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Abstract: The purpose of this literature review is to develop hypotheses for further research
related to organizational development. The research article on the factors influencing
organizational development: Analysis of training, intrinsic motivation, organizational
commitment, and learning agility is a scientific article in the field of human resource
management. The approach used in this literature review is comparative analysis. The data
collection technique used is literature review or reviewing previous relevant articles. The data
used in this study are secondary data with a maximum publication of 8 years, sourced from
academic online media such as Thomson Reuters Journal, Sage, Springer, Taylor & Francis,
Scopus Q2-Q4 Emerald, Elsevier, Sage, Springer, Web of Science, Sinta 2-5 Journal, DOAJ,
EBSCO, Google Scholar, and digital reference books. Empirical data was used to support the
phenomena observed in this study. In this study, previous studies relevant to each topic were
selected, with one article each, and their research findings were reviewed. The results of the
literature review are as follows: 1) Training influences organizational development; 2) Intrinsic
motivation influences organizational development; 3) Organizational commitment influences
organizational development; and 4) Learning agility influences organizational development.

Keyword: Organizational Development, Training, Intrinsic Motivation, Organizational
Commitment, Learning Agility

INTRODUCTION

In this era of globalization and digitalization, Indonesian organizations must be highly
resilient and adaptable. Rapid technological changes, fierce market competition, and dynamic
consumer demands necessitate continuous transformation and innovation (Ali et al., 2023).
This challenge extends beyond the private sector to government agencies, state-owned
enterprises, and non-profit organizations, all of which must become more responsive and
flexible in the face of change. Today, organizational resilience is not only determined by capital
strength or formal structures, but also by internal capabilities to build a robust, collaborative,
and learning-based work system (Mahaputra & Saputra, 2024).
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In this context, organizational development has become a strategic necessity.
Organizational development encompasses more than restructuring or changing administrative
procedures; it involves a comprehensive transformation of work culture, leadership, human
resource quality, and the organization's ability to leverage digital opportunities (Widjanarko et
al., 2023). Organizations that fail to adapt quickly will fall behind and may be displaced by
more agile and innovative organizations.
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Figure 1. Number of MSMEs Growth in Indonesia for the Period 2018-2023
Source: (Indonesian Chamber of Commerce and Industry, 2025)

Figure 1 shows the growth of MSMEs (micro, small, and medium enterprises) in
Indonesia from 2018 to 2023 based on data from the Indonesian Chamber of Commerce and
Industry. While the graph shows a fluctuating trend, there has been positive long-term growth
overall.

In 2018, the number of MSMEs was recorded at 64.19 million. This figure jumped to
65.47 million in 2019, an increase of 1.28 million units. However, the number of MSMEs
declined sharply in 2020 to 64 million units. This decline was likely influenced by the impact
of the pandemic, during which many small businesses faced financial pressures, decreased
market demand, and limited access to technology and distribution channels.

After the decline, the trend showed signs of recovery. The number of MSMEs increased
to 65.46 million in 2021 and declined slightly to 65 million in 2022, but remained relatively
stable. A significant recovery occurred in 2023 when the number of MSMEs reached 66
million, the highest figure during the studied period.

These data suggest that MSMEs in Indonesia are resilient enough to withstand
economic pressures. However, the fluctuations also indicate that organizational development
in the MSME sector remains a significant challenge. To face competition and rapid market
changes, MSMEs require development strategies that include training, strengthening the
intrinsic motivation of business actors, increasing commitment to long-term growth, and
fostering learning agility. Without strengthening these aspects, MSMEs risk stagnation or
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elimination by more innovative and adaptive competitors. Therefore, organizational
development is essential for SMEs to achieve sustainable growth in Indonesia.

To support the above data regarding factors influencing organizational development,
the researcher conducted a preliminary survey to support the selection of independent variables
in this study, as shown in Table 1 below:

Table 1. Pre-Survey of Factors Affecting Organizational Development

No Factors Affecting Organizational Development Coefficient Score Rank
1  Intrinsic Motivation 0,482 2
2 Innovation 0,299 7
3 Organizational Commitment 0,421 3
4 Organizational Culture 0,343 5
5  Learning Agility 0,377 4
6  Human Resource Competence 0,312 6
7  Training 0,509 1

Organizational cultural factors, human resource competencies, and innovation also
influence organizational development, although their values are lower than the three main
variables. These results indicate that, although all variables contribute, the main focus of
companies in organizational development should be on providing training, intrinsic motivation,
organizational commitment, and learning agility.

These results indicate that training, intrinsic motivation, organizational commitment,
and learning agility are dominant factors that are highly relevant in influencing organizational
development.

Therefore, this study will develop a more in-depth hypothesis regarding the influence
of these three independent variables on organizational development. This study is expected to
provide deeper insights into the factors that influence organizational development.

Formulation of the Problem

Based on the background above, the research questions in this literature review are as
follows: 1) Does training affect organizational development?; 2) Does intrinsic motivation
affect organizational development?; 3) Does organizational commitment affect organizational
development?; and 4) Does learning agility affect organizational development?.

METHOD

This study uses a descriptive qualitative approach. This method was chosen because it
allows researchers to investigate and understand characteristics related to factors that influence
organizational development. Descriptive qualitative data collection and analysis allow
researchers to tailor their approach to the needs of the study and the characteristics of the
subjects being studied.

The data used in this study were obtained from previous studies related to
organizational development, training, intrinsic motivation, organizational commitment, and
learning agility. The data were obtained from electronic sources published within the last eight
years. The technique used in this literature review was comparative analysis. By using previous
studies, the researcher was able to develop stronger, evidence-based arguments and contribute
to a broader understanding of the factors that influence organizational development, (Susanto,
Arini, et al., 2024).

This study utilizes data from various leading academic journals, including Thomson
Reuters Journal, Springer, Taylor & Francis, Scopus, Emerald, Sage, WoS, Sinta Journal,
DOAJ, and EBSCO, as well as platforms such as Publish or Perish and Google Scholar. By
using these sources, researchers can ensure that the data they collect is valid and accountable.
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The use of multiple sources also enables researchers to gain a more comprehensive
understanding of organizational development.

RESULT AND DISCUSSION

Based on the background and problem statement above, the literature review in this
study is as follows:
Organizational Development

Organizational development is a systematic, planned process that improves
organizational effectiveness by changing culture, structure, strategy, or work processes through
interventions. The goal is to enable the organization to adapt to environmental changes, resolve
internal issues, and enhance performance sustainably. Organizational development typically
employs a participatory approach, inviting all organizational stakeholders to contribute to the
planning and implementation of changes (Nuraeni et al., 2022).

Indicators or dimensions found in organizational development variables include: 1)
Team Collaboration and Cooperation: The ability of organizational members to work together,
communicate, and resolve conflicts constructively; 2) Adaptability to change: The ability of an
organization to respond flexibly to external environmental changes (e.g., technology, market,
regulations); 3) Strong Organizational Culture: Shared values, norms, and beliefs that drive
performance and innovation (Hamza & Yusuf, 2024).

Organizational development variables are relevant to previous research conducted by:
(Fajriyani et al., 2023), (Johnson et al., 2021), (Aditya Virgiansyah et al., 2022).

Training

Training is a systematic process designed to improve individuals' skills, knowledge,
and attitudes so they can perform their job duties and responsibilities more effectively. Training
is an important part of human resource management because trained employees are more
productive, confident, and motivated. Training can be formal, such as face-to-face classes,
technical training, soft skills training, and e-learning, or informal, such as mentoring and
coaching (Susanto, Sawitri, et al., 2024).

Indicators or dimensions found in training variables include: 1) Relevance of Training
Material: The material must be relevant to job requirements and organizational goals; 2)
Effective training methods: Use techniques such as workshops, e-learning, or coaching that are
appropriate for the learning objectives; 3) Training frequency: Assess how often employees
receive training. Regular, ongoing training helps employees stay up to date with necessary
skills and knowledge (AR, Muhammad Thamrin Saribanon et al., 2023).

The training variables are relevant to previous research conducted by: (Gultom et al.,
2022), (Susanto et al., 2025), (Jumawan et al., 2023).

Intrinsic Motivation

Intrinsic motivation is the drive or desire that comes from within a person to perform
an activity because the activity itself is meaningful, enjoyable, or challenging. Unlike extrinsic
motivation, which depends on external rewards or punishments, intrinsic motivation stems
from personal values and the satisfaction one feels when performing a task (Faraz et al., 2021).

Indicators or dimensions found in intrinsic motivation variables include: 1) Interest and
Engagement: Measure the extent to which employees are interested in and engaged with their
work. Employees who are highly interested tend to be more motivated to perform well; 2)
Sense of Achievement: Assess the extent to which employees are satisfied with their
achievements. A strong sense of accomplishment can increase intrinsic motivation and
encourage employees to continue striving; 3) Autonomy in Work: Measure the extent to which
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employees have the freedom to make decisions at work. Greater autonomy can increase
responsibility and motivation (Triswanto & Yunita, 2022).

Intrinsic motivation variables are relevant to previous research conducted by: (Hamdani
et al., 2020), (Hasan et al., 2020), (Kotera et al., 2023), (Siyal et al., 2021).

Organizational Commitment

Organizational commitment is the extent to which an employee feels emotionally
attached to, identifies with, and is loyal to their organization. Employees with high
organizational commitment are willing to work hard to support their organization's goals and
remain part of the organization in the long term. Employees with high organizational
commitment tend to exhibit positive work behaviors, such as discipline, initiative, and a
willingness to work harder. They are also more resilient under pressure, less likely to resign,
and more likely to become constructive agents of change (Susanto, 2022).

Indicators or dimensions found in organizational commitment variables include: 1)
Affective commitment: Measure the extent to which employees have emotional ties,
identification, and involvement with the organization; 2) Continuance commitment: This
measures the extent to which employees remain in the organization due to the costs associated
with leaving. These costs can include loss of benefits, seniority, or difficulty finding another
job; 3) Normative commitment: This measures the extent to which employees feel a moral
obligation or sense of responsibility to remain with the organization (Fauziah et al., 2023).

Organizational commitment variables are relevant to previous research conducted by:
(Silitonga et al., 2017), (Widodo, 2021), (Susanto, Agusinta, et al., 2023).

Learning Agility

Learning agility is the ability to quickly learn from experience and apply lessons from
failures and successes in new situations. Those with high learning agility can understand and
absorb new information. They are also flexible, capable of critical thinking, and unafraid to try
new approaches (Church & Seaton, 2022).

Indicators or dimensions found in the learning agility variable include: 1) Adaptability:
It measures the extent to which employees can adjust to new changes and challenges.
Employees with good adaptability tend to learn and develop faster; 2) Openness to feedback:
This assesses the extent to which employees are willing to accept and apply feedback to
improve their performance. Employees who are open to feedback tend to learn faster from
experience; 3) Initiative to Learn: This measures the extent to which employees seek new
learning opportunities through formal training or work experience. Employees who are
proactive in learning tend to have high learning agility (Carmeli et al., 2021).

The learning agility variable is relevant to previous research conducted by: (Tripathi et
al., 2020), (Lee & Song, 2022), (Y. Putri & Suharti, 2021), (Ozgenel, 2021).

Previous Research
Based on the above findings and previous studies, the research discussion is formulated
as follows:

Table 2. Results of Previous Relevant Research

No  Author Research Results Similarities With This Differences With This
(Year) Article Article
1 (Maulana, -Training variables influence This article has The difference with
2023) organizational development similarities in examining  previous studies lies in
the variable of Training the inclusion of
as the independent Conventional Training

variable and examining
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-Conventional training
variables influence
organizational development

the variable of
Organizational
Development as the
dependent variable.

as another independent
variable.

2 (Asinaet al.,
2021)

-Entrepreneurial Competence
Variables Affect the
Development of Culinary
Business Organizations in
Tondano

-Intrinsic Motivation
Variables Affect the
Development of Culinary
Business Organizations in
Tondano

This article has
similarities in examining
the variable of Intrinsic
Motivation as the
independent variable and
examining the variable of
Organizational
Development as the
dependent variable.

-The difference with
previous studies is that
there is another
independent variable,
namely Competence.

-Another difference is
that the research was
conducted on culinary
businesses in Tondano.

3 (Hamza &
Yusuf, 2024)

-Organizational commitment
variables influence
organizational development

-Personality variables
influence organizational
development

This article has
similarities in examining
the variable of
Organizational
Commitment as the
independent variable and
examining the variable of
Organizational
Development as the
dependent variable.

The difference with
previous studies lies in
the variable Personality
as another independent
variable.

4 (Tripathi &

-HRD intervention variables

This article has

The difference with

Dhir, 2023)  influence organizational similarities in examining  previous studies lies in
development the variable of Learning  the variables of HRD
-Learning agility variables Agility in its independent  Intervention and
influence organizational variables and examining  Organizational
development the variable of Innovation as other
-Organizational innovation Organizational independent variables.
variables influence Development in its
organizational development dependent variables.

Discussion

Based on the problem formulation and relevant previous research, the discussion in this
literature review is as follows:
1. The Influence of Training on Organizational Development

Based on a literature review and relevant previous research, it can be stated that training
has an impact on organizational development.

To enhance organizational development through training, every company or
organization should do the following: 1) Relevance of training material: This refers to the
alignment between the content of the training and the job requirements, market demands, and
the organization's strategic vision. Targeted material will maximize learning effectiveness and
encourage direct application in work activities; 2) Effective training methods: Such as
experiential learning, mentoring, simulation, blended learning, or case studies, which allow
participants to actively engage and absorb the material more deeply; 3) Training frequency:
Regular and continuous training will reinforce learning, update knowledge, and maintain a
spirit of continuous improvement within the organization.

If every company or organization can provide or pay attention to the relevance of
training materials, effective training methods, and training frequency, it will have a positive
impact on organizational development, including: 1) Collaboration and teamwork: Good
training can improve employees' ability to work together in teams. By understanding each
other's roles and possessing the necessary skills, employees will be better able to collaborate
to achieve common goals. This will create a more harmonious and productive work
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environment; 2) Adaptability to change: In a constantly changing world, organizations need
employees who can adapt quickly. Relevant and continuous training will help employees
develop new skills and adjust to changes, whether in technology or work processes; 3) Strong
organizational culture: Effective training can strengthen organizational culture by instilling
desired values and norms. When employees feel that they are constantly learning and growing,
they will be more committed to the organization and contribute to the creation of a positive
culture.

The results of this study are in line with previous studies conducted by (Maulana, 2023),
(Nurhalim & Puspita, 2021), (Hia & Ndraha, 2023), which states that there is an influence
between training and organizational development.

2. The Influence of Intrinsic Motivation on Organizational Development

Based on a literature review and relevant previous research, it can be stated that intrinsic
motivation influences organizational development.

To improve organizational development through intrinsic motivation, every company
or organization must do the following: 1) Interest and involvement: Encouraging employee
interest and involvement in their work is the first step to increasing intrinsic motivation.
Companies can create an interesting and challenging work environment where employees feel
that their work is meaningful and relevant; 2) Sense of achievement: Companies can increase
this sense of achievement by setting clear and realistic goals and providing constructive
feedback; 3) Autonomy in work: Giving employees autonomy in their work can increase
intrinsic motivation. When employees have the freedom to make decisions and organize how
they work, they feel more responsible and involved.

If every company or organization can provide or pay attention to interest and
involvement, a sense of achievement, and autonomy in work, it will have a positive effect on
organizational development, including: 1) Collaboration and teamwork: Intrinsically motivated
employees tend to be more open to working with their colleagues. They will be more willing
to share ideas, help one another, and collaborate in achieving common goals. This will create
a more harmonious and productive work environment; 2) Ability to adapt to change:
Employees with high intrinsic motivation are more adaptable to change. They tend to view
change as an exciting challenge and an opportunity to learn, rather than a threat; 3) Strong
organizational culture: Intrinsic motivation can strengthen a positive organizational culture.
When employees feel motivated and engaged, they are more likely to adopt the values and
norms of the organization.

The results of this study are in line with previous studies conducted by (Asina et al.,
2021), (Aswara & Kurniawan, 2023), which states that there is an influence between intrinsic
motivation and organizational development.

3. The Influence of Organizational Commitment on Organizational Development

Based on a literature review and relevant previous research, it can be stated that
organizational commitment influences organizational development.

To improve organizational development through organizational commitment, every
company or organization must do the following: 1) Affective commitment: Companies can
create a positive work environment, reward employees for their contributions, and involve
them in decision-making; 2) Continuance commitment: Companies can increase this
commitment by offering career development programs, competitive benefits, and creating clear
career paths. When employees feel that they have a lot at stake, they will be more likely to stay;
3) Normative commitment: Companies can emphasize organizational values and create a
culture that supports loyalty. Orientation and training programs that emphasize organizational
values can also help build normative commitment.
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If every company or organization can provide or pay attention to affective commitment,
commitment to continuity, and normative commitment, it will have a positive effect on
organizational development, including: 1) Collaboration and teamwork: Employees with high
organizational commitment are more willing to work together and collaborate with their
colleagues. They feel that the team's success is their own success, so they are more proactive
in supporting one another; 2) Adaptability to change: Highly committed employees are better
able to adapt to changes within the organization. They tend to view change as an opportunity
for growth and contribution, rather than a threat. This is particularly important in a dynamic
business environment; 3) Strong organizational culture: High organizational commitment can
strengthen organizational culture. When employees feel connected to the organization's values
and goals, they are more likely to adopt and promote that culture. A strong culture supports
collaboration, innovation, and commitment to shared goals.

The results of this study are in line with previous studies conducted by (Hamza &
Yusuf, 2024), (Nandi et al., 2020), (Koyuncu & Demirhan, 2021), which states that there is an
influence between organizational commitment and organizational development.

4. The Influence of Learning Agility on Organizational Development

Based on a literature review and relevant previous research, it can be stated that
learning agility has an effect on organizational development.

To improve organizational development through learning agility, every company or
organization must do the following: 1) Adaptability: Companies can improve this adaptability
through training that focuses on developing flexibility and problem-solving skills; 2)
Willingness to accept feedback: Companies can create a culture that supports constructive
feedback by providing training on how to give and receive feedback effectively; 3) Initiative
to learn: The initiative to learn reflects an individual's drive to seek new learning opportunities,
whether through formal training or work experience. Employees who are proactive in seeking
new knowledge and skills will be better prepared to face challenges and contribute to
organizational development. Companies can encourage these initiatives by providing access to
learning resources, such as online courses, seminars, and mentoring programs.

If every company or organization can provide or pay attention to adaptability,
willingness to accept feedback, and initiative to learn, it will have a positive effect on
organizational development, including: 1) Collaboration and teamwork: Employees with high
learning agility tend to be more open to working with their colleagues. They will be more
willing to share knowledge and experience, which can improve collaboration and teamwork.
A collaborative work environment will encourage innovation and creativity; 2) Ability to adapt
to change: Employees with good learning agility are better able to adapt to changes within the
organization. They tend to see change as an opportunity to learn and grow, rather than a threat;
3) Strong organizational culture: Learning agility can strengthen a positive organizational
culture. When employees feel encouraged to learn and grow, they become more committed to
the organization's values. A strong culture supports collaboration, innovation, and commitment
to shared goals.

The results of this study are in line with previous studies conducted by (Tripathi, 2024),
(Saha et al., 2020), (Tripathi & Dhir, 2023), which states that there is an influence between
learning agility and organizational development.

Conceptual Framework

The conceptual framework is determined based on the problem formulation, research
objectives, and previous studies relevant to the discussion in this literature review:
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Figure 2. Conceptual Framework

Organizational
Development

Based on Figure 2 above, training, intrinsic motivation, organizational commitment,
and learning agility influence organizational development. However, in addition to training,
intrinsic motivation, organizational commitment, and learning agility, there are other variables
that influence organizational development, including:

1) Organizational Culture: (Susanto, Simarmata, et al., 2024), (Ali et al., 2022), (Saputra &
Mahaputra, 2022), (G. A. M. Putri et al., 2023), (Susanto, Sawitri, et al., 2023).

2) Human Resource Competency: (AR et al., 2022), (Amin, 2022), (Astuty et al., 2021),
(Sabuhari et al., 2020).

3) Innovation: (Arsawan et al., 2022), (Rehman et al., 2021), (Wang et al., 2020), (Wan et al.,
2022).

CONCLUSION

Based on the problem formulation, results, and discussion above, the conclusions of this
literature review are as follows: 1) Training influences organizational development; 2) Intrinsic
motivation influences organizational development; 3) Organizational commitment influences
organizational development; and 4) Learning agility influences organizational development.

REFERENCES

Aditya Virgiansyah, Rusman Frendika, & Allya Roosallyn Assyofa. (2022). Pengaruh
Pengembangan Karir dan Iklim Organisasi terhadap Loyalitas Karyawan. Bandung
Conference Series: Business and Management, 2(1).
https://doi.org/10.29313/bcsbm.v2i1.2456

Ali, H., Saputra, F., & Mahaputra, M. R. (2023). Penerapan Green Economy: Analisis
Kendaraan Listrik, Pariwisata dan Batu Bara (Studi Literature). Jurnal Humaniora,
Ekonomi Syariah Dan Muamalah (JHESM), 1(1), 1-14.

Ali, H., Sastrodiharjo, 1., & Saputra, F. (2022). Measurement of Organizational Citizenship
Behavior: Workload, Work Culture and Motivation (Literature Review Study). Journal
of Multidisciplinary Science, 1(1), 83-93.

Amin, M. S. (2022). Organizational commitment, competence on job satisfaction and lecturer

315 | Page


https://greenpub.org/IJAM

https://greenpub.org/IJAM, Vol. 4, No. 2, July - September 2025

performance: Social learning theory approach. Golden Ratio of Human Resource
Management, 2(1), 40-56.

AR, Muhammad Thamrin Saribanon, E., Rahmawati, A., Sucipto, Y. D., & Susanto, P. C.
(2023). Determinant Job Satisfication and Performance Employee: Analysis
Competence, Training, Job Experince. International Journal of Artificial Intelligence
Research, 6(1.2).

AR, T. M., Saribanon, E., Rahmawati, A., Sucipto, Y. D., & Susanto, P. C. (2022). Determinant
Job Satisfication and Performance Employee: Analysis Competence, Training, Job
Experince. International Journal of Artificial Intelligence Research, 6(1), 303-321.
https://doi.org/10.1002/hrm.21650

Arsawan, I. W. E., Koval, V., Rajiani, I., Rustiarini, N. W., Supartha, W. G., & Suryantini, N.
P. S. (2022). Leveraging knowledge sharing and innovation culture into SMEs
sustainable competitive advantage. International Journal of Productivity and
Performance Management, 71(2), 405-428.

Asina, 1., Soputan, G., & Sumual, M. (2021). Pengaruh Kompetensi Kewirausahaan Dan
Motivasi Intrinsik Terhadap Pengembangan Usaha Kuliner Di Tondano. Manajemen
Dan Kewirausahaan, 2(2), 136-149.

Astuty, W., Zufrizal, Z., Pasaribu, F., & Rahayu, S. (2021). The effects of customer relationship
management, human resource competence and internal control systems on the
effectiveness of supply chain management in the Indonesian public sector. Uncertain
Supply Chain Management, 9(3), 595-602.

Aswara, A. D., & Kurniawan, 1. S. (2023). Pengaruh Motivasi Intrinsik, Motivasi Ekstrinsik,
dan Gaya Kepemimpinan Transformasional terhadap Kepuasan Kerja Pegawai Satuan
Polisi Pamong Praja Kabupaten Gunungkidul. Reslaj: Religion Education Social Laa
Roiba Journal, 5(1), 348-356.

Carmeli, A., Zivan, I., Gomes, E., & Markman, G. D. (2021). Underlining micro socio-
psychological mechanisms of buyer-supplier relationships: Implications for inter-
organizational learning agility. Human Resource Management Review, 31(3), 100577.

Church, A. H., & Seaton, G. A. (2022). Learning agility as a key driver of leadership potential
for talent identification, pipeline development, and succession planning in
organizations. Consulting Psychology Journal, 74(3), 237.

Fajriyani, D., Fauzi, A., Kurniawati, M. D., Yudo, A., & Dewo, P. (2023). Tantangan
Kompetensi SDM dalam Menghadapi Era Digital (Literatur Review). Jurnal Ekonomi
Manajemen Sistem Informasi, 4(6), 1004-1013.

Faraz, N. A., Ahmed, F., Ying, M., & Mehmood, S. A. (2021). The interplay of green servant
leadership, self-efficacy, and intrinsic motivation in predicting employees’ pro-
environmental behavior. Corporate Social Responsibility and Environmental
Management, 28(4), 1171-1184.

Fauziah, S., Majid, R., Kadir, A., & Putera, A. (2023). Implementation of Organizational
Commitment and Leadership Behavior on Performance in Education Personnel Staff;
The Role of Organizational Citizenship Behavior Mediation. International Journal of
Professional Business Review, 8(6), e02310.
https://doi.org/10.26668/businessreview/2023.v8i6.2310

Gultom, S., Sihombing, S., Chairuddin, 1., Sirait, D. P., Pahala, Y., Setyawati, A., & Susanto,
P. C. (2022). Kompetensi TKBM Dalam Mewujudkan Pelayanan Bongkar Muat yang
Lebih Efisien dan Efektif di Pelabuhan Cirebon. ABDI MOESTOPO: Jurnal
Pengabdian Pada Masyarakat, 5(1), 127-132.
https://doi.org/10.32509/abdimoestopo.v5il1.1825

Hamdani, H., Mulyanti, R. Y., & Abdillah, F. (2020). Pengaruh Motivasi Intrinsik Dan
Ekstrinsik Terhadap Kinerja Pengemudi Grabbike. Jurnal Ekobis : Ekonomi Bisnis &

316 | Page


https://greenpub.org/IJAM

https://greenpub.org/IJAM, Vol. 4, No. 2, July - September 2025

Manajemen, 9(2), 89-103. https://doi.org/10.37932/j.e.v9i2.53

Hamza, M., & Yusuf, A. D. (2024). Effect of Organizational Development towards
Organizational Commitment: moderating role of personality. UMYU Journal of
Accounting and Finance Research, 6(1), 157-170.

Hasan, Z. U., Khan, M. I, Butt, T. H., Abid, G., & Rehman, S. (2020). The Balance between
Work and Life for Subjective Well-Being: A Moderated Mediation Model. Journal of
Open Innovation:  Technology, Market, and Complexity, 6(4), 127.
https://doi.org/10.3390/J01TMC6040127

Hia, I. M., & Ndraha, A. B. (2023). Urgensi Pelatihan Dalam Pengembangan Sumber Daya
Manusia Di Museum Pusaka Nias. JMBI UNSRAT (Jurnal llmiah Manajemen Bisnis
Dan Inovasi Universitas Sam Ratulangi)., 10(2), 1620-1630.

Indonesia, K. (2025). UMKM Indonesia. https://kadin.id/data-dan-statistik/umkm-indonesia/

Johnson, K. R., Park, S., & Bartlett, K. R. (2021). Perceptions of customer service orientation,
training, and employee engagement in Jamaica’s hospitality sector. European Journal
of Training and Development, 42(3-4), 191-209. https://doi.org/10.1108/EJTD-11-
2017-0094

Jumawan, J., Saputra, F., & Prabowo, P. B. (2023). Determinasi Pelatihan Florist dan Kualitas
Pelayanan Kewirausahaan Pada Kejutbypugo Kota Bekasi. OPTIMAL: Jurnal Ekonomi
Dan Manajemen, 3(4), 216-227.

Kotera, Y., Taylor, E., Fido, D., Williams, D., & Tsuda-McCaie, F. (2023). Motivation of UK
graduate students in education: Self-compassion moderates pathway from extrinsic
motivation to intrinsic motivation. Current Psychology, 42(12), 10163-10176.

Koyuncu, D., & Demirhan, G. (2021). Quality of work life, organizational commitment and
organizational citizenship behavior of teaching staff in higher education institutions.
Higher Education Governance and Policy, 2(2), 98-1009.

Lee, J., & Song, J. H. (2022). Developing a conceptual integrated model for the employee’s
learning agility. Performance Improvement Quarterly, 34(4), 367-394.

Mahaputra, M. R., & Saputra, F. (2024). Pengaruh Capital Budgeting dan Evaluasi Kinerja
terhadap Kinerja Perusahaan. Jurnal Imu Manajemen Terapan (JIMT), 5(4), 242-252.

Maulana, A. (2023). Peran Pelatihan Konvensional dalam Pengembangan Organisasi dan
Dunia Industri.

Nandi, V. T. N., Khan, S., Qureshi, M. A., & Ghias, S. (2020). Training & development,
organizational commitment and turnover intentions in SMEs. Market Forces, 15(2), 24.

Nuraeni, N., Nuruly, S., Hafnidar Harun, S., & Susanto, P. C. (2022). Organization
Development Projection: Analysis of Leadership Style, Teamwork, Competence
Employee and Recruitment Process. Journal of Economics, Management,
Entrepreneurship, and Business (JEMEB), 2(2), 139-145.
https://doi.org/10.52909/jemeb.v2i2.109

Nurhalim, A. D., & Puspita, S. (2021). Pentingnya analisis kebutuhan pelatihan untuk
pengembangan sumber daya manusia dalam organisasi. Jurnal llmu Komputer Dan
Bisnis, 12(2a), 104-110.

Ozgenel, M. (2021). Learning agility of school administrators: An empirical investigation.
International Journal of Progressive Education (IJPE).

Putri, G. A. M., Fauzi, A., Saputra, F., Danaya, B. P., & Puspitasari, D. (2023). Pengaruh
Pengembangan Karier, Budaya Organisasi dan Beban Kerja terhadap Kepuasan Kerja
Karyawan (Literature Review MSDM). Jurnal Ekonomi Manajemen Sistem Informasi
(Jemsi), 5(2), 99-110. https://doi.org/https://doi.org/10.31933/jemsi.v5i2

Putri, Y., & Suharti, L. (2021). Learning agility and innovative behavior: the roles of learning
goal orientation and learning organization. International Journal of Economics,
Business and Accounting Research (IJEBAR), 5(3), 2759-2770.

317 | Page


https://greenpub.org/IJAM

https://greenpub.org/IJAM, Vol. 4, No. 2, July - September 2025

Rehman, S. U., Kraus, S., Shah, S. A., Khanin, D., & Mahto, R. V. (2021). Analyzing the
relationship between green innovation and environmental performance in large
manufacturing firms. Technological Forecasting and Social Change, 163(XXxX),
120481. https://doi.org/10.1016/j.techfore.2020.120481

Sabuhari, R., Sudiro, A., Irawanto, D., & Rahayu, M. (2020). The effects of human resource
flexibility, employee competency, organizational culture adaptation and job satisfaction
on employee performance. Management Science Letters, 10(8), 1775-1786.

Saha, N., Séha, T., Gregar, A., & Séha, P. (2020). Organizational agility and organizational
learning: do they accelerate organizational innovation and competency? Proceedings
of the European Conference on Innovation and Entrepreneurship, ECIE.

Saputra, F., & Mahaputra, M. R. (2022). Effect of Job Satisfaction, Employee Loyalty and
Employee Leadership Style (Human Resource Literature Study). Dinasti International
Journal of Management Science, 3(4), 762-772.
https://doi.org/10.31933/DIIMS.V314.1324

Silitonga, P. E. S., Widodo, D. S., & Ali, H. (2017). Analysis of the effect of organizational
commitment on organizational performance in mediation of job satisfaction (Study on
Bekasi City Government). International Journal of Economic Research.

Siyal, S., Xin, C., Umrani, W. A., Fatima, S., & Pal, D. (2021). How do leaders influence
innovation and creativity in employees? The mediating role of intrinsic motivation.
Administration & Society, 53(9), 1337-1361.

Susanto, P. C. (2022). Employee engagement strategy: analysis of organizational commitment,
compensation, career development. International Conference of Humanities and Social
Science (ICHSS), 96-103.

Susanto, P. C., Agusinta, L., Setyawati, A., & Panjaitan, A. R. P. (2023). Determinant
Organization Commitment and Development Organization: Analysis Servant
Leadership, Transformational Leadership, Transactional Leadership. Formosa Journal
of Multidisciplinary Research, 2(3), 541-558. https://doi.org/10.55927/fjmr.v2i3.3356

Susanto, P. C., Arini, D. U., Yuntina, L., & Panatap, J. (2024). Konsep Penelitian Kuantitatif':
Populasi , Sampel , dan Analisis Data ( Sebuah Tinjauan Pustaka ). Jurnal llmu
Manajemen, 3(1), 1-12. https://doi.org/https://doi.org/10.38035/jim.v3il

Susanto, P. C., Murdiono, J., & Susita, D. (2025). Analysis of Training, Self-Efficacy, and
Discipline on Employee Performance Mediated by Employee Engagement: A Study in
Freight Forwarding. Bulletin of Counseling and Psychotherapy, 7(1).

Susanto, P. C., Sawitri, N. N., Ali, H., & Rony, Z. T. (2024). Determinations of Employee
Engagement: Servant Leadership, Training, Self-Efficacy Effects on Employee
Performance. Bulletin of Counseling and Psychotherapy, 6(3).

Susanto, P. C., Sawitri, N. N., & Susita, D. (2023). Job Satisfaction and Employee Turnover:
Analysis Recruitment, Career Development, Organizational Culture. Dinasti
International Journal of Digital Business Management, 4(3), 619-629.

Susanto, P. C., Simarmata, J., Febrian, W. D., Wahdiniawati, S. A., & Suryawan, R. F. (2024).
Analysis of Coaching, Organizational Culture, and Performance Appraisal of
Employee Productivity in High School: Literature Review. Dinasti International
Journal of Education Management and Social Science, 5(2), 83-91.

Tripathi, A. (2024). Organizational Learning Culture and Firm Performance: The Mediating
Role of Learning Agility. Vikalpa, 49(2), 129-142.

Tripathi, A., & Dhir, S. (2023). HRD interventions, learning agility and organizational
innovation: a PLS-SEM modelling approach. International Journal of Organizational
Analysis, 31(6), 2322—-2336.

Tripathi, A., Srivastava, R., & Sankaran, R. (2020). Role of learning agility and learning culture
on turnover intention: an empirical study. Industrial and Commercial Training, 52(2),

318 | Page


https://greenpub.org/IJAM

https://greenpub.org/IJAM, Vol. 4, No. 2, July - September 2025

105-120.

Triswanto, H., & Yunita, L. (2022). The Influence of intrinsic motivation and extrinsic
motivation on employee performance productivity of PT. Weigh Deli Indonesia.
Journal of Economics and Business (JECOMBI), 2(2), 155-161.

Wan, X., He, R., Zhang, G., & Zhou, J. (2022). Employee engagement and open service
innovation: The roles of creative self-efficacy and employee innovative behaviour.
Frontiers in Psychology, 13(September), 1-13.
https://doi.org/10.3389/fpsyg.2022.921687

Wang, M., Asian, S., Wood, L. C., & Wang, B. (2020). Logistics innovation capability and its
impacts on the supply chain risks in the Industry 4.0 era. Modern Supply Chain
Research and Applications, 2(2), 83-98.

Widjanarko, W., Hadita, H., Saputra, F., & Cahyanto, Y. A. D. (2023). Determinasi
Kemudahan Akses Informasi Bagi Keputusan Investasi Gen Z. Digital Bisnis: Jurnal
Publikasi Ilmu Manajemen Dan E-Commerce, 2(4), 248-264.

Widodo, D. S. (2021). Determination of Employee Resign Decision: Corporate Culture and
Career Development. Journal of Accounting and Finance Management, 2(5), 242—248.
https://doi.org/10.38035/jafm.v2i5.162

319 | Page


https://greenpub.org/IJAM

