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Abstract: The purpose of this paper is to provide a comprehensive and detailed insight into 

the role of competence, motivation, and technology in determining employee productivity, as 

well as how organizations can effectively manage these three factors to achieve greater 

success and competitiveness. The research method used in this scientific article is a structured 

literature review. Relevant scientific articles are selected, identified, and evaluated during the 

literature review process. The determination of the study scope was carried out using the 

PICO framework (population, problem, intervention, comparison), which provides a score to 

establish the study limitations. A collection of relevant scientific articles is selected, 

excavated, and reviewed during a literature review. Using the PICO framework 

(population/problem, intervention, comparison), the scope of the study is determined by the 

score. The results of the paper provide valuable insights for human resource management 

practitioners and other stakeholders in managing and improving employee productivity in 

various types of organizations. Recommendations for practitioners include developing 

strategies to increase employee engagement, encouraging more flexible work practices such 

as teleworking, as well as strengthening motivational practices such as training and 

development, performance-based rewards, and knowledge sharing. 
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INTRODUCTION 

In an era of globalization and digitalization that continues to evolve, organizations 

around the world are facing increasing pressure to increase the productivity of their 

employees. Employee productivity is one of the key factors that determine the success and 

competitiveness of an organization. Along with the rapid development of technology, 

organizations must adapt to changes in the dynamic business environment (Kumar & Mittal, 

2024). Technology has become an integral part of almost all aspects of a company's 

operations, from communication, data management, to production processes. The effective 

use of technology can speed up work processes, reduce errors, and increase efficiency (Al-ali 

et al., 2024). However, the adoption of technology also requires employees who have 
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adequate competencies to operate and utilize the technology (Mandala et al., 2024). 

Employee competencies, which include knowledge, skills, and abilities, are crucial factors in 

determining how effectively technology can be implemented in the work environment. 

 In addition to competence, employee motivation also plays an important role in 

determining productivity. Motivation can come from a variety of sources, both intrinsic and 

extrinsic. Motivated employees tend to be more passionate, proactive, and committed to their 

tasks. They are more likely to reach or even exceed the productivity targets that have been set 

(Alanizan, 2023). Organizations need to create a supportive work environment, offer 

adequate incentives, and provide career development opportunities to maintain a high level of 

motivation among employees. Many organizations have difficulty in ensuring that their 

employees have the competencies needed to take advantage of new technologies. Employee 

training and development are often inadequate or not aligned with evolving technology needs 

(Maity, 2019). This competency gap can hinder productivity and reduce the effectiveness of 

technology implementation (Popang & Hendarman, 2024). 

 Employee motivation can be influenced by a variety of factors such as job 

satisfaction, compensation, recognition, and opportunities for growth. When employees feel 

undervalued or don't have the opportunity to grow, their motivation tends to decline. This can 

have a negative impact on productivity and quality of work (Uka & Prendi, 2021). While 

technology has great potential to increase productivity, many organizations experience failure 

to adopt new technologies effectively. This could be due to resistance to change, lack of 

training, or inadequate infrastructure. Failure to integrate technology can result in waste of 

resources and reduce productivity (Kahfi, 2022). Often, organizations see competence, 

motivation, and technology as separate elements without realizing the interconnectedness 

between them. The lack of a holistic approach to managing these three factors can hinder 

efforts to improve productivity across the board (Mao et al., 2020).  

 Employee competencies, which include knowledge, skills, and abilities, are an 

important foundation in improving productivity. High competence allows employees to 

complete tasks more effectively and efficiently (Shet et al., 2019). Competent employees can 

better overcome job challenges, innovate, and contribute more to the achievement of 

organizational goals. Competencies also help employees to more easily adapt to changes and 

new demands in a dynamic work environment. Employee motivation is an internal and 

external impulse that affects the passion and desire to work. High motivation encourages 

employees to work with passion, enthusiasm, and dedication (Jungert, 2016). Intrinsic 

motivation, such as job satisfaction and a sense of personal accomplishment, and extrinsic 

motivation, such as financial incentives and recognition, both play an important role in 

increasing productivity. Motivated employees tend to be more proactive, creative, and 

committed to meeting or even exceeding predetermined productivity targets (Bakker et al., 

2020). 

 Technology is a very important tool in increasing employee productivity. The use of 

the right technology can speed up work processes, reduce errors, and increase efficiency. 

Technology allows for the automation of routine tasks, so employees can focus on more 

strategic and value-added tasks (Haleem et al., 2021). Additionally, technology also provides 

access to a wider range of information and resources, allows for better collaboration, and 

improves employees' ability to work from anywhere. However, in order for technology to be 

able to Optimally utilized, employees must have adequate competence to operate and utilize 

it (Blanka et al., 2022).  These three variables are interrelated and influence each other in 

determining employee productivity. High competence allows employees to use technology 

more effectively, while advanced technology can improve employees' ability to work more 

efficiently. On the other hand, high motivation encourages employees to continue to improve 

their competencies and make optimal use of technology. When employees feel competent and 

motivated, they are more likely to accept and adapt to new technologies, so their productivity 
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increases. The purpose of this paper is to provide a comprehensive and detailed insight into 

the role of competence, motivation, and technology in determining employee productivity, as 

well as how organizations can effectively manage these three factors to achieve greater 

success and competitiveness. 

 

METHOD 

Before discussing the results and discussion, it is better to provide a summary of the 

variables in this article as follows: Competencies, Motivation, Technology, and Employee 

Productivity. Employee productivity is the output obtained from employees in an 

organization. Human Resource Competency refers to the combination of knowledge, skills, 

attitudes, and behaviors possessed by an individual or group in the context of a particular job 

or organization. These competencies include the ability to complete assigned tasks effectively 

and efficiently, as well as the ability to adapt to change, collaborate with teams, and take 

initiative (Armstrong and Taylor, 2020). 

 The research method used in this scientific article is a structured literature review. 

Relevant scientific articles are selected, identified, and evaluated during the literature review 

process. The determination of the study scope was carried out using the PICO framework 

(population/problem, intervention, comparison), which provides a score to establish the study 

limitations. A collection of relevant scientific articles is selected, excavated, and reviewed 

during a literature review. Using the PICO framework (population/problem, intervention, 

comparison), the scope of the study is determined by the score. Table 1 lists the limitations of 

the scope of the study, with a literature review from several existing journals. Table 2, which 

will be described and presented in this scientific article, uses metrics from the scientific 

article to present relevant findings. 
 

Table.1. Summary of PICO 

Component Information 

Population/problem Employee/Organization 

Intervetion Comparison n.a 

Output/Output Reinforcement comes from 

literature which is the result of 

research from other researchers 

 

 The research stages include making research questions, searching the literature, 

selecting studies, extracting data, assessing eligibility requirements, and evaluating quality. In 

this research paper, research questions are asked, including a literature search using databases 

from all available international journals. The importance of Competence, Motivation, 

Technology, and Work Productivity in the context of the organization is emphasized, with a 

search period from June to July 2024. PRISMA (Preferred Reporting Items for Systematic 

Reviews and Meta-Analyses) is used to select sources of literature and meta-analysis. Based 

on eligibility criteria, articles are selected in accordance with inclusion and exclusion 

standards: 1) Scientific articles written in Indonesian are a condition for participation, 2) 

Literature includes published scientific articles in journals in English or Indonesian. Research 

articles are excluded, and there is no limit to the year of publication sought. 

 Development involves discussing research articles about the importance of 

competence, motivation, technology, and work productivity. This article is compiled as a 

literature review; The availability of the full text is not explained, and this article is simple in 

scientific investigation. In this investigation, no criteria were applied to complete the resource 

selection procedure. Figure 1 shows the body of literature by comparing the assessment of 

supporting literature; The process involves the synthesis of matter. The last step is data, i.e. 

the quality of the synthesized data refers to the research findings, data mining in a fabrication 

matrix table represents the results of data extraction. 
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Figure.1 Scientific Article Selection Process 

 

Table.2 Distribution of Journals , Publishers , and Findings 

Number Article Name Authors Journal Publisher Findings 

1 The Effect of 

Work Discipline 

and Work 

Motivation on 

Employee 

Productivity with 

Competence as 

Interviening 

Variables 

(Gómez 

Barroso & 

Valcarcel 

Martínez, 

2019; 

Marlapa & 

Mulyana, 

2020) 

International 

Review of 

Management 

and Marketing, 

2020, 10(3), 

54-63 

Econ 

Journals 

Work discipline is an 

important factor in 

improving employee 

performance. With good 

work discipline from 

employees, such as coming 

on time, carrying out work 

in accordance with what has 

been set by the company, 

and complying with 

company regulations, it can 

improve employee 

performance so that the 

company's targets can be 

achieved. 

2 EXPLORING 

THE IMPACT OF 

COMPETENCE, 

EDUCATION, 

AND WORK 

DISCIPLINE ON 

EMPLOYEE 

PRODUCTIVITY 

IN FINANCIAL 

INSTITUTIONS 

AND ASSET 

MANAGEMENT: 

A 

QUANTITATIVE 

ANALYSIS 

(Armawan 

& Herlina, 

2023) 

Journal Of 

Resource 

Management, 

Economics 

And Business 

(REMIC) | 

2023 

IJREMB There is a partial influence 

of education on employee 

productivity at the Cirebon 

Regency Finance and Assets 

Agency. There is a partial 

influence of work discipline 

on employee productivity at 

the Cirebon Regency 

Finance and Assets Agency. 

There is a simultaneous 

influence of competence, 

education, and work 

discipline on employee 

productivity at the Cirebon 

Regency Finance and Assets 

Agency. 

3 The impact of new 

production 

technology on 

employee 

productivity in the 

South African 

workplace 

(Van Zyl, 

2015) 

Journal of 

Economic and 

Financial 

Sciences 

ISSN: (Online) 

2312-2803, 

(Print) 1995-

jefjournal.

org.za 

Positive effect on employee 

productivity, with higher 

productivity increases 

occurring in the 35 to 55 

year old employee age 

group and an increase in 

More Productivity big 
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7076 occurs in the segment of 

employees with lower skills. 

4 Employer 

Responses to 

Poaching on 

Employee 

Productivity: The 

Mediating Role of 

Organizational 

Agility in 

Technology 

Companies 

(Li et al., 

2023) 

Sustainability 

2023, 15, 

5369. 

https://doi.org/

10.3390/su150

65369 

MDPI Valuable insights into the 

impact of an organization's 

response to talent hunt on 

employee productivity while 

considering the mediating 

role of organizational 

resilience. It contributes to 

the sustainability literature 

5 Enhancing 

Employee 

Productivity 

Through 

Technology 

System AI-Based 

Approaches 

(Fitri et al., 

2023) 

The 6th 

International 

Seminar on 

Business, 

Economics, 

Social Science, 

and 

Technology 

(ISBEST) 

2023 e-ISSN 

2987-0461 Vol 

3 (2023) 

 Contribute to understanding 

how AI Technology 

Systems improve employee 

productivity and provide 

recommendations to expand 

the use of AI in employee 

engagement practices. 

6 BALANCING 

PRODUCTIVITY 

WITH THE 

MORALE OF 

THE VIRTUAL 

EMPLOYEE: A 

CASE STUDY 

FOR 

OPTIMIZING AN 

INTEGRATED 

TECHNOLOGY 

PLAN 

(Manko, 

2020) 

European 

Journal of 

Human 

Resource 

Management 

Studies 

ISSN: 2601 - 

1972 ISSN-L: 

2601 - 1972 

www.oap

ub.org/soc 

The relationship between 

employees and technology 

can be ascertained, by 

making the necessary 

changes, all based on the 

results of surveys and 

interviews conducted by 

objective external sources. 

A careful strategy to 

develop a systematic plan 

aimed at improving the 

balance between human 

satisfaction and 

technological functioning is 

the main goal 

7. Finding the 

Optimal Mix 

between Telework 

and Office Hours 

to Enhance 

Employee 

Productivity: A 

Study into the 

Relationship 

between Telework 

Intensity and 

Individual 

Productivity, with 

Mediation of 

Intrinsic 

Motivation and 

Moderation of 

Office Hours 

(Hoornweg 

et al., 2016) 

In New ways 

of working 

practices (Vol. 

16, pp. 1-28) 

Emerald 

Group 

Publishing 

Finding the optimal 

combination between 

telework and office hours to 

increase employee 

productivity: A study on the 

relationship between 

telework intensity and 

individual productivity, 

taking into account the role 

of intrinsic motivation 

mediation and moderation 

of office hours. 

8 Role of Different 

Employee 

Motivation 

Practices on 

(Alketbi et 

al., 2023) 

International 

Journal of 

Innovative 

Science and 

IJRST Key motivational practices 

to improve employee 

performance and 

productivity include work 

http://www.oapub.org/soc
http://www.oapub.org/soc
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Employee 

Performance and 

Productivity 

Research 

Technology 

Volume 8, 

Issue 5, May 

2023 

from home (WFH), training 

and development (T&D), 

performance-based rewards, 

and knowledge sharing. In 

addition, to benefit from 

WFH, it is important for 

companies to provide 

appropriate support to 

employees 

9 The Effects of 

Wages and 

Welfare Facilities 

on Employee 

Productivity: 

MediatingRole of 

Employee Work 

Motivation 

(Alam et al., 

2020) 

AABFJ 

Volume 14, 

No.4, 2020 

ABFI Indicates that all seven 

hypotheses are supported. 

Practical implications - 

These findings will assist 

policymakers, the 

Bangladesh government, 

factory owners, managers, 

and other stakeholders in 

formulating new policies 

and practices. 

10 JOB 

SATISFACTION 

AND EMPLOYEE 

MOTIVATION 

MEDIATES THE 

PRODUCTIVITY 

OF COVID-19 

INDUCTED 

WORK FROM 

HOME 

(Tardie & 

Umar, 2022) 

JournalNX- A 

Multidisciplina

ry Peer 

Reviewed 

Journal ISSN 

No: 2581 - 

4230 

VOLUME 8, 

ISSUE 4, Apr. 

-2022 

NOVATE

UR 

PUBLICA

TIONS 

Job satisfaction and 

motivation mediate the 

relationship between 

organizational factors, 

employee engagement, and 

technical support on the one 

hand, and productivity on 

the other. To achieve higher 

levels of performance, this 

study recommends that 

practitioners develop 

techniques to cultivate a 

good work attitude and 

improve the perceived 

organizational support. 

  

RESULTS AND DISCUSSION 

Results 

Competence on Employee Productivity 

 According to (Dutta et al., 2022) Competence is a combination of knowledge, skills, 

and attitudes that a person possesses, which allows them to perform certain tasks or jobs 

effectively and efficiently. Competencies include the ability to apply knowledge and skills in 

a specific work context, as well as demonstrate appropriate behaviors and attitudes in 

carrying out those tasks. Competencies can be developed through education, training, and 

work experience. Another meaning states Competence can also be defined as a combination 

of personal characteristics that include knowledge, skills, attitudes, and values that enable a 

person to succeed in a certain role or job. This includes the ability to think critically, adapt to 

change, work collaboratively, and take initiatives to achieve organizational goals (Persaud, 

2021). 

 The results of the research that underlie the variables in this paper with the results that 

state that Competence plays an important role in increasing employee productivity. Research 

studies have consistently shown that employee competencies have a positive influence on 

productivity, often combined with other factors such as organizational climate, compensation, 

and work discipline (Erfan et al., 2020; Putri et al., 2023). Other research also states that the 

selected HR intervention is influential in building employee competence, which in turn plays 

an important role in improving organizational effectiveness (Potnuru & Sahoo, 2016). 

Organizations must prioritize and invest in employee training and development programs, 
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building a creative, collaborative, and market-oriented company culture supported by 

transformational leaders, work-life balance, technological advancements, strategic employee 

engagement, as well as corporate strategies to achieve high employee productivity (Peer et 

al., 2024). 

 

Motivation on Employee Productivity 

 Motivation is the drive or force that drives an individual to act or do something with 

the aim of achieving a certain satisfaction or achievement. Motivation can come from within 

(intrinsic motivation) such as personal satisfaction or a sense of accomplishment, or from 

outside (extrinsic motivation) such as recognition or financial rewards (Reeve, 2018).  

Motivation can also be understood as a psychological force that drives an individual to 

achieve a specific goal or perform a specific action with a high level of energy, perseverance, 

and focus. It involves complex internal processes that are influenced by a variety of factors, 

such as individual needs, values, expectations, and experiences (Ryan & Deci, 2017).  

 The results of research related to this variable in this paper state that motivation can 

improve or decrease employee performance. If the chosen form of motivation meets the 

needs of the employee, their performance improves. On the other hand, if the form of 

motivation yang dipilih tidak memuaskan kebutuhan karyawan, manfaatnya menurun. Oleh 

therefore, this encourages organizations to understand the motivational needs of each 

employee to improve performance (Naa et al., 2021). The results of other studies also stated 

that work-from-home (WFH) practices, training and development (T&D), performance-based 

rewards, and knowledge sharing are key motivational practices to improve employee 

performance and productivity (Alketbi et al., 2023). 

 

Technology on Employee Productivity 

 Technology in the context of human resources (HR) refers to the use of digital-based 

tools, systems, and applications that support employee management and development in an 

organization. This technology covers a wide range of aspects, from recruitment and selection, 

training and development, performance management, to communication and collaboration 

between employees. HR technology aims to improve operational efficiency, optimize 

employee performance, and facilitate the data-driven decision-making process (Rachmad, 

2021). Meanwhile, another meaning also states that Technology in the context of human 

resources (HR) refers to the use of various digital tools, information systems, and technology 

platforms to manage and optimize HR functions in an organization. This includes the 

utilization of technology for the recruitment process, training and development, performance 

management, internal communication, data analysis, and talent management strategies 

(Lez'Er et al., 2019). 

 The results of the related study stated a statistically significant combined influence of 

all predictor variables (Information technology knowledge; Management support for the use 

of information technology; Frequency of use of information technology; and access to 

information technology to the productivity of commercial bank employees. Based on these 

findings, this study recommends that banks use IT in a way that meets the desired quality of 

flexibility and scalability and provide regular training to employees to keep up with the 

development of information technology innovations (Angioha et al., 2020).  Another result 

states that employees are not very enthusiastic about using employee monitoring technology 

to increase productivity or organizational profits. However, since this technology can reduce 

unnecessary harassment in the workplace, this variable reflects their intention to accept even 

employee monitoring technology if implemented in the workplace (Anjum & Ismail, 2022). 
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Employee Productivity 

 Refers to the level of efficiency and effectiveness in producing the desired results or 

outputs in the context of the work or tasks given to employees. This is often measured by 

comparing the results produced with the resources used, such as time, labor, and cost 

(Moulton, 2018). Meanwhile, another meaning also states that employee productivity can 

also be understood as the ability or level of efficiency of employees in producing the 

expected output or achievement in the context of their work. This includes both the number 

of results produced and the quality of those results, which are often measured against the 

resources used to achieve them (Ma & Ye, 2019). 

The systematic results of the literature above show that the basis of the variables in this 

study is fully supported by dozens of existing articles found from various international 

journal sources, where the competency variable shows significant and positive results on 

employee productivity, where the competency variable is an intervening variable (Gómez 

Barroso & Valcarcel Martínez, 2019; Marlapa & Mulyana, 2020). The simultaneous 

influence of competence, education, and work discipline on employee productivity 

(Armawan & Herlina, 2023).  Significant and positive motivation with employee productivity 

(Tardie & Umar, 2022). 

AI technology improves employee productivity and provides recommendations for 

expanding the use of AI in employee engagement practices (Fitri et al., 2023).  

 

Discussion  

From the findings of the above results, the perspective according to the researcher as a 

discussion will be detailed with the narrative that first, this perspective emphasizes the 

importance of managing work discipline as a strategy to increase the effectiveness and 

efficiency of employees in achieving organizational goals, and then the importance of 

appropriate organizational support in supporting these practices to ensure the success and 

sustainability of improving overall employee productivity. This summary covers the core of 

key findings that can be used as a guide in managing human resources and improving 

organizational performance in a variety of industry and organizational contexts. 

 

CONCLUSION 

Provides valuable insights for human resource management practitioners and other 

stakeholders in managing and improving employee productivity in various types of 

organizations. Recommendations for practitioners include developing strategies to increase 

employee engagement, encouraging more flexible work practices such as teleworking, as 

well as strengthening motivational practices such as training and development, performance-

based rewards, and knowledge sharing. Strong organizational support is also considered 

crucial in supporting the implementation of these practices. 

 

REFERENCE 

Al-ali, M., A.Yassin, A., & AL-Asadi, H. A. A. (2024). Adoption of Bloom Filter and 

Firebase Framework to Enhance Authentication Time for Healthcare Systems Based on 

Blockchain Technology. Basrah Researches Sciences. 

https://api.semanticscholar.org/CorpusID:270871883 

Alam, M. N., Hassan, M. M., Bowyer, D., & Reaz, M. (2020). The effects of wages and 

welfare facilities on employee productivity: Mediating role of employee work 

motivation. Australasian Accounting, Business and Finance Journal, 14(4), 38–60. 

https://doi.org/10.14453/aabfj.v14i4.4 

Alanizan, S. (2023). How Does Employee Satisfaction and Motivation Affect Productivity? 

International Journal of Business and Management. 

https://api.semanticscholar.org/CorpusID:256572307 



https://dinastipub.org/DIJMS,                                            Vol. 5, No. 6, July 2024 

 

1307 | P a g e  

Alketbi, M. B., Dilawer, T., & Karachi, P. (2023). Role of Different Employee Motivation 

Practices on Employee Performance and Productivity. International Journal of 

Innovative Science and Research Technology, 8(5). www.ijisrt.com 

Angioha, P. U., Enukoha, C. U., Agba, R. U., & Ikhizamah, G. U. (2020). Information 

Technology Predictor Variables and Employee Productivity in Commercial Banks. 

JINAV: Journal of Information and Visualization, 1(1), 44–52. 

https://doi.org/10.35877/454ri.jinav178 

Anjum, S., & Ismail, Z. (2022). Employee monitoring, productivity, privacy and harassment: 

Auditing technology training and adoption in public administration. AIP Conference 

Proceedings, 2658(1). 

Armawan, A., & Herlina, E. (2023). EXPLORING THE IMPACT OF COMPETENCE, 

EDUCATION, AND WORK DISCIPLINE ON EMPLOYEE PRODUCTIVITY IN 

FINANCIAL INSTITUTIONS AND ASSET MANAGEMENT: A QUANTITATIVE 

ANALYSIS. Journal Of Resource Management, Economics And Business. 

https://api.semanticscholar.org/CorpusID:260012851 

Bakker, A. B., Petrou, P., Op den Kamp, E. M., & Tims, M. (2020). Proactive vitality 

management, work engagement, and creativity: The role of goal orientation. Applied 

Psychology, 69(2), 351–378. 

Blanka, C., Krumay, B., & Rueckel, D. (2022). The interplay of digital transformation and 

employee competency: A design science approach. Technological Forecasting and 

Social Change, 178, 121575. 

Dutta, D., Mishra, S. K., & Budhwar, P. (2022). Ethics in competency models: A framework 

towards developing ethical behaviour in organisations. IIMB Management Review, 

34(3), 208–227. 

Erfan, M., Muis, M., & sari Dewi, A. R. (2020). The influence application of Information 

Technology and Competence on Employee Productivity through Job Satisfaction in the 

Civil Apparatus at Hasanuddin University. 

https://api.semanticscholar.org/CorpusID:225032439 

Fitri, D., Ratnasari, S. L., Suyanto, & Sultan, Z. (2023). Enhancing Employee Productivity 

Through Technology System AI-Based Approaches. Proceeding of The International 

Seminar on Business, Economics, Social Science and Technology (ISBEST), 3(1), 77–

82. https://doi.org/10.33830/isbest.v3i1.1236 

Gómez Barroso, C., & Valcarcel Martínez, L. (2019). Proceso de gestión de la capacidad y 

disponibilidad para un modelo de desarrollo de sistemas de servicios de tecnología de la 

información. I+D Tecnológico, 15(2), 56–67. https://doi.org/10.33412/idt.v15.2.2234 

Haleem, A., Javaid, M., Singh, R. P., Rab, S., & Suman, R. (2021). Hyperautomation for the 

enhancement of automation in industries. Sensors International, 2, 100124. 

Hoornweg, N., Peters, P., & Van der Heijden, B. (2016). Finding the optimal mix between 

telework and office hours to enhance employee productivity: A study into the 

relationship between telework intensity and individual productivity, with mediation of 

intrinsic motivation and moderation of office hours. In New ways of working practices 

(Vol. 16, pp. 1–28). Emerald Group Publishing Limited. 

Jungert, T. (2016). How Team Member Can Support Each Other’s Needs : An Intervention in 

Real Teams. The Academy of Management, 2016, 387–388. 

https://api.semanticscholar.org/CorpusID:151596689 

Kahfi, F. (2022). Exploring the Impact of Digital Technology on Employee Adaptation and 

Organizational Performance. Journal of Management and Administration Provision. 

https://api.semanticscholar.org/CorpusID:258471594 

Kumar, S., & Mittal, S. (2024). Employee learning and skilling in AI embedded 

organizations – predictors and outcomes. Development and Learning in Organizations: 

An International Journal. https://api.semanticscholar.org/CorpusID:269852958 



https://dinastipub.org/DIJMS,                                            Vol. 5, No. 6, July 2024 

 

1308 | P a g e  

Lez’Er, V., Muratova, I., Grigorev, A., & Kopytova, A. (2019). Efficient technology of 

human resources management in the field of transport. E3S Web of Conferences, 91, 4–

12. https://doi.org/10.1051/e3sconf/20199108068 

Li, M., Malik, M. S., Ijaz, M., & Irfan, M. (2023). Employer Responses to Poaching on 

Employee Productivity: The Mediating Role of Organizational Agility in Technology 

Companies. Sustainability (Switzerland), 15(6). https://doi.org/10.3390/su15065369 

Ma, L., & Ye, R. (2019). Does daily commuting behavior matter to employee productivity? 

Journal of Transport Geography, 76, 130–141. 

Maity, S. (2019). Identifying opportunities for artificial intelligence in the evolution of 

training and development practices. Journal of Management Development. 

https://api.semanticscholar.org/CorpusID:210380753 

Mandala, N. O., Renson, A. I., & Kipketer, T. S. (2024). The Impact of Technology Adoption 

on Efficiency and Transparency in Public Procurement Processes in Kenya. European 

Scientific Journal ESJ. https://api.semanticscholar.org/CorpusID:267451277 

Manko, B. A. (2020). Balancing Productivity With the Morale of the Virtual Employee: a 

Case Study for Optimizing an Integrated Technology Plan. European Journal of Human 

Resource Management Studies, 4(4), 28–42. https://doi.org/10.46827/ejhrms.v4i4.953 

Mao, H., Liu, S., Zhang, J., & Zhang, Y. (2020). Information Technology Competency and 

Organizational Agility: Roles of Absorptive Capacity and Information Intensity. 

European Conference on Information Systems. 

https://api.semanticscholar.org/CorpusID:29000566 

Marlapa, E., & Mulyana, B. (2020). The Effect of Work Discipline and Work Motivation on 

Employee Productivity with Competence as Interviening Variables. International 

Review of Management and Marketing, 10(3), 54–63. 

https://doi.org/10.32479/irmm.9922 

Moulton, B. R. (2018). The measurement of output, prices, and productivity. Report, 

Productivity Measurement Initiative under The Hutchins Center on Fiscal and Monetary 

Policy, Brookings Institution, Washington, DC. 

Naa, G., Okine, B., Yaw, G., Addeh, A., Olusola, B. E., & Asare, I. (2021). Employee 

Motivation and its Effects on Employee Productivity/ Performance. Journal of 

Economics and Sustainable Development, 12(16), 99–108. 

https://doi.org/10.7176/jesd/12-16-11 

Peer, S., Journals, R., & Publishing, B. (2024). Employee Competence, Corporate Culture, 

and Employee Productivity: An Empirical Review. Journal of Human Resource 

&Leadership, 8(1), 46–58. https://doi.org/10.53819/81018102t2306 

Persaud, A. (2021). Key competencies for big data analytics professions: A multimethod 

study. Information Technology & People, 34(1), 178–203. 

Popang, M. R., & Hendarman, A. F. (2024). Training Development to Eliminate Competency 

Gap at Component Rebuild Section (PT LC). International Journal of Current Science 

Research and Review. https://api.semanticscholar.org/CorpusID:270262396 

Potnuru, R. K. G., & Sahoo, C. K. (2016). HRD interventions, employee competencies and 

organizational effectiveness: an empirical study. European Journal of Training and 

Development, 40(5), 345–365. 

Putri, E. J., Faslah, R., & Rachmadania, R. F. (2023). THE INFLUENCE OF 

ORGANIZATIONAL CLIMATE, COMPENSATION AND COMPETENCE ON 

EMPLOYEE PRODUCTIVITY PT. JISS INDONESIA SEJAHTERA JAKARTA 

AREA. CASHFLOW : CURRENT ADVANCED RESEARCH ON SHARIA FINANCE 

AND ECONOMIC WORLDWIDE. https://api.semanticscholar.org/CorpusID:264942802 

Rachmad, Y. E. (2021). The Digital Workforce Frontier: Transforming Human Resource 

Management in the Era of Society 5.0. The Licensing Book Publishing, Professional 

New York Special Issue, 2021. 



https://dinastipub.org/DIJMS,                                            Vol. 5, No. 6, July 2024 

 

1309 | P a g e  

Reeve, J. (2018). Understanding motivation and emotion. John Wiley & Sons. 

Ryan, R. M., & Deci, E. L. (2017). Self-determination theory: Basic psychological needs in 

motivation, development, and wellness. Guilford publications. 

Shet, S. V, Patil, S. V, & Chandawarkar, M. R. (2019). Competency based superior 

performance and organizational effectiveness. International Journal of Productivity and 

Performance Management. https://api.semanticscholar.org/CorpusID:159111692 

Tardie, A., & Umar, L. A. (2022). NOVATEUR PUBLICATIONS JournalNX-A 

Multidisciplinary Peer Reviewed Journal JOB SATISFACTION AND EMPLOYEE 

MOTIVATION MEDIATES THE PRODUCTIVITY OF COVID-19 INDUCTED WORK 

FROM HOME. 8(4). 

Uka, A., & Prendi, A. (2021). Motivation as an indicator of performance and productivity 

from the perspective of employees. Management \& Marketing. Challenges for the 

Knowledge Society, 16, 268–285. https://api.semanticscholar.org/CorpusID:238358626 

Van Zyl, G. (2015). The impact of incentive schemes on employee productivity in the South 

African workplace. Journal of Economic and Financial Sciences, 8(2), 633–647. 

https://doi.org/10.4102/jef.v8i2.113. 

  

 


