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Abstract

Human resource (HR) development is a strategic factor in improving individual and organizational performance . This study
aims to analyze the role of teamwork, cross-functional collaboration, and professional networks in designing and implementing
effective HR development programs. Using a descriptive qualitative approach with case studies in several organizations, this
research highlights the importance of interdepartmental synergy and open communication in creating an adaptive and
innovative work environment. The results indicate that strong teamwork and cross-functional collaboration contribute
significantly to improving employee competency, work motivation, and organizational effectiveness. Furthermore, professional
networks serve as a platform for exchanging knowledge and best practices, strengthening the continuous learning process
within organizations. Therefore, developing HR programs oriented toward collaboration and professional networks can be a

key strategy in achieving superior performance and sustainable organizational competitiveness .
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1. Introduction

In an era of increasingly complex global competition,
organizational success is determined not only by
technological superiority or financial resources but also
by the ability of human resources (HR) to work together
and collaborate effectively [1]. Modern HR
management demands a strategic and integrative
approach, where teamwork,cross-functional
collaboration, and professional networking are essential
foundations for achieving optimal performance at both
the individual and organizational levels [2].

Teamwork enables organizational members to
complement each other's competencies, strengthen
communication, and build a shared commitment to
organizational goals [1]. Cross-functional collaboration
plays a crucial role in breaking down structural barriers
between departments, fostering synergy of ideas, and
accelerating the innovation process [2]. In the context of
developing a human resource management (HRM)
program, this type of collaboration enriches
perspectives in decision-making and strengthens the
organization's adaptability to changes in the external
environment [3].

In addition to internal collaboration, professional
networks are also a key factor in developing HR
competencies [1]. Through these networks, individuals
can share experiences, broaden their horizons, and
access continuous learning opportunities [1]. The
integration of teamwork, cross-functional collaboration,
and professional networks provides a strategic
foundation for organizations in building a dynamic
learning culture and improving individual and overall
organizational performance [2].

Furthermore, Edmondson emphasized the importance
of creating a psychologically safe work environment so
that collaboration and communication can run
effectively without fear or excessive pressure [1]. In this
context, the role of leaders in building a collaborative
culture is crucial to the successful implementation of
performance-oriented HR programs [2]. Therefore, the
synergy  between  teamwork,  cross-functional
collaboration, and professional networks is essential in
creating a resilient, adaptive, and highly competitive
organization in the future.

In the context of rapid globalization and digital
transformation, organizations are increasingly required
to enhance their adaptability and competitiveness
through effective human resource management (HRM).
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Organizational success is no longer determined solely
by technological advancement or financial capital, but
largely by the capability of human resources to
collaborate, share knowledge, and work synergistically
across functional boundaries [1]. Consequently, modern
HRM has shifted toward a strategic and integrative
approach that emphasizes teamwork, cross-functional
collaboration, and professional networking as core
drivers of sustainable performance improvement.

One of the key elements in strengthening HR
effectiveness is teamwork. Teamwork allows
individuals to integrate diverse skills, knowledge, and
experiences to achieve shared organizational goals more
efficiently [2]. Effective teamwork enhances
communication quality, increases  employee
engagement, and supports organizational learning,
which ultimately contributes to improved individual and
organizational performance [3]. From an HRM
perspective, teamwork-oriented practices are essential
in building a productive and inclusive work
environment.

In addition to teamwork, cross-functional collaboration
plays a vital role in addressing complex organizational
challenges. Collaboration across departments reduces
organizational silos, facilitates knowledge sharing, and
accelerates innovation processes [4]. HRM programs
that encourage cross-functional collaboration enable
organizations to respond more adaptively to
environmental changes and market dynamics [5].
Therefore, HR functions must act as facilitators that
design policies and systems promoting
interdepartmental coordination and collective problem-
solving.

2. METHOD

The method used in this research is a Systematic
Literature Review (SLR) to identify, evaluate, and
interpret research findings relevant to a specific research
question, topic area, or phenomenon of interest [1].

The approach used in this systematic review is
qualitative, summarizing descriptive qualitative
research findings. The SLR stages in this research refer
to the steps outlined by Francis and Baldesari [1],
namely:

1. Formulating the research question.

2. Conducting a systematic literature search.

3. Screening and selecting appropriate research
articles.

4. Analyzing and synthesizing qualitative
findings from selected articles.

5. Implementing quality control to ensure the
quality of the process and results.

6. Compiling a final report in the form of a
research narrative (presenting findings).

2.1 Problem Identification and Keyword Discovery

This study aims to examine the effectiveness of human
resource management (HRM) policies and strategies in
modern organizations [1]. Therefore, the researcher
established several requirements before conducting the
literature search, namely:

Requirement 1 — The literature must address concepts
related to the research title, namely strengthening
teamwork,  cross-functional  collaboration, and
professional networks in the context of developing
Human Resource Management (HRM) programs [1].
Literature meeting this criterion includes theoretical and
empirical ~ studies on  teamwork  dynamics,
interdepartmental or cross-functional synergy, and
building professional networks as part of an HR
development strategy [2].

Requirement 2 — The literature should contain research
findings that focus not only on the internal aspects of
teamwork but also on its impact on overall
organizational performance [1]. The literature should
illustrate how cross-functional collaboration, effective
teamwork, and professional networking can enhance an
organization’s  productivity,  innovation, and
competitive advantage [2]. Based on these
requirements, the researcher then determined the main
keywords for the literature search.

Requirement 3 (Indonesian) — The literature must
discuss topics related to Building Teamwork, Cross-
Functional Collaboration, and Professional Networks
in Developing HRM Programs to Improve Individual
and Organizational Performance [1]. Literature
meeting this criterion includes theoretical and empirical
studies on teamwork dynamics, inter-departmental or
cross-functional synergy, and building professional
networks as part of an HR development strategy [2].

Requirement 4 (English) — The literature must address
Building Teamwork, Cross-Functional Collaboration,
and Professional Networking in the Development of
Human Resource Management Programs to Enhance
Individual and Organizational Performance [1]. The
literature should describe how cross-functional
collaboration, effective teamwork, and professional
networking can enhance organizational productivity,
innovation, and competitive advantage [2].

2.2 Literature Search

A literature search was conducted using Publish or
Perish software in Scopus and Google Scholar
databases, employing the keywords Human Resource
Management (HRM), HR policies, HR strategies, and
policy effectiveness [1]. The identification phase yielded
206 initial records (205 from the database and 1 from
another source). After deduplication and initial
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automated screening based on inclusion criteria (year
range 2015-2025 and journal tiers Q1-Q4), 18 records
were eliminated (duplicate = 1; not meeting year = 5;
not meeting tier = 10), leaving 13 records for title and
abstract screening [2].

During the screening phase, 13 records were eliminated
for irrelevance, as they did not address HR policies,
strategies, or assess their effectiveness [1]. This left 33
reports for full-text review. Of these, 20 were
inaccessible due to restricted access, paywalls, or
unavailability, resulting in 13 full-text articles being
assessed for eligibility [2]. One article was excluded for
methodological reasons, as it did not meet the study
criteria, leaving 13 articles from the primary database as
eligible. In parallel, 2 additional articles from other
sources also passed the eligibility assessment. Thus, a
total of 13 studies were included in the review [3].
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Figure 1.PRISMA Flow Diagram

Co-occurrence results using VOSviewer show a strong
correlation between HR policies and strategies,
organizational effectiveness, employee engagement,
HR analytics, and evidence-based HR [1]. These
findings indicate that the effectiveness of HR policies in
modern organizations is significantly influenced by the
use of technology and data in employee management
[3]. There is also a strong correlation between the
themes of Building Teamwork, Cross-Functional
Collaboration, and Professional Networks in
Developing HRM Programs to Improve Individual and
Organizational Performance [2].

The analysis highlights the themes of Teamwork, Cross-
Functional Collaboration, and Professional Networks
in Developing HR Programs to Improve Individual and
Organizational Performance [1]. These findings
indicate that the effectiveness of human resource
development in modern organizations relies heavily on
synergy between individuals and departments, the
support of professional networks, and the
implementation of integrated collaborative strategies to
improve performance at both the individual and
organizational levels [2].

Table 1. Inclusion and Exclusion Criteria

(Vancouver Style)

Criteria Inclusion Exclusion
Type of Scientific journal Non-scholarly
Literature  articles (e.g., sources such as

Dynamic popular articles,
Relationships opinion pieces,
Management blogs, or mass
Journal). media.

Indexing Not listed in Non-academic
Scopus/Web  of or  unverified
Science but sources.
published in
reputable, peer-
reviewed
academic
journals.

Language  Written in Languages other
English. than English or

Indonesian.

Topic Discusses HRM  Does not
policies and address HR-
strategies, policy related or HRM
effectiveness, and topics.
the role of HRM
in promoting
innovation  and
organizational
performance.

Context Focuses on Traditional or
modern non-modern
organizations organizations.
(e.g., a Dutch
technology
company that is
part of a German
multinational
corporation).

Year of Published in 2018 Published

Publication (within the range before 2015.
of 2015-2025).

Type of Empirical Editorials or

Study qualitative study papers lacking
based on a case clear research
study using the methodology.
AMO model
(Ability—

Motivation—
Opportunity).
2.3 Screening and Criteria Determination

The next step was for the author to screen and determine

criteria using the Mendeley and Scopus applications to
review the abstracts of the obtained literature [1]. The
keyword data were then entered into VOSviewer to map
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the relationships between key concepts [2]. The analysis
identified a main cluste—Human Resources,
Teamwork, Collaboration, Professional Networking,
and Performance—which highlights the importance of
teamwork,  cross-functional  collaboration,  and
professional networking as the foundation for
developing a Human Resource Management (HRM)
program oriented toward improving individual and
organizational performance [3].

2.3 Keyword Cluster — Effect — Research Results
(Vancouver Style)

This cluster illustrates how synergy between individuals
and work units within an organization contributes to
increasing the effectiveness of Human Resource
Management (HRM) programs [1].

3. Connecting nodes "and" and “namely”

Although they appear as functional words, these two
nodes—“and” and ‘“namely”—are central to the
network because they are frequently used in metadata or
article abstracts [1]. Their presence indicates the
intensity of the relationships between the key concepts
identified, emphasizing the interconnectedness of
themes within Human Resource Management (HRM)
research [2].

This connectivity map demonstrates that research on
Human Resource Management (HRM) development is
increasingly oriented toward a collaborative and
integrated approach [6]. Three key findings can be
drawn from the mapping results [2].

e
.....

2.4 Analysis and Synthesis Process

Literature that met the inclusion criteria was then
systematically analyzed following the principles of
qualitative synthesis [1]. Each article was reviewed in
its entirety to extract core information, including:

1.Research identity (author, and

organizational context) [2].

year, journal,

2.Research design or method used (quantitative,
qualitative, or literature review) [3].

3.The primary focus of this research was to identify and
analyze the role of teamwork, cross-functional
collaboration, and professional networks in the
development of Human Resource Management (HRM)
programs oriented toward improving individual and
organizational performance [4].

4.0utput indicators included increased productivity,
competence, and work motivation; improved work
efficiency; achievement of strategic targets; enhanced
cross-functional communication and team synergy; and
the emergence of creative ideas and a sustainable
knowledge-sharing system [5].

To synthesize the findings from the 13 selected articles,
the authors conducted a thematic synthesis following
established qualitative research procedures [1]. The
process consisted of three main steps [2].

1.Thematic categorization based on the primary
dimension—Teamwork [3].

2.Cross-comparison  between articles to identify
similarities, differences, and patterns of relationships

[4].

3.Narrative integration of previous research findings
into a conceptual framework explaining how HR
policies and strategies contribute to the effectiveness of
modern organizations [5].

4.Consequently, the synthesis results provde a
comprehensive overview of trends, contributions, ad
research gaps related to the effectiveness of HR
management policies and strategies in the era of digital
transformation [7].

5. Comprehensive Data Familiarization selected articles
were read repeatedly to gain an in-depth understanding
of research contexts, objectives, and key findings
related to teamwork, cross-functional collaboration, and

professional networks within  Human Resource
Management (HRM) [8].
6.Extraction of Core Concepts and Variables

Key concepts and variables relevant to HRM
effectiveness—such as teamwork dynamics, boundary-
spanning collaboration, psychological safety, and social
capital—were systematically extracted from each study

[a].
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7. Classification Based on Theoretical Foundations
The extracted concepts were classified according to
dominant theoretical perspectives, including strategic
HRM, team effectiveness theory, and the knowledge-
based view of the firm, to ensure theoretical consistency
across studies [10].

8.Thematic Coding and Categorization
Using a thematic synthesis approach, findings were
coded into major themes—teamwork, cross-functional
collaboration, and professional networking—along with
supporting sub-themes such as leadership, HR
competencies, and organizational learning culture [11].

9.Cross-Study Comparison and Pattern Identification
A cross-comparison of studies was conducted to
identify similarities, differences, and recurring patterns,
particularly in how collaborative HR practices influence
individual and organizational performance outcomes

[12].

10.Integration into an HRM Conceptual Framework
The synthesized themes were integrated into a
conceptual framework illustrating the interrelationships
between teamwork, cross-functional collaboration,
professional networks, and HRM outcomes such as
performance improvement, innovation, and sustainable
competitiveness [13].
11.Interpretation in the Context of
Transformation

The findings were interpreted within the context of
digital transformation, emphasizing the role of HR
analytics, virtual collaboration, and evidence-based HR
practices in strengthening collaborative HRM systems

[14].

Digital

12.1dentification of Practical Implications and Research
Gaps

Finally, the synthesis process identified practical
implications for HR policies and strategies, as well as
research gaps related to the long-term integration of
collaborative practices and professional networks in
modern HRM [15].

2.5 Quality Control

All literature reviewed in this Systematic Literature
Review (SLR) was obtained from reputable
international journals indexed in Scopus [1]. The quality
selection process was carried out by considering journal
quartiles (Q1-Q4) according to each journal’s field of

study [2].

The distribution of the literature shows that the majority
of articles (10 out of 12, or approximately 83%) were
published in Q1 and Q2 journals [1]. These high-quality

journals include Human Resource Management, The
International  Journal of Human  Resource
Management, Sustainability, and the International
Journal of Environmental Research and Public Health
(1JERPH) [2]. This indicates that the reviewed studies
are derived from reputable sources, ensuring strong
methodological and theoretical rigor [3].

10

8 3.Result
and

Q1 Q2 Q3 Q4

Discussions

1. Results of Systematic Literature Review (SLR)
Analysis

Based on the results of systematic searches and analysis
of 15 selected scientific articles published between 2015
and 2025, three main findings were obtained showing a
close relationship between teamwork, cross-functional
collaboration, and professional networks in supporting
the effectiveness of Human Resource Management
(HRM) programs [1]. Mapping using VOSviewer
reveals a strong relationship between the themes of
HRM,  teamwork, collaboration,  professional
networking, and performance [2]. This
interconnectedness indicates that modern organizations
place synergy between functions and individuals as the
strategic foundation of HR development [3].
Furthermore, employee engagement, HR analytics, and
evidence-based HR also emerge as reinforcing
elements, emphasizing that effective HRM policies
must be data-driven and collaborative across
departments [4].

2. Teamwork as the Foundation of HR Effectiveness

The majority of the literature emphasizes that teamwork
is a key element in improving individual and
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organizational performance [1]. A strong team enables
knowledge sharing, efficient coordination, and
increased commitment to shared goals [2]. In the
context of Human Resource Management (HRM),
teamwork accelerates organizational learning and
fosters an inclusive work culture [3]. A study published
in the Dynamic Relationships Management Journal
demonstrates that implementing the AMO (Ability—
Motivation—Opportunity) model can strengthen the
relationship between HRM and innovation [4]. This
indicates that HRM practices emphasizing the
development of employee skills, motivation, and
opportunities can foster productive and innovative team
synergy [5].
3. Cross-Functional Collaboration as a Driver of
Innovation and Organizational Synergy
The second finding suggests that cross-functional
collaboration is a crucial element in designing adaptive
and responsive Human Resource (HR) development
programs that can address changes in the business
environment [1]. Studies by Mai, Chen, and Tsou [2]
and Aoki and Nitta [3] emphasize that collaboration
between organizational units promotes knowledge
integration and accelerates innovation processes.
A cross-functional  approach  enables  diverse
perspectives, expertise, and experiences to come
together to solve strategic organizational problems [1].
Therefore, Human Resource Management (HRM)
needs to act as a facilitator by fostering communication
between departments, reducing organizational silos, and
strengthening horizontal collaboration [2]. Research
also shows that cross-functional collaboration
significantly  improves market and financial
performance, particularly in dynamic service and
manufacturing industries [3].
4. Professional Networking as a Media for
Strengthening Competence
The third finding underscores the significant role that
professional networks play in expanding access to
knowledge, innovation, and best practices in Human
Resource Management (HRM) [1]. According to
Shahin, Chong, and Ojo [2], knowledge-based HRM
fosters the exchange of ideas and open innovation
through  cross-organizational relationships.  This
demonstrates that professional networks are not only
important for individuals but also serve as a strategic
asset for organizations in facing technological
disruption and global change [3].
Effective professional networks create a learning
ecosystem that supports continuous learning,
adaptability, and employee creativity [4]. Active
involvement in external networks enables HR
professionals to gain new insights to improve internal
HR development policies and strategies [5].
5. Three-Dimensional Integration: Synergy for
Superior Organizational Performance

A thematic analysis of 15 journals shows that the
effectiveness of Human Resource (HR) programs aimed
at improving individual and organizational performance
cannot be achieved through a single dimension [1]. It
requires the simultaneous integration of teamwork,
cross-functional  collaboration, and professional
networking to create a comprehensive and sustainable
HR development framework [2].

a) These three factors play a complementary role in
enhancing organizational effectiveness [1]:
Teamwork builds the foundation for internal
communication and coordination [2].

b) Cross-functional collaboration creates synergy
between units and accelerates innovation [3].

c) Professional networks connect the organization
with the external ecosystem to strengthen global
competitiveness[4]. Furthermore, the results of this
Systematic Literature Review (SLR) show that the
effectiveness of modern HR management is
increasingly determined by the use of digital
technology and HR analytics [5]. Data-driven HR
enables objective decision-making, strengthens
cross-functional  virtual  collaboration, and
optimizes performance-based learning [6].

6. Implications for HR Policies and Strategies

The results of this study provide several practical

implications for Human Resource Management (HRM)

practices [1]:

1.HR, as a strategic business partner, must design

policies that encourage cross-departmental teamwork

[2].

2.HR training and development programs should be

structured based on cross-functional needs rather than

limited departmental requirements [3].

3.Internal and external professional networking should

be facilitated through learning communities, mentoring

programs, and academic collaborations [4].

4.HR analytics and evidence-based HR are essential

tools for measuring the effectiveness of cross-functional

collaboration and performance [5].

5.Transformational leadership and a collaborative

culture are key factors in maintaining sustainable

innovation and employee motivation [6].

7. Final Synthesis

From the overall literature analyzed, it can be concluded

that modern organizations integrating teamwork, cross-

functional collaboration, and professional networks into
their Human Resource (HR) development strategies
achieve higher performance, faster innovation, and
sustained competitiveness [1]. The synergy of these
three factors forms a collaborative HR ecosystem that
serves as the foundation for becoming a learning
organization in the digital age [2].
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