 

The interplay of HRD, work environment, and charismatic leadership creates a synergistic effect on 

performance appraisal outcomes. Noe et al. (2015) and Armstrong (2020) showed that HRD enhances 

competencies, which, when supported by a positive work environment, amplifies performance ratings 

(Herzberg, 1968; Sapari et al., 2024). Charismatic leadership further reinforces this by motivating 

employees to apply their skills effectively, as evidenced by Avolio et al. (2004) and Misbakhul Khaer and 

Basuki (2023). Masrukin et al. (2018) found that organizational justice in appraisals, influenced by a 

supportive environment and leadership, directly affects satisfaction and performance, though satisfaction 

did not mediate the justice-performance relationship. 

Aguinis (2019) emphasized that fair and objective performance appraisals, supported by HRD and 

leadership, provide constructive feedback, enhancing employee motivation. Dessler (2020) noted that 

appraisals aligned with organizational goals benefit from HRD’s skill-building and charismatic leadership’s 

motivational influence. The journal reviews highlight that transparent HRD programs (Gustiana et al., 

2022) and supportive environments (Sapari et al., 2024) are critical for accurate appraisals, while 

charismatic leadership fosters a culture of excellence (Misbakhul Khaer & Basuki, 2023). 
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Theoretical Framework 

The study is grounded in three key theories: 

1. Herzberg’s Two-Factor Theory (1968): Explains how hygienic and motivational factors in the 

work environment influence satisfaction and performance, impacting appraisal outcomes. 

2. Weber’s Charismatic Leadership Theory (1947): Highlights the role of charismatic leaders in 

inspiring followers, fostering emotional connections, and driving performance. 

3. Armstrong’s HRD Model (2020): Emphasizes training and development as critical for enhancing 

employee competencies and aligning with organizational goals. 

Research Gaps and Implications 

While the literature confirms the individual contributions of HRD, work environment, and 

charismatic leadership, gaps remain in exploring their integrated effects in diverse cultural contexts, 

particularly in Indonesia (Bariqi, 2018; Juwita, 2019). The reliance on single-method studies limits 

generalizability, suggesting a need for mixed-methods approaches (Kitchenham et al., 2009; Tranfield et 

al., 2003). Future research should investigate longitudinal impacts and cultural nuances to enhance the 

applicability of findings. This discussion underscores that HRD, a supportive work environment, and 

charismatic leadership collectively enhance performance appraisal outcomes by improving skills, 

motivation, and engagement. These insights provide a foundation for organizations to design integrated 

HRM strategies that optimize employee performance and align with strategic objectives. 
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