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ABSTRACT

This research aimed to study the effects of organizational culture and teamwork on project
performance in the context of Beijing Shien Automated Equipment Co., Ltd., using a
quantitative research method through a questionnaire survey of 180 employees. The results
showed that personal data, such as gender, age, education, income, and work experience, did
not significantly influence project performance. However, organizational culture, especially
employee participation, human resource management, and organizational values, had a
significant impact on project performance, with a predictive power of 53.2% (Adjusted R* =
0.532). In addition, teamwork, including communication, cooperation, unity, and technical
skills, also had a significant impact on project performance, with a predictive power of 47.7%
(Adjusted R? = 0.477). The results indicated the importance of promoting employee
participation, effective human resource management, and developing a capable and cohesive
team to improve project performance. The recommendations for organizations include
fostering an organizational culture conducive to cooperation, developing human resource
management strategies, and supporting teamwork to enhance project capabilities in the
industry.
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INTRODUCTION

Organizational culture and teamwork are important elements that significantly affect project
performance in various industries (Cui, 2023). Especially in projects involving automation
equipment, which require advanced technologies and high technical complexity, organizations
with a strong and flexible culture, consisting of shared values, beliefs, and practices, can foster
an atmosphere conducive to effective cooperation, creativity, and problem solving (Chien,
2016). In the context of automation equipment projects, teamwork is an important factor that
facilitates clear communication, mutual trust, and a shared understanding of project goals,
which are essential for managing the complexity of automation technologies (Yoo, 2020).
When employees can work well together in an organizational culture that promotes
collaboration, it will improve the overall project performance through sharing knowledge,
skills, and experiences (Abbas et al., 2022). In addition, the automation equipment industry is
highly competitive and requires fast and precise operations. Therefore, understanding the
factors that affect project performance in the context of organizational culture and teamwork
is important to improve organizational practices to achieve the best results (Badi, 2024).
Previous research has consistently highlighted the role of organizational culture and teamwork
in driving successful project outcomes, particularly in traditional sectors such as construction,
healthcare, and education. However, in the automation industry—where technical systems and
rapid change are dominant—there remains a lack of evidence regarding how these human-
centered factors function. Automation projects, unlike labor-intensive ones, require not just
technical excellence but also strong collaboration and cultural alignment. Therefore, it is
critical to examine these elements in automation settings to understand their true impact and
develop context-specific strategies for performance enhancement. Although there are many
studies on the influence of organizational culture and teamwork on project success in other
industries, there is a lack of research that specifically examines the role of these factors in
automation-related projects (Dong, 2021). The rapid development of automation technologies
has brought new challenges to projects in this industry, which is different from traditional
projects that rely primarily on human labor. Automation projects rely heavily on technology
and machinery, raising questions about how organizational culture and teamwork can adapt
and evolve to suit this rapidly changing environment (Colombo & Beuren, 2023). In addition,
the nature of automation projects that require complex technical requirements and tight
deadlines makes team management a key factor affecting project success (Besteiro, de Souza
Pinto, & Novaski, 2015). However, there is limited research that examines the relationship
between organizational culture, teamwork, and project success in the context of the automation
industry (Badi, 2024). Therefore, this research aims to fill this gap by providing useful insights
for project managers, team leaders, and stakeholders in the automation industry to help develop
appropriate strategies and practices (Abbas et al., 2022).

Based on this significance, the researcher aimed to study the effects of organizational culture
and teamwork on project outcomes in the context of Beijing Shien Automated Equipment Co.,
Ltd. This study focuses on analyzing the components of organizational culture and teamwork-
related factors that affect project performance, with the aim of identifying factors that can
enhance project management efficiency and improve teamwork processes in the automation
equipment industry (Dong, 2021). The study is grounded in relevant theoretical frameworks
such as Social Capital Theory, which emphasizes trust and information sharing within teams,
and Organizational Learning Theory, which highlights continuous improvement through
collective learning. The results of the research will help organizations develop policies and
strategies to foster an organizational culture that is conducive to collaboration and innovation,
as well as develop effective teamwork mechanisms to better achieve project goals (Cui, 2023).
In addition, the results of the research can be used as a guideline for designing future
automation-related projects, so that they are in line with technological advancements and can
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effectively cope with the complexity of automation systems (Colombo & Beuren, 2023).
Finally, this research will contribute to expanding the scope of knowledge in project
management, especially in the context of the automation equipment industry, which is still an
area with limited research at present (Besteiro, de Souza Pinto, & Novaski, 2015).

Objectives

1) To study project performance categorized by personal information.

2) To investigate the effect of organizational culture on project performance.

3) To investigate the effect of teamwork on project performance.

Conceptual Framework and Hypotheses

General information
- Gender
-Age
- Education
- Monthly income
- Work experience

Organizational Culture

- Participation Project Performance
- Completion performance

- Innovation performance

- Operational performance

- Human Resource Management
- Leadership >
- Organizational Values
- Trust Building

Teamwork
- Communication
- Collaboration

- Cohesiveness
- Technical Skall

Hypothesis

Hypothesis 1: Employees with different personal information has project performance.
Hypothesis 2: Organizational culture has an effect on project performance.

Hypothesis 3: Teamwork has an effect on project performance.

LITERATURE REVIEWS

Organizational Culture

Organizational culture refers to the shared values, beliefs and practices that define the internal
environment of an organization and influence employee behavior, leadership, human resource
management (HRM), trust building and employee engagement (Fernandes, Pereira, &
Wiedenhoft, 2023). Organizational culture plays a key role in promoting employee
engagement, organizational performance and long-term sustainability (Pathiranage, 2019).
One of the key dimensions of organizational culture is employee participation, which increases
identification with the organization and cooperation through participatory mechanisms such as
quality circles and joint advisory boards (Kpakol, Obiora, & Jaja, 2016). However, assessment
of organizational culture is often biased, and a mixed approach is needed, such as traditional
surveys combined with in-depth understanding through employee engagement (Booth &
Ivolga, 2019; Lunn, 2017). In the context of HRM, organizational culture affects recruitment,
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performance management and employee engagement, with studies showing that only 40% of
Czech organizations value organizational culture. Despite their important role in times of crisis
(Urbancova & Vrabcova, 2022), the relationship between organizational culture and leadership
has been extensively studied. Transformational leadership has been found to promote a culture
of innovation and trust (Widowati, Ismail, & Hermawan, 2023), while transactional leadership
is more common in small organizations with kinship cultures (Cantermi & Lizote, 2022).
Organizational values, a fundamental component of organizational culture, can be measured
using the Competing Values Framework (CVF), which helps identify cultural characteristics
to shape organizational strategy (Calciolari & Prenestini, 2022), while trust-building, another
important dimension of organizational culture, can be assessed using tools such as the Omnibus
Trust-Scale, which measures the level of trust in coworkers and management. This results in
increased engagement and improved organizational performance (Pandian et al., 2023;
Kolmykova & Korneeva, 2021). While organizational culture surveys remain the primary
measurement tool, new approaches such as the use of anonymous digital indicators
(OBTRUSIVE Indicators) are gaining popularity to reduce bias and accurately capture
organizational culture (Reader & Gillespie, 2023). Research on organizational culture in
sectors such as healthcare, education, and business confirm the importance of organizational
culture to institutional success (Sari & Huzaifah, 2023; Molo & Molo, 2022; Galang, 2023).
Finally, a strong organizational culture supported by visionary leadership, effective HRM
practices, employee engagement, clear organizational values, and internal trust will help
organizations adapt and perform well in the long run (Nguyen & Watanabe, 2017; Garengo &
Betto, 2024). In this study, organizational culture is analyzed through the lens of Resource
Dependence Theory, which suggests that organizations must effectively manage internal and
external dependencies. For automation projects, this means ensuring that HR systems,
communication channels, and decision-making structures are aligned to reduce uncertainty and
enhance efficiency. When culture supports participatory mechanisms and fair HR practices,
teams are more likely to function autonomously and adapt to external challenges. This
theoretical foundation helps explain how organizational mechanisms influence performance
beyond technical capacity alone.

Teamwork

Teamwork is a fundamental factor in organizational success, fostering efficiency, innovation,
and problem-solving in a variety of industries, including business, healthcare, education, and
technology (Omar & Plumb, 2023). Teamwork is defined as the process of individuals working
together to achieve a set goal, and it involves key components such as communication,
collaboration, cohesiveness, and technical skills (Crawford & McEwan, 2022). According to
social capital theory, effective teamwork relies on strong interpersonal connections, shared
norms, and trust. These relational assets enable the free flow of knowledge and enhance
cooperation under pressure. In high-technology environments, where coordination and
innovation are critical, social capital within teams can compensate for gaps in technical
infrastructure or formal control. Effective teamwork can increase team performance, increase
productivity, and promote team member satisfaction (Driskell, Salas, & Driskell, 2018). While
communication is an important component of teamwork, it helps to clarify tasks, reduce
misunderstandings, and promote knowledge sharing among team members. (Hartner-
Tiefenthaler & Loerinc, 2022). In agile environments, structured communication models can
help teams coordinate and support each other more effectively (Malone et al., 2023).
Collaboration, defined as working together to solve problems, share resources, and make
decisions, is a factor that contributes to team unity and goal achievement (Noél et al., 2022;
Farshad & Fortin, 2023). This is especially true in digital and virtual teams that face challenges
in coordinating and managing shared tasks (Sten et al., 2021). In addition, team cohesion
(Cohesiveness) directly affects the stability and performance of a team (Grossman et al., 2015;
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Salas et al., 2015). Research suggests that teams high in cohesiveness tend to be better at
problem solving and adapting to high-risk situations, such as in the healthcare and aviation
sectors (Mediani & Kurniawan, 2018; Bonny, 2023). In addition, training that focuses on
developing teamwork skills, such as building trust and managing conflict, has been found to
improve cohesion and collaborative outcomes in teams (Etherington et al., 2021). Finally,
technical skills, such as task expertise and practical abilities, are important factors in teamwork,
particularly in STEM (science, technology, engineering, and mathematics) and software
development (Shofiyah et al., 2022; Juneja, 2020). In project-based learning environments and
engineering education, teamwork skills can be assessed using self-assessments, peer-reviewed
assessments, and teacher assessment is a proven effective approach (Varela & Mead, 2018).
Despite advances in the study of teamwork, challenges remain, particularly in standardizing
assessment tools and addressing bias in self-evaluations of team performance (Langford & Jain,
2023). However, integrating factors such as communication, collaboration, cohesion, and
technical skills can help organizations build high-performing teams and lead to organizational
success and innovation (Choi & Miller, 2023). Thus, building social capital through
communication training, trust-building activities, and shared goal-setting becomes essential to
ensure that teams can perform at a high level even in unpredictable or rapidly changing
conditions.

Project performance

Project performance is a key factor in determining project success in a variety of industries,
including construction, IT, healthcare, and business management. It refers to the effectiveness
of a project in achieving its objectives in terms of scope, duration, budget, and quality, as well
as creating long-term value (Prasetya & Soehari, 2020; Naguib et al., 2020). Effective project
performance management increases an organization’s competitiveness and enables the project
to support its strategic goals (Shelley, 2023). One important dimension of project performance
is completion performance, which measures a project’s ability to deliver on time, budget, and
quality standards (Virine & Trumper, 2017). Advanced tools such as earned value management
(EVM) and artificial neural networks (AI) can increase the accuracy of project success
predictions (Iranmanesh & Hojati, 2015). In addition, innovation performance is an important
dimension, focusing on a project’s ability to develop new methods, improve work processes,
and create intellectual property. (Boileau-Falardeau et al., 2021; Ponta, Puliga, & Manzini,
2021). Innovation performance can be measured by the efficiency, timing, variety, and quality
of the results (Matveeva, Chigwanda, & Matveeva, 2022). Operational Performance considers
the efficiency of project implementation in terms of resource allocation, scheduling, and
coordination (Kim et al.,, 2015). Sociotechnical Analysis, such as work behavior and
knowledge exchange, is an important factor that helps make project implementation more
efficient (Sawaia, 2022; Daniel, 2023). In addition, Value Creation Performance measures the
long-term value that the project creates, such as economic returns, environmental impacts, and
stakeholder satisfaction (Maylor et al., 2017). Finally, Employee Performance determines
whether project personnel can contribute to the success of the project through their skills,
collaboration, and and how well individual performance is being measured (Ingle, Gangadhar,
& Deepak, 2024). However, despite progress in project measurement, challenges remain, such
as inadequate focus on project investment, lack of standardized measurement frameworks, and
behaviors that undermine performance, such as duplication of work and excessive time-taking
(Dima et al., 2023; Koroglu & Yildirim, 2023). Addressing these issues requires an integrated
approach that combines strategic planning, talent management, and the use of real-time
tracking systems (Ahmed, 2023; Ingle, Mahesh, & MD, 2021).
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RESEARCH METHODOLOGY

This study focuses on the employees of Beijing Shien Automated Equipment Co., Ltd. located
in Beijing. The population used in the research is all 226 employees of the company. In order
to determine the appropriate and statistically significant sample size, the researcher applied the
criteria of Weiers (2005), which recommends that a population of 226 people should use
approximately 180 samples. The sampling method used in this research is Stratified Random
Sampling, which takes into account the proportion of males and females within the
organization to achieve balance and appropriate representation of the population. From a total
of 226 employees, the researcher determined the sample to consist of 90 males and 90 females.
This stratified sampling process ensures that both genders are equally represented in the
sample, which accurately reflects the population structure of the organization. While stratified
sampling based on gender improves representativeness, it may overlook other demographic or
departmental characteristics that influence project involvement. This can limit the
generalizability of the findings to broader organizational contexts. Additionally, the cross-
sectional nature of the data constrains the ability to examine changes in perceptions or
performance over time. These methodological choices, although justified by feasibility, should
be acknowledged as limitations when interpreting the findings and drawing conclusions about
cause-and-effect relationships between variables.

The data collection in this research used primary data, which was collected through a
systematically designed questionnaire covering the main issues of the study, namely
organizational culture. (Organizational Culture), Teamwork and Project Performance). The
questionnaire was developed with reference to related literature to ensure that the instruments
used can measure the variables accurately and reliably. Before being used for actual data
collection, the questionnaire was checked for content validity by three experts using the Index
of Item Objective Congruence (IOC), which must be greater than 0.50 to be considered
acceptable (Jusoh, Zubairi, & Badrasawi, 2018). In addition, the reliability of the research
instrument was tested using Cronbach's Alpha coefficient, which must be greater than 0.70 to
ensure internal consistency of the questionnaire (Amirrudin, Nasution, & Supahar, 2021). Field
data collection was conducted at Beijing Shien Automated Equipment Co., Ltd., which was the
study area. The questionnaires were distributed to a random sample of 180 employees,
consisting of 90 male and 90 female employees. To reduce bias in data collection, the
researchers used both in-person and electronic distribution methods, which increased the
response rate and reduced errors from respondent mis-data entry.

In this study, both descriptive statistics and inferential statistics were used to analyze the
collected data comprehensively and accurately. For descriptive statistics, frequency,
percentage, mean, and standard deviation were used to summarize and show the general
characteristics of the sample group, such as gender, age, education, income, and work
experience, as well as the distribution of employees' opinions on organizational culture,
teamwork, and project performance. In addition, inferential statistics were used to test the
research hypotheses, using t-test to compare the means between two sample groups, such as
comparing the level of perception of organizational culture of male and female employees.
One-way ANOVA was used to compare the means between three or more groups, such as
comparing the project performance of employees with different ages. Finally, multiple
regression analysis was used to analyze the influence of organizational culture and teamwork
on project performance. By examining the relationship between the independent and dependent
variables, in addition, the Multicollinearity test using Variance Inflation Factor (VIF) and
Tolerance values were used to prevent the problem of high correlation between the independent
variables, which increased the reliability of the statistical model.
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RESULTS OF THE STUDY

General Information of Respondents

From the study, it was found that the majority of respondents were male, 90 people (50.00%).
Most were aged between 20 and 30 years, 80 people (44.44%). The majority had a bachelor's
degree, 171 people (95.00%). Most had an average monthly income between 3,001 and 4,000
CNY, 99 people (55.00%). Additionally, 72 people (40.00%) had more than 10 years of work
experience.

Opinion level on Artificial Intelligence Adoption, Innovative Behavior, and Employee
Performance

Table 1 Opinion level on Organizational Culture, Teamwork, and Project Performance

Variables Mean S.D.  Opinion Level
Organizational Culture

- Participation 2.30 0.58 Low
- Human Resource Management 2.24 0.63 Low
- Leadership 2.25 0.58 Low
- Organizational Values 2.15 0.66 Low
- Trust Building 2.29 0.61 Low
Overall of Organizational Culture 2.25 042 Low
Teamwork

- Communication 2.23 0.61 Low
- Collaboration 2.25 0.63 Low
- Cohesiveness 2.24 0.64 Low
- Technical Skill 2.25 0.62 Low
Overall of Teamwork 2.24 045 Low
Project Performance

- Completion Performance 2.25 0.66 Low
- Innovation Performance 2.17 0.64 Low
- Operational Performance 2.24 0.67 Low
Overall of Project Performance 2.22 0.47 Low

From Table 1, the results of the study on the level of opinions on organizational culture,
teamwork, and project performance found that all variables had low levels of opinions.
Organizational culture had a mean of 2.25 (S.D. = 0.42), especially in the aspect of
organizational values (Mean=2.15, S.D. = 0.66), which was the lowest. Teamwork had a mean
of 2.24 (S.D. = 0.45), with all components, such as communication and cooperation, also being
at low levels. In addition, the project performance had a mean of 2.22 (S.D. = 0.47), especially
in the aspect of innovation (Mean = 2.17, S.D. = 0.64), which was the lowest.
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Hypothesis Testing
Hypothesis 1: Employees with different personal information have project performance
differently.

Table 2 Hypothesis Result of Influence of employee’s general information on project
performance

General Information Statistics and p-value Results

- Gender t-value =-0.705, Sig. = .482 Rejected
- Age f-value = 0.525, Sig. = .665 Rejected
- Education f-value = -0.780, Sig. = .437 Rejected
- Monthly income f-value = 2.388, Sig. =.070 Rejected
- Work experience f-value = 0.573, Sig. = .633 Rejected

From Table 2, the hypothesis testing results show that general employee data, including gender
(t-value = -0.705, Sig. = .482), age (f-value = 0.525, Sig. = .665), education level (f-value = -
0.780, Sig. = .437), monthly income (f-value = 2.388, Sig. = .070) and work experience
(f-value = 0.573, Sig. = .633), do not have a statistically significant influence on project
performance (Sig. >.05), resulting in the rejection of all hypotheses, indicating that employees’
personal factors do not directly affect project performance.

Hypothesis 2: Organizational culture has an effect on project performance.

Table 3 Hypothesis testing results of organizational culture on overall project performance.

Organizational Culture b Std. Error B t Sig. Tolerance VIF
Constant 780 130 5979 .000*

- Participation 539 .062 673 8.737 .000* 0.421 2.373
- Human Resource 108 .042 144 2.540 .012* 0.774 1.293
Management

- Leadership 048  .047 059 1.013 312  0.730 1.370
- Organizational Values -.103  .042 -.147 -2.456 .015* 0.702 1.424
- Trust Building 033 .043 043 0.763 .446  0.780 1.282

R =.738, R*=.544, Adjusted R* = .532, SEest = .319, F = 43.504, Sig. = .000*
*#* Statistically significant at the .001 level.

** Statistically significant at the .01 level.

* Statistically significant at the .05 level.

From Table 3, it was found that Organizational Culture, specifically Participation, Human
Resource Management, and Organizational Values, had a statistically significant influence on
the overall project performance of Beijing Shien Automated Equipment Co., Ltd. at the .05
level, with a predictive power of 53.2% (Adjusted R? = 0.532) and a Standard Error of 0.319
(SEEST = 0.319). Additionally, the results of the multicollinearity test showed that the
Tolerance value ranged between 0.421 and 0.780, which is greater than 0.100, and the VIF
value ranged between 1.282 and 2.373, which is less than 10.000, indicating that the
independent variables did not have a multicollinearity problem. The aspect of Organizational
Culture that has the most influence on the overall project performance of Beijing Shien
Automated Equipment Co., Ltd. is Participation ( = .673), while Organizational Values has a
negative effect (B = -.147), and Human Resource Management has the least influence (p =
.144). This relationship can be expressed in unstandardized forms:

§’ =.780 + -539Participation +. 108Human Resource Management + -048Leadership -.103 Organizational Values +
.03 3Trust Building
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Hypothesis 3: Teamwork has an effect on project performance.

Table 4: Hypothesis testing results of teamwork on overall project performance

Teamwork b Std. Error B t Sig. Tolerance VIF
Constant 613 125 4.881 .000*

- Communication .169 .045 222 3.804 .000* 0.822 1.217
- Collaboration 227 .045 309  5.024  .000* 0.740 1.351
- Cohesiveness 138 .043 JA89 3173 .002*  0.791 1.264
- Technical Skill 182 .048 240 3.806 .000* 0.701 1.426

R =.699, R*= 488, Adjusted R* = 477, SEgst = .337, F = 43.623, Sig. =.000*
**% Statistically significant at the .001 level.

** Statistically significant at the .01 level.

* Statistically significant at the .05 level.

From Table 4, it was found that Teamwork, including Communication, Collaboration,
Cohesiveness, and Technical Skill, had a statistically significant influence on the overall
project performance of Beijing Shien Automated Equipment Co., Ltd. at the .05 level, with a
predictive power of 47.7% (Adjusted R?> = 0.477) and a Standard Error of 0.337 (SEEST =
0.337). Additionally, the results of the multicollinearity test showed that the Tolerance value
ranged between 0.701 and 0.822, which is greater than 0.100, and the VIF value ranged
between 1.217 and 1.426, which is less than 10.000, indicating that the independent variables
did not have a multicollinearity problem. Teamwork that had the most influence on the overall
project performance of Beijing Shien Automated Equipment Co., Ltd. was Collaboration ( =
.309), followed by Technical Skill (B = .240), Communication ( = .222), and, least of all,
Cohesiveness (B = .189). This relationship can be expressed unstandardized forms:

S\’ =.613+.1 69C0mmunication + -227C011ab0rati0n +.1 38C0hesiveness +.1 82Technical Skill

DISCUSSION OF RESULTS

According to the study conducted at Beijing Shien Automated Equipment Co., Ltd., it was
found that personal factors such as employees' age, experience, and education level did not
have a significant impact on the overall performance of the project, because the project
implementation relies more on technical factors and standardized work processes than on
differences in personal characteristics. However, when considering specific dimensions, it was
found that the gender of employees had a significant impact on performance at a level of 0.05,
which was in line with the hypothesis of the study. Gender may influence the way the project
works and manages technical or administrative problems. It was found that men and women
have different decision-making and communication approaches, which affects the performance
of the project. The results of this study are consistent with the research of Ojiako et al. (2014)
who found that gender did not significantly affect decision-making in the project, while Joshi
et al. (2014) found that gender affected evaluation and rewards depending on the occupation,
industry, and employment level. In addition, Park (2020) also found that the presence of female
leaders and gender representation in public organizations had a positive impact on
performance.

Organizational culture, such as participation, human resource management, and organizational
values, have a significant impact on overall project performance at a significance level of 0.05,
with a predictive power of 53.2%. Employee participation in the decision-making process is
the factor with the highest positive influence on project performance, as it promotes employee
commitment and responsibility (Kpakol, Obiora, & Jaja, 2016). Participation also promotes
knowledge sharing and innovation that can be used to improve work processes (Ponta, Puliga,
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& Manzini, 2021). In addition, effective human resource management is an important factor
that increases employee satisfaction and motivation, leading to project success (Ghattas,
Bassioni, & Gaid, 2022). However, organizational values have a negative impact on project
performance, as sometimes organizational values may not be consistent with project
implementation, resulting in internal conflicts and ineffective decision-making (Beaver, Baker,
& Binder, 2020). This research is consistent with the idea of Gigliotti, Paro, & Gerolamo (2020)
who stated that conflicts of organizational values can lead to decision-making problems and
project delays. It is important to note that this study is correlational in design, meaning it
identifies relationships but cannot definitively establish causation. Factors such as leadership
style, organizational structure, or psychological safety might mediate or moderate the observed
effects. These unmeasured variables could partially explain the variance in project performance
and should be explored in future studies. Moreover, the reliance on self-report data may
introduce subjectivity, highlighting the need for multi-method approaches in future research,
such as observations or interviews, to validate these findings.

Teamwork, which includes communication, cooperation, unity, and technical skills, has a
significant impact on overall project performance at a significance level of 0.05, with a
predictive power of 47.7%. Team cooperation is the factor that has the highest positive
influence on project performance, as it allows for quick and efficient problem solving (Tigges
et al., 2019). Knowledge sharing within the team also reduces work errors (Noél et al., 2022).
In addition, technical skills of team members are an important factor in reducing errors and
increasing the quality of work (Shofiyah et al., 2022). However, trust among team members
was the factor with the lowest mean score, which may be due to differences in working methods
and experiences (Ellis et al., 2022). This study's results are consistent with research by
Grossman et al. (2015) and Salas et al. (2015) that emphasize the importance of team unity, as
well as Mediani and Kurniawan (2018) who found that developing unity through training can
improve work performance.

Recommendations from the study

1) Policy and Practical Recommendations

From the results of this study, organizations should focus on developing and supporting the
performance of employees regardless of personal factors such as gender, age or experience
through equal training and development. Flexible policies such as teleworking and appropriate
time management should be implemented to accommodate the diversity of employees and help
improve work efficiency. In addition, creating an organizational culture that allows employees
at all levels to participate in decision-making is essential because it helps to build a sense of
ownership and responsibility for the project. Human resource management should focus on
fairness, transparency and sustainability, such as recruitment systems, appropriate
compensation and providing constructive feedback. The organization's values should be
adjusted to align with the actual work process and the needs of the employees. In addition,
teamwork should be promoted by organizing activities that encourage cooperation and
continuously develop the technical and communication skills of employees. Building a
cohesive team through organizing relationship-building activities will increase job satisfaction
and lead to more successful project outcomes.

2) Academic Recommendations

The results of this study indicate that personal factors, organizational culture, and teamwork
influence project performance. Therefore, academics should further study the concepts of
organizational behavior and work psychology related to employee satisfaction and engagement
to better understand the factors affecting motivation and work performance. In addition, human
resource management concepts related to flexible policies and diversity management should
be used as a framework for studies to develop more effective models. Furthermore, studying
the relationship between organizational structure and organizational culture will help scholars
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develop strategies that enable employees to adapt and participate fully. Studying how these
factors affect the problem-solving and innovation capabilities of teams will help organizations
apply them to different work contexts. Cross-cultural studies of the effects of these factors may
provide deeper understanding and provide universally applicable approaches.

3) Suggestions for future research

Further studies should focus on exploring the impact of individual factors, such as age,
experience, and education level, across different industries or regions to understand which
management policies and approaches are most appropriate in different contexts. In addition,
the role of organizational culture in specific situations, such as during organizational change or
crisis, should be investigated to identify how organizational culture can help or hinder project
management. Another area that should be further investigated is the in-depth relationship
between teamwork and project outcomes, particularly in the areas of innovation and complex
problem solving, to understand which strategies enhance team performance. In addition, the
long-term impact of employee skills development and training on project outcomes should be
investigated to understand the effectiveness of human resource investments and to develop
more appropriate and effective training models. Future research should take into account
contextual factors, such as organizational culture, industry type, and rapidly changing
technologies, to design strategies that are more appropriate for future organizational needs.
Moreover, as this study is based on a correlational design, it cannot establish causal
relationships. Future research should consider adopting longitudinal or experimental methods
to examine how organizational culture and teamwork evolve and influence project outcomes
over time. Additionally, scholars are encouraged to explore potential mediating and moderating
variables such as leadership style, innovation climate, or psychological safety to better
understand the mechanisms behind these relationships. Using mixed methods approaches,
including interviews or case studies, may also provide richer insights and strengthen the
validity of future findings.
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