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Abstract 

Human capital is widely recognized as a strategic organizational asset; however, existing research often examines 

human resource practices in isolation and rarely integrates human capital planning within a comprehensive 

organizational alignment framework. This conceptual gap limits understanding of how human capital 

systematically translates strategic intent into sustainable performance outcomes. This study develops an integrative 

synthesis that positions human capital planning as a strategic alignment mechanism embedded within the 

McKinsey 7S framework and linked to governance-oriented risk management. Using a qualitative literature review 

approach, the study analyzes recent empirical and conceptual works in strategic human resource management 

across corporate and service-based contexts. The proposed conceptual framework suggests that organizational 

performance is more likely to be sustained when human capital planning is systematically aligned with strategy, 

structure, systems, leadership style, skills, staff composition, and shared values within the McKinsey 7S 

framework. Furthermore, integrating risk governance into human capital planning enhances organizational 

resilience and long-term competitiveness. By reframing human capital planning as a systemic alignment process 

rather than a functional HR activity, this study contributes to strategic management literature and offers practical 

guidance for startup and service-oriented organizations seeking sustainable performance and competitive 

advantage. This study extends prior human capital research by proposing a Systemic Human Capital Alignment 

Model that integrates human capital planning, the McKinsey 7S framework, and governance-oriented risk 

management within a unified conceptual structure. The framework provides a theoretical foundation for 

understanding how workforce alignment contributes to long-term organizational performance and 

competitiveness, particularly in dynamic service-oriented environments. 
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INTRODUCTION 

 

In contemporary knowledge-based and service driven economies, organizational performance is 

increasingly shaped by intangible strategic resources rather than physical or financial capital alone. Among these 

resources, human capital has emerged as a central determinant of productivity, innovation capacity, and long term 

competitiveness. The resource based view (RBV) asserts that sustainable competitive advantage arises from 

resources that are valuable, rare, inimitable, and effectively organized within the firm (Barney, 1991). Human 

capital fulfills these criteria when employee competencies, knowledge, and collective capabilities are strategically 

aligned with organizational objectives. However, recognizing human capital as strategically important does not 

automatically explain how it systematically translates strategic intent into sustainable performance outcomes. 

Despite the extensive literature on human capital and strategic human resource management, much of the 

existing research remains fragmented. Numerous studies focus on isolated human resource practices such as 

recruitment efficiency, training investment, or performance appraisal systems without sufficiently examining how 

these practices operate as an integrated strategic architecture (Wright & McMahan, 2011; Becker & Huselid, 

2006). Empirical meta analyses confirm positive associations between human capital development and 

organizational performance (Crook et al., 2011; Jiang et al., 2012), yet these relationships are often modeled in 

linear cause effect terms. Such approaches risk oversimplifying the complexity of organizational systems and 

overlook the structural and cultural alignment necessary for human capital to function as a sustained competitive 

mechanism. Furthermore, organizational alignment frameworks, such as the McKinsey 7S model, emphasize the 

interdependence of strategy, structure, systems, skills, staff, leadership style, and shared values (Waterman, Peters, 

& Phillips, 1980). While this framework has been widely applied in change management and organizational 
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diagnostics, its integration into strategic human capital planning remains conceptually underdeveloped. Existing 

scholarship rarely positions human capital planning as the central alignment mechanism connecting these seven 

organizational elements to long-term performance sustainability. Consequently, the systemic relationship between 

workforce planning, organizational governance, and strategic coherence remains insufficiently theorized. 

In parallel, contemporary organizations face heightened environmental uncertainty driven by digital 

transformation, technological disruption, and shifting labor market demands (World Economic Forum, 2023). 

These dynamics intensify workforce-related risks, including skill obsolescence, leadership succession gaps, and 

talent turnover. Although governance and risk management frameworks increasingly recognize human capital as 

a strategic risk domain, mainstream human capital literature seldom integrates risk governance perspectives into 

workforce planning models. This separation limits theoretical advancement regarding how human capital 

contributes not only to competitiveness but also to organizational resilience. Another limitation concerns 

contextual scope. A significant portion of empirical research in strategic human capital management is 

concentrated in large corporate or public-sector institutions, whereas startup based and service-oriented 

organizations remain comparatively underexplored. Such organizations rely heavily on agility, innovation, service 

quality, and human interaction, making internal alignment and workforce adaptability critical determinants of 

performance sustainability. The lack of integrative frameworks addressing these contexts further underscores the 

need for conceptual development. 

Based on this critical review, three major research gaps can be identified. First, prior studies predominantly 

examine human capital practices in isolation rather than as components of a systemic organizational alignment 

mechanism. Second, limited theoretical integration exists between human capital planning, organizational 

alignment frameworks, and governance oriented risk management. Third, startup and service driven organizational 

contexts remain insufficiently incorporated into strategic human capital discourse. Addressing these gaps, this 

study advances an integrative conceptual synthesis that positions human capital planning as a systemic strategic 

alignment mechanism embedded within the McKinsey 7S framework and extended through governance and risk 

management perspectives. Rather than treating human capital development as a functional human resource 

activity, this article conceptualizes workforce planning as the mediating architecture that connects organizational 

strategy to sustainable performance and competitiveness. By incorporating risk governance and startup service 

contexts into the analytical model, the study expands the theoretical boundaries of strategic human capital 

management and reframes it within a multidimensional organizational system. Although this study adopts a 

qualitative literature synthesis approach, it advances three conceptual propositions to clarify its theoretical 

direction. First, strategic alignment between human capital planning and organizational elements strategy, 

structure, systems, skills, staff, leadership style, and shared values enhances performance sustainability. Second, 

the integration of governance and risk management mechanisms strengthens the resilience impact of human capital 

planning. Third, the strategic significance of human capital alignment is particularly pronounced in startup and 

service-oriented organizations operating in dynamic environments. These propositions provide a coherent 

theoretical structure that guides the subsequent analysis and discussion, while positioning human capital planning 

as a central mechanism for achieving organizational competitiveness and long-term sustainability. 

This study contributes to the strategic human capital literature in several important ways. First, this research 

extends prior studies on human capital management by repositioning human capital planning as a systemic 

organizational alignment mechanism rather than a functional HR activity. Second, the study develops an 

integrative conceptual framework that combines human capital planning with the McKinsey 7S organizational 

alignment model and governance oriented risk management perspectives. Third, this research introduces the 

concept of Systemic Human Capital Alignment, which explains how workforce planning functions as a mediating 

architecture that connects strategic intent with sustainable organizational performance. Therefore, this study 

develops a conceptual model that broadens previous human capital research by integrating strategic alignment, 

governance, and workforce planning within a unified analytical framework. 

Despite the growing body of research on strategic human resource management, several important gaps 

remain. First, most studies examine human capital practices such as recruitment, training, and performance 

management in isolation rather than as components of an integrated organizational system. Second, limited 

research explicitly links human capital planning with organizational alignment frameworks such as the McKinsey 

7S model. Third, governance and risk management perspectives are rarely incorporated into discussions of human 

capital strategy. These limitations suggest the need for a more integrative conceptual framework that explains how 

human capital planning contributes to sustainable organizational performance through systemic alignment 

mechanisms. This study extends previous research by developing a systemic perspective on human capital 

planning. While earlier studies primarily examine individual HR practices such as recruitment efficiency, training 

investment, or performance management this research conceptualizes human capital planning as an organizational 

alignment infrastructure embedded within the McKinsey 7S framework and supported by governance-oriented 

risk management mechanisms. 

By integrating human capital planning with organizational alignment dimensions strategy, structure, systems, 

skills, staff, leadership style, and shared values this study advances the theoretical understanding of how workforce 
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planning translates strategic intent into sustainable organizational performance. Furthermore, the study expands 

the existing literature by incorporating startup and service driven organizational contexts, which remain 

underrepresented in strategic human capital research. 

 

 

METHOD 

 

Research Design 

This study adopts a Systematic Literature Review (SLR) design guided by the Preferred Reporting Items 

for Systematic Reviews and Meta-Analyses (PRISMA) framework to ensure methodological rigor, transparency, 

and replicability. The SLR approach was selected to provide a structured and reproducible synthesis of empirical 

and conceptual studies concerning strategic human capital planning and its relationship with organizational 

performance and competitiveness. Unlike traditional narrative reviews, this design employs a predefined search 

protocol, explicit eligibility criteria, systematic screening stages, and structured quality appraisal procedures. The 

use of PRISMA enhances internal validity and reduces selection bias by documenting each stage of the review 

process. 

 

Data Sources and Search Strategy 

The data sources for this study consist of peer-reviewed journal articles, conference proceedings, and 

institutional publications that examine human capital and strategic human resource management. The literature 

was obtained from reputable academic databases and journal repositories, encompassing both national and 

international open-access journals. This approach ensures the inclusion of diverse perspectives and empirical 

contexts relevant to the study of human capital as a strategic organizational asset. 

A systematic search strategy was employed using key terms such as human capital, human capital planning, 

organizational competitiveness, human resource planning, and the McKinsey 7S framework. These keywords were 

selected to capture studies addressing conceptual foundations, strategic planning models, and empirical outcomes 

related to human capital development and organizational performance. To strengthen the analytical depth and 

contextual relevance of the review, particular attention was given to publications authored or co-authored by 

Indradewa and Hamdi, whose works provide empirical insights into human capital planning across corporate and 

service-oriented organizations. Their studies offer valuable evidence on the alignment between workforce 

competencies, strategic frameworks, and organizational effectiveness (Bakir et al., 2024; Indradewa et al., 2025). 

The literature search was conducted between January and February 2026 using four major academic databases: 

Scopus, Web of Science, ScienceDirect, and Google Scholar (for supplementary verification of recent open-access 

publications). These databases were selected to ensure broad coverage of strategic management, human resource 

management, and organizational governance scholarship. 

To ensure reproducibility, a standardized Boolean query string was applied consistently across databases: 

("human capital planning" OR "strategic human capital" OR "human resource planning") 

AND ("organizational performance" OR "organizational competitiveness" OR "performance sustainability") 

AND ("McKinsey 7S" OR "organizational alignment" OR "strategic alignment"). 

The search was limited to peer-reviewed journal articles published between 2019 and 2025 and written in 

English. These temporal and language restrictions were applied to ensure contemporary relevance and scholarly 

consistency. The initial search produced 428 records. After removing 96 duplicate entries using Mendeley 

reference management software, 332 unique articles remained for title and abstract screening. 

 

Screening and Selection Process 

The screening process followed PRISMA stages: identification, screening, eligibility, and inclusion. During 

the title and abstract screening phase, 241 articles were excluded due to lack of relevance to strategic human capital 

planning, absence of performance-related outcomes, or focus on non-organizational levels of analysis. This stage 

resulted in 91 articles being retained for full-text eligibility assessment. In the full-text review stage, 54 articles 

were excluded for the following reasons: (1) micro-level psychological focus without strategic implications, (2) 

insufficient methodological transparency, (3) absence of explicit linkage to organizational performance or 

competitiveness, (4) non-peer-reviewed publication status, or (5) incomplete full-text access. After applying all 

criteria, 37 studies met the eligibility requirements and were included in the final qualitative synthesis. 

 

Inclusion and Exclusion Criteria 

To ensure relevance and academic rigor, the literature selection followed specific inclusion and exclusion 

criteria To ensure the relevance and academic rigor of the reviewed literature, this study applied a structured 

selection process based on clearly defined inclusion and exclusion considerations. The reviewed articles were 

limited to publications released between 2019 and 2025 in order to maintain topical relevance and reflect recent 

developments in human capital and strategic human resource management. Only studies that explicitly address 
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human capital, human capital planning, or strategic human resource management within organizational or 

institutional contexts were considered. Furthermore, the selected literature consists of empirical and conceptual 

studies that provide clear methodological explanations, enabling systematic interpretation and synthesis of 

findings. All reviewed sources were drawn from peer-reviewed academic journals to ensure scholarly credibility 

and methodological reliability. At the same time, literature that did not meet academic standards was deliberately 

excluded from the analysis. Non-academic publications lacking explicit research methods, opinion-based articles, 

editorials, and manuscripts that had not undergone a peer-review process were not included. In addition, studies 

that focused on issues unrelated to organizational or institutional settings were excluded to maintain alignment 

with the research objectives. Through this rigorous selection process, the literature reviewed in this study offers 

valid, credible, and analytically relevant insights into human capital strategies and their implications for 

organizational performance and competitiveness. 

 

Data Analysis Technique 

The selected literature was analyzed using thematic analysis, which involves identifying recurring concepts, 

patterns, and relationships across studies. Themes were derived inductively based on the frequency and 

significance of concepts discussed in the literature, such as human capital definition, planning strategies, strategic 

alignment, and organizational performance outcomes. Thematic analysis enabled the classification of findings into 

coherent categories that align with the research objectives. These categories were subsequently organized into 

analytical tables to facilitate comparison and synthesis across studies (Bakir et al., 2024). 

 

Analytical Framework 

To guide the analysis, this study adopts the McKinsey 7S Framework as an analytical lens for examining 

human capital planning. The framework was selected due to its holistic perspective and widespread application in 

strategic management research. Each element of the 7S framework was analyzed in relation to human capital 

practices reported in the reviewed literature. 

 
Table 5. Analytical Framework for Human Capital Review 

 

Analytical Dimension Description 

Strategy Alignment of human capital with organizational goals 

Structure Organizational roles and coordination 

Systems HR processes and information systems 

Skills Workforce competencies 

Staff Workforce composition and quality 

Style Leadership and management approach 

Shared Values Organizational culture 

Source:Data Processed (2025) 
 

Table 5 presents the analytical dimensions employed in this study to examine human capital as a strategic 

organizational asset. These dimensions are derived from the McKinsey 7S framework and provide a 

comprehensive structure for analyzing how human capital is planned, developed, and utilized within organizations. 

The strategy dimension focuses on the alignment between human capital initiatives and organizational objectives, 

emphasizing the role of workforce planning in supporting strategic priorities. The structure dimension examines 

how organizational roles, responsibilities, and coordination mechanisms facilitate or constrain the effective 

deployment of human capital. Systems refer to formal human resource processes and information systems that 

support recruitment, performance evaluation, and capability development. The skills dimension highlights 

workforce competencies and the continuous development of employee capabilities in response to changing 

organizational demands. The staff dimension addresses workforce composition and quality, including 

considerations of talent availability and workforce sustainability. The style dimension captures leadership and 

management approaches that influence employee engagement, motivation, and performance. Finally, shared 

values reflect organizational culture, which shapes collective behavior and reinforces alignment between 

individual actions and organizational goals. Together, these analytical dimensions provide a coherent framework 

for interpreting the findings of this study and linking human capital planning to organizational performance and 

competitiveness. 

 

Validity and Reliability of the Study 

To enhance reproducibility, all references were managed and archived using Mendeley software. Duplicate 

detection, citation tracking, and bibliographic standardization were performed systematically. The explicit 

documentation of database selection, search strings, screening stages, inclusion criteria, and quality appraisal 

procedures enables other researchers to replicate the review process under comparable parameters. By applying a 

PRISMA-based SLR design, structured eligibility criteria, and systematic quality evaluation, this study addresses 



Perspektif: Jurnal Ekonomi & Manajemen, Volume 24 No. 1 Maret 2026 

P-ISSN 1411-8637  E-ISSN 2550-1178 

http://ejournal.bsi.ac.id/ejurnal/index.php/perspektif 41  

concerns related to methodological opacity and limited reproducibility commonly associated with narrative 

literature reviews. 

 

Ethical Considerations 

This study relies exclusively on secondary data obtained from publicly available academic sources, 

including peer-reviewed journal articles and institutional publications. As no primary data were collected and no 

human participants were directly involved in the research process, ethical considerations related to informed 

consent, privacy, and confidentiality are not applicable. The use of secondary data eliminates potential ethical risks 

associated with human subject research. 

Nevertheless, this study adheres to principles of academic integrity and ethical scholarship by ensuring that 

all sources are accurately cited and appropriately acknowledged. Proper citation practices were consistently 

applied to recognize the intellectual contributions of original authors and to prevent plagiarism or other forms of 

academic misconduct. By following these ethical standards, the study maintains transparency, accountability, and 

credibility in its research process and reporting. 

 

Conceptual Hypotheses 

Based on the synthesis of prior literature, this study formulates several conceptual hypotheses to clarify the 

theoretical relationships proposed in the systemic human capital alignment model. 

Hypothesis 1 

H1: Strategic alignment between human capital planning and organizational elements (strategy, structure, systems, 

skills, staff, leadership style, and shared values) positively contributes to organizational performance sustainability. 

Hypothesis 2 

H2: The integration of governance and risk management mechanisms strengthens the effectiveness of human 

capital planning in supporting organizational resilience. 

Hypothesis 3 

H3: The impact of human capital alignment on organizational competitiveness is stronger in dynamic and service-

oriented organizational environments. 
 

 

RESULTS AND DISCUSSION 

 

A critical comparison of prior studies reveals that the relationship between human capital planning and 

organizational performance is not universally linear. While several studies report positive performance outcomes 

resulting from training investment and talent development initiatives, other studies indicate diminishing returns 

when organizational structures remain rigid or when leadership systems fail to support knowledge utilization. 

For instance, empirical research suggests that capability development programs may produce limited 

impact when organizational structures inhibit collaboration or when decision-making authority remains 

centralized. Similarly, highly bureaucratic systems may reduce the agility required to translate employee 

competencies into innovative outputs. These contrasting findings indicate that human capital initiatives alone are 

insufficient to generate sustainable competitive advantage. Instead, performance improvements emerge when 

human capital planning operates within a coherent organizational alignment system that integrates strategy, 

structure, leadership style, and cultural values. 

 

Results of Systematic Synthesis 

The synthesis of 37 selected studies reveals three dominant patterns in contemporary human capital 

scholarship. First, the majority of empirical studies confirm a positive association between strategic human capital 

practices and organizational performance outcomes. However, these studies predominantly adopt linear 

explanatory models that treat human capital variables as independent predictors of performance indicators. Second, 

only a limited subset of research explicitly addresses internal organizational alignment as a mediating mechanism. 

Third, the integration of governance and risk management perspectives into human capital planning remains 

marginal. 

Rather than generating new empirical data, this review produces a conceptual-level synthesis by identifying 

structural patterns, theoretical limitations, and areas of inconsistency within existing research. The findings 

indicate that performance improvement is not driven solely by investment in training, recruitment, or retention 

practices, but by the degree of systemic alignment across organizational elements. To further illustrate the 

distribution of theoretical orientations and analytical focus within the reviewed studies, Table 1 summarizes the 

thematic patterns identified across the selected literature. 
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Table 6. Thematic Distribution and Theoretical Orientation of Selected Studies  

      n = 37 

Thematic Focus 
Number 

of Studies 

Dominant Theoretical 

Lens 
Key Finding Pattern 

Identified 

Limitation 

Strategic HR Practices → 

Performance 
14 

Resource-Based View 

(RBV) 

Positive direct 

relationship 

Linear causality 

assumption 

Human Capital & 

Organizational Alignment 
8 

Strategic Alignment 

Theory 

Alignment mediates 

performance 

Limited governance 

integration 

Leadership & Cultural 

Integration 
6 

Organizational 

Culture Theory 

Cultural coherence 

strengthens HR impact 

Context-specific 

evidence 

Governance & Risk 

Perspective 
5 

Corporate 

Governance Theory 

Risk integration improves 

resilience 

Rarely linked to HR 

planning 

Startup / Agile Context 4 
Dynamic Capability 

Theory 

Agility moderates HR 

effectiveness 

Limited 

generalizability 

Source: Data Processed (2025) 

 

Table 6 demonstrates that the majority of studies (14 out of 37) adopt a Resource-Based View framework 

and emphasize direct performance outcomes. However, only eight studies explicitly discuss systemic alignment 

mechanisms, and merely five incorporate governance dimensions. This imbalance reveals a theoretical 

fragmentation in the literature and supports the need for an integrative alignment-based model. 

 

Critical Comparison with Prior Studies 

While numerous studies report positive correlations between human capital investment and productivity 

(Crook et al., 2011; Jiang et al., 2012), these findings often assume direct causality. In contrast, several governance-

oriented studies suggest that human capital initiatives fail when not embedded within broader structural and 

cultural alignment mechanisms. This divergence reveals a theoretical tension between “practice-based” HRM 

models and “system-based” organizational alignment perspectives. 

Furthermore, some empirical research indicates that excessive investment in training does not necessarily 

translate into improved performance when organizational systems do not support knowledge application. This 

contradicts the implicit assumption in many strategic HRM models that capability enhancement automatically 

leads to competitiveness. The synthesis therefore suggests that human capital effectiveness is contingent upon 

structural coherence, leadership style consistency, and shared value integration. Additionally, studies in volatile or 

startup environments demonstrate that agility and cultural alignment play a stronger mediating role than formal 

HR systems. This finding challenges traditional corporate-centric HRM assumptions that emphasize formalized 

systems as primary drivers of performance. The contrasting findings identified across studies are summarized in 

Table 2 to highlight boundary conditions and inconsistencies within existing human capital research. 
 

Table 7. Comparative Patterns of Supportive and Contradictory Findings 

 

Dimension Supportive Evidence Contradictory Evidence Interpretation 

Training Investment 
Improves productivity 

and competitiveness 

Diminishing returns in rigid 

structures 

Structural flexibility is a 

boundary condition 

Talent Acquisition 
Enhances strategic 

capability 

Misalignment reduces 

strategic impact 

Recruitment must match 

structural design 

Performance 

Management Systems 
Increases accountability 

Bureaucratic overload 

reduces agility 

Balance between control 

and adaptability 

Cultural Alignment 
Strengthens long-term 

sustainability 

Weak impact in highly 

transactional environments 

Context moderates 

cultural influence 

Governance 

Integration 

Enhances organizational 

resilience 

Rarely implemented in 

SMEs/startups 

Governance maturity 

influences effectiveness 

Source: Data Processed (2025) 

 

Table 7 reveals that the relationship between human capital planning and performance is not universally 

linear. The presence of contradictory evidence indicates that contextual and structural moderators significantly 

influence outcomes. These findings reinforce the argument that human capital effectiveness depends on systemic 

coherence rather than isolated HR interventions. 

 

Theoretical Integration and Conceptual Advancement 

Based on the synthesis, this study advances a conceptual reframing of human capital planning. Rather than 

viewing it as a discrete functional domain, human capital planning is positioned as a systemic alignment 

mechanism operating across the seven dimensions of the McKinsey 7S framework. In this configuration, human 

capital planning mediates the translation of strategic intent into operational performance by ensuring coherence 

among strategy, structure, systems, skills, staff, leadership style, and shared values. 
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The integrative model emerging from this review proposes that: Strategic intent alone does not generate 

performance outcomes without workforce capability alignment. Workforce capability does not produce sustainable 

advantage without structural and cultural coherence. Governance and risk integration enhance resilience by 

stabilizing human capital systems under environmental uncertainty. 

This conceptual synthesis extends beyond conventional HRM discourse by embedding human capital 

planning within organizational governance architecture rather than limiting it to managerial practices. The 

integration of human capital planning within organizational alignment dimensions is synthesized in Table 3, which 

operationalizes the proposed conceptual model derived from the review. 

 
Table 8. Synthesis Toward the Proposed Conceptual Model 

 

Alignment Component (7S) Role in Human Capital Planning Impact on Performance Sustainability 

Strategy Defines capability requirements Directs workforce investment priorities 

Structure Enables coordination Determines knowledge utilization efficiency 

Systems Supports implementation Ensures operational consistency 

Skills Represents workforce capacity Drives innovation and productivity 

Staff Ensures talent fit Strengthens execution capability 

Style Shapes leadership coherence Influences motivation and alignment 

Shared Values Anchors cultural integration Sustains long-term competitiveness 

Source: Data Processed (2025) 
 

Table 8 operationalizes the proposed Systemic Human Capital Alignment Model by mapping human capital 

planning functions across the McKinsey 7S framework. Unlike prior HRM performance studies that isolate 

practices, this synthesis conceptualizes performance sustainability as an emergent outcome of multi dimensional 

alignment. 

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        

Contradictory Evidence and Boundary Conditions 

Not all studies demonstrate uniform positive effects of human capital planning. Some research suggests 

diminishing returns on human capital investment in highly bureaucratic or rigid organizational structures. In such 

contexts, alignment barriers reduce the transformative potential of workforce initiatives. This indicates that 

structural flexibility functions as a boundary condition moderating the human capital performance relationship. 

Moreover, evidence from high-uncertainty environments indicates that informal leadership dynamics and 

cultural cohesion may outweigh formal HR systems in determining performance outcomes. These findings suggest 

that the effectiveness of human capital planning is context-dependent and mediated by organizational maturity, 

structural adaptability, and leadership consistency. The absence of such contextual considerations in mainstream 

HRM models represents a theoretical limitation that this study seeks to address. 

 

Proposed Conceptual Model 

This study proposes a Systemic Human Capital Alignment Model in which: Strategic Human Capital 

Planning → Organizational Alignment (7S Coherence) → Performance Sustainability and Competitiveness with 

Governance and Risk Management acting as stabilizing moderators. 

In this model, human capital planning functions as the central mediating architecture that synchronizes 

workforce capabilities with strategic direction while governance mechanisms ensure resilience under uncertainty. 

Unlike linear HRM-performance models, this framework conceptualizes performance as an emergent property of 

systemic alignment rather than a direct output of isolated HR practices. 

 

Theoretical Contribution 

The primary theoretical contribution of this study lies in repositioning human capital planning from a 

functional HR mechanism to an organizational alignment infrastructure embedded within governance systems. 

This reframing advances strategic management literature by integrating three domains that are often examined 

separately: human capital planning, organizational alignment (McKinsey 7S), and risk governance. By 

synthesizing evidence across diverse organizational contexts, including startup and service-driven environments, 

this study extends the boundaries of strategic human capital theory beyond traditional corporate settings. The 

analysis demonstrates that sustainable organizational performance emerges from systemic coherence rather than 

discrete HR interventions, thereby offering a more integrative theoretical perspective. 

From a theoretical standpoint, this study introduces a Systemic Human Capital Alignment perspectivea that 

extends existing strategic HRM literature. Rather than viewing human capital as an independent predictor of 

performance, the proposed framework conceptualizes human capital planning as an organizational alignment 

infrastructure that mediates the relationship between strategic intent and operational outcomes. This theoretical 

intervention expands the Resource-Based View by emphasizing that the strategic value of human capital emerges 
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not only from the possession of valuable skills but also from the degree of coherence among organizational 

structures, leadership practices, and shared values. 

 

Discussion 

While numerous studies confirm a positive relationship between human capital practices and organizational 

performance, the comparative synthesis of the reviewed literature reveals several contrasting patterns. Studies 

grounded in the Resource Based View tend to emphasize direct causal relationships between human capital 

investment and performance outcomes (Crook et al., 2011; Jiang et al., 2012). However, other studies indicate that 

such relationships are conditional upon organizational context and structural alignment. For instance, research 

conducted in highly bureaucratic organizations reports diminishing returns from training investment when 

organizational systems do not support knowledge utilization. In contrast, studies conducted in agile or service 

oriented environments highlight the importance of leadership alignment and cultural coherence as mediating 

mechanisms that enable human capital to generate sustainable competitive advantage. 

This comparative evidence suggests that human capital effectiveness cannot be explained solely through 

isolated HR practices. Instead, organizational alignment functions as a critical mechanism that determines whether 

human capital investments translate into measurable performance outcomes. The findings suggest that future 

research should move beyond measuring direct correlations between HR practices and performance indicators. 

Instead, scholars should examine the alignment mechanisms and contextual moderators that determine whether 

human capital investments translate into competitive advantage. Empirical validation of the proposed systemic 

alignment model represents a promising direction for subsequent investigation. The findings of this literature 

review underscore that human capital planning becomes most effective when it is strategically aligned, 

systematically implemented, and consistently supported by leadership and organizational governance structures. 

The synthesis of prior studies indicates that human capital functions not merely as an operational input, but as a 

mediating variable that connects organizational strategy with performance outcomes. When workforce 

competencies, development initiatives, and talent management practices are aligned with strategic objectives, 

organizations are better positioned to achieve productivity, innovation, and long-term sustainability. 

Empirical studies involving Indradewa and Hamdi provide strong evidence for the practical relevance of 

strategic frameworks particularly the McKinsey 7S model in guiding human capital planning across organizational 

contexts. Their findings demonstrate that the success of human capital initiatives depends less on isolated human 

resource interventions and more on the degree of alignment and integration among strategy, structure, systems, 

leadership style, and organizational culture. Organizations that adopt an integrated approach are more capable of 

mobilizing human capital as a strategic asset, whereas fragmented or reactive practices tend to yield limited and 

short-lived results. 

Overall, this synthesis reinforces the argument that effective human capital planning requires a holistic and 

governance-oriented perspective. Leadership commitment, cultural alignment, and systemic integration emerge as 

critical enablers that transform human capital from a functional resource into a sustainable source of competitive 

advantage. Unlike traditional HRM approaches that focus primarily on individual human resource practices, this 

study emphasizes systemic alignment as the primary mechanism through which human capital contributes to 

organizational competitiveness. This perspective shifts the analytical focus from isolated HR interventions toward 

integrated organizational design. 

The findings of this synthesis challenge the conventional assumption in strategic HRM literature that human 

capital practices directly lead to improved organizational performance. Instead, the analysis suggests that human 

capital effectiveness depends on the degree of systemic alignment among organizational structures, leadership 

practices, and cultural values. This perspective shifts the analytical focus from individual HR interventions toward 

organizational architecture, thereby expanding the theoretical scope of strategic human capital management. 
 
 

CONCLUSION 

 

This study’s central contribution is the reconceptualization of human capital planning from a functional 

human resource mechanism into a systemic organizational alignment infrastructure embedded within strategic 

management and governance frameworks. By integrating human capital planning with the McKinsey 7S alignment 

model and governance-oriented risk management perspectives, this research proposes a new theoretical lens 

Systemic Human Capital Alignment that explains how workforce capabilities are translated into sustainable 

organizational performance. 

This study demonstrates that human capital planning does not function effectively as an isolated HR 

practice but operates as a systemic alignment mechanism that integrates strategy, structure, systems, leadership 

style, skills, staff composition, and shared values. The synthesis of contemporary literature reveals that 

organizational performance is not merely the outcome of human capital investment, but rather the product of 

multidimensional coherence across organizational elements. The core contribution of this study lies in advancing 



Perspektif: Jurnal Ekonomi & Manajemen, Volume 24 No. 1 Maret 2026 

P-ISSN 1411-8637  E-ISSN 2550-1178 

http://ejournal.bsi.ac.id/ejurnal/index.php/perspektif 45  

the Systemic Human Capital Alignment Model, which reconceptualizes human capital planning as an 

organizational governance infrastructure embedded within the McKinsey 7S framework and moderated by risk 

management integration. This model challenges linear HRM-performance assumptions and positions performance 

sustainability as an emergent property of systemic alignment rather than a direct output of isolated human resource 

interventions. By integrating strategic management, organizational alignment, and governance perspectives, this 

study extends human capital theory beyond traditional functional boundaries and provides a structured conceptual 

foundation for future empirical validation. The findings suggest that sustainable competitiveness depends less on 

the volume of human capital investment and more on the coherence of organizational architecture that enables 

capability utilization. Future research is encouraged to empirically test the proposed alignment model across 

diverse organizational contexts to examine moderating variables such as structural flexibility, governance 

maturity, and environmental uncertainty. 

 

Theoretical Implications 

From a theoretical perspective, this study strengthens the application of the resource-based view (RBV) by 

positioning human capital as a dynamic and renewable strategic resource. Unlike physical or financial assets, 

human capital derives its value from continuous development, contextual alignment, and organizational 

integration. This reconceptualization represents a shift in how human capital is understood within strategic 

management theory. Instead of treating human capital as a collection of human resource practices, this study 

positions it as a systemic alignment mechanism that connects strategy, structure, leadership, and organizational 

culture. Such a perspective broadens the theoretical scope of strategic human capital research by emphasizing 

organizational architecture rather than isolated HR interventions. The use of the McKinsey 7S framework 

contributes to the literature by demonstrating its relevance as an analytical tool for examining human capital 

planning holistically. The findings suggest that future human capital research should move beyond linear cause 

effect models and adopt integrative frameworks that capture the complexity of organizational systems (Amrullah 

et al., 2023). 

This study’s central contribution is the reconceptualization of human capital planning from a functional HR 

mechanism into a systemic organizational alignment infrastructure. By integrating human capital planning with 

the McKinsey 7S framework and governance-oriented risk management perspectives, the study advances a 

multidimensional theoretical model explaining how workforce capability alignment translates strategic intent into 

sustainable performance outcomes. This perspective represents a shift in how human capital is positioned within 

strategic management theory from an operational resource toward a structural mechanism that enables 

organizational coherence and long term competitiveness. 

 

Practical Implications 

Practically, the findings provide several important implications for organizational leaders and 

policymakers. First, organizations should prioritize systematic human capital planning that aligns workforce 

competencies with strategic objectives. This includes investing in continuous training, leadership development, 

and performance management systems. 

Second, leadership commitment plays a decisive role in the success of human capital initiatives. Leaders 

must actively support and model human capital development to foster employee engagement and cultural 

alignment. Without consistent leadership support, even well designed human capital strategies risk becoming 

symbolic rather than transformative (Indradewa et al., 2025). Third, integrating human capital planning with 

governance and risk management frameworks can enhance organizational resilience. By proactively identifying 

and mitigating human capital risks, organizations can better adapt to environmental changes and sustain 

competitive advantage over time. 

 

Limitations and Future Research 

Despite its contributions, this study has several limitations. The reliance on secondary data limits the ability 

to capture contextual nuances and causal relationships empirically. Additionally, the scope of the review may not 

fully represent sector-specific variations in human capital practices. Future research is encouraged to employ 

mixed-method or empirical approaches to validate and extend the findings of this study. Longitudinal studies 

examining the impact of human capital planning over time would provide deeper insights into its role in sustaining 

organizational performance. Further exploration of digital transformation and human capital analytics also 

represents a promising avenue for future inquiry. 
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