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Abstract

This research examines the integration of Organizational Health Index (OHI) and Human Capital Maturity (HCM)
frameworks in maritime logistics operations. Through analysis of 255 respondents at PT IndoPel, the study identifies
critical relationships between organizational health and human capital development. Statistical analysis reveals highest
correlations in knowledge management integration (r = 0.84, p < .01) and leadership effectiveness (r = 0.82, p <.01),
while identifying significant gaps in workforce optimization (-0.64). These relationships form the foundation for an
integrated framework that links organizational health indicators with human capital development outcomes. The
framework demonstrates how knowledge management and leadership effectiveness drive capability development in
maritime operations, while workforce optimization represents a critical intervention area. This integration provides a
structured approach for developing human capital strategies that address both organizational health and capability
maturity dimensions, particularly relevant for maritime logistics organizations undergoing transformation.
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INTRODUCTION

In today's rapidly evolving business landscape, organizations face unprecedented challenges in managing
their workforce effectively. The convergence of technological advancement, demographic shifts, and post-
pandemic workplace transformations has fundamentally altered how organizations approach human capital
management (Deloitte, 2023; World Economic Forum, 2023). This transformation is particularly evident in the
logistics and transportation sector, where operational excellence and human capital capabilities are critical success
factors.

The traditional approach to human resource management has evolved significantly, driven by
increasingly dynamic and complex business environments. Organizations now operate in what Bennett and
Lemoine (2014) describe as a VUCA environment - volatile, uncertain, complex, and ambiguous - necessitating
more agile and responsive human capital practices. This evolution is further accelerated by digital transformation,
which has revolutionized workplace practices and required organizations to fundamentally rethink their human
capital strategies to embrace technological innovation (Bondarouk et al., 2017).

While organizations increasingly recognize the importance of aligning human capital practices with
business objectives, many struggle to develop and implement effective strategies (Ulrich & Dulebohn, 2015). A
particular challenge lies in the disconnect between data availability and decision-making processes. Despite the
growing accessibility of workforce analytics, many organizations continue to rely on intuition rather than data-
driven insights for human capital decisions (Boudreau & Cascio, 2017). This gap has led to the emergence of
Human Capital Maturity (HCM) assessment frameworks as a methodological approach to data-driven human
capital management.

The Human Capital Maturity (HCM) framework offers a structured approach to assessing and developing
human capital management. Initially developed as an extension of capability maturity models in software
development, HCM has evolved into a comprehensive framework for human capital management. It emphasizes
strategic alignment, process optimization, and continuous improvement across multiple dimensions, including
workforce planning, talent management, and performance systems (Curtis & Alden, 2017).

HCM assessments provide organizations with valuable metrics to identify gaps in workforce capabilities
and prioritize areas for improvement. For example, studies in the technology sector have demonstrated how HCM
frameworks can drive transformation by fostering systematic capability development and aligning talent strategies
with business objectives (Cappelli & Tavis, 2018). However, a critical limitation of HCM is its primary focus on
internal processes, which often overlooks broader organizational dynamics such as culture, market orientation, and
external adaptability (Stahl et al., 2020).

However, HCM assessments, while providing valuable metrics, often focus primarily on internal
processes and capabilities, potentially missing broader organizational dynamics (Curtis et al., 2009). The COVID-
19 pandemic has starkly illustrated the importance of these external factors, accelerating workplace transformation
and introducing new challenges in organizational culture and employee engagement (Carnevale & Hatak, 2020).
The massive shift toward remote and hybrid working models has created new complexities in workforce
management that traditional HCM frameworks may not fully address.

In response to these limitations, the Organizational Health Index (OHI) has emerged as a complementary
framework, offering a comprehensive view of organizational effectiveness that encompasses both external factors
and cultural dynamics (Keller & Price, 2011). OHI's ability to assess organizational culture and adaptability has
become particularly crucial in managing evolving workplace dynamics and hybrid work environments
(Edmondson & Lei, 2014).

The Organizational Health Index (OHI) complements HCM by offering a holistic view of organizational
effectiveness. Developed by McKinsey & Company, OHI assesses an organization’s ability to align around a clear
vision, execute strategies with excellence, and innovate for sustainable success. It evaluates nine dimensions of
organizational health, including leadership, culture and climate, accountability, and innovation, providing
actionable insights into both internal and external organizational dynamics (Keller & Price, 2011).

Unlike HCM, OHI emphasizes cultural and behavioral aspects, enabling organizations to address external
challenges and foster adaptability. For instance, organizations with high OHI scores have been shown to
outperform their peers in financial performance, employee engagement, and innovation (Bazigos & Caruso, 2016).
Additionally, OHI’s focus on cultural integration and stakeholder alignment makes it particularly valuable in
managing hybrid work environments and navigating post-pandemic workplace dynamics (Edmondson & Lei,
2014).

Despite the strengths of HCM and OHI frameworks, there exists a significant gap in integrating these
approaches for comprehensive human capital strategy development. HCM’s analytical rigor and focus on internal
processes provide a strong foundation for workforce optimization. However, its limited consideration of external
factors and cultural dynamics constrains its effectiveness in addressing complex organizational challenges.
Conversely, OHI’s emphasis on adaptability and cultural insights addresses these gaps but lacks the process-level
detail required for operational excellence.



This research addresses a significant gap in current practice: the integration of HCM and OHI frameworks
for comprehensive human capital strategy development. While both frameworks offer valuable insights
individually, their combined potential remains largely unexplored in both academic literature and practical
application. The study aims to develop an integrated framework that aligns Organizational Health Index (OHI)
and Human Capital Maturity assessments as a foundation for comprehensive human capital strategy formulation.

The research context focuses on PT IndoPel, a state-owned enterprise in Indonesia specializing in port
business and operational management of non-container/multipurpose terminals. As a critical player in Indonesia's
maritime logistics infrastructure, PT IndoPel faces unique challenges in aligning its human capital capabilities
with strategic objectives. The company's vision to become a leader in goods connectivity in Indonesia, coupled
with its mission to create value-adding ecosystems for stakeholders, requires a sophisticated approach to human
capital management that balances operational excellence with strategic workforce development.

The company's current market position, managing approximately 8% of national throughput in non-
container cargo handling, presents both opportunities and challenges. Recent financial performance indicators and
market share trends suggest a need for strategic intervention in human capital development to support business
objectives. This context provides an ideal setting to examine the integration of OHI and HCM frameworks, as it
encompasses both operational complexity and strategic transformation needs.

The primary objective of this research is to develop an integrated human capital strategy for PT Indopel
by aligning HCM and OHI assessments. This strategy aims to address the practical challenges faced by the
organization while contributing to the broader field of human resource management. Specifically, the research
seeks to:

1. Identify key intersections between HCM and OHI frameworks and their relevance to human capital
strategy formulation.

2. Develop actionable recommendations for workforce optimization, leadership development, and cultural
alignment based on empirical data.

3. Provide theoretical insights into the integration of organizational health and human capital maturity
frameworks, contributing to the literature on strategic human resource management.

By combining the analytical rigor of HCM with the cultural insights of OHI, this research offers a novel
approach to human capital strategy development. It aims to enhance organizational effectiveness, foster resilience,
and create a sustainable competitive advantage for PT Indopel while advancing the theoretical understanding of
integrated human capital management frameworks.

LITERATURE STUDY

This literature review examines three interconnected theoretical frameworks that form the foundation of
this research: the Organizational Health Index (OHI), Human Capital Maturity (HCM), and Human Capital
Strategy. These frameworks, when integrated, provide a comprehensive approach to understanding and developing
organizational capabilities in the context of maritime logistics operations.

1. Organizational Health Index

Organizational health represents an organization's ability to align around a clear vision, execute strategies
with excellence, and innovate to sustain long-term success (Keller & Price, 2011). It encompasses the
organization's capacity to deliver superior financial and operational performance, sustain performance over time
through continuous renewal, and maintain organizational resilience during periods of change. Keller and Price
(2011) define organizational health as "the ability of an organization to align, execute, and renew itself faster than
the competition to sustain exceptional performance over time." This definition emphasizes the dynamic nature of
organizational health and its critical role in sustainable performance.

According to McKinsey research, organizational health is measured with a comprehensive assessment
tool called the Organizational Health Index (OHI). OHI evaluates nine key dimensions of organizational health
across 37 management practices (Bazigos & Caruso, 2016). These dimensions include Direction, Leadership,
Culture and Climate, Accountability, Coordination and Control, Capabilities, Motivation, External Orientation,
and Innovation and Learning. ; as shown in Picture 1. These dimensions provide a holistic view of an organization's
health and guide improvements in strategic alignment and operational effectiveness.
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Figure 1:
Organizational
Health Index
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Research by De Smet et al. (2014) has identified four distinct organizational archetypes based on OHI
patterns: Market Focus, Knowledge Core, Execution Edge, and Leadership Driven. Each archetype represents a
different configuration of organizational health elements, reflecting varying approaches to achieving
organizational effectiveness. The maritime logistics sector, with its emphasis on operational excellence and safety,
often demonstrates characteristics of both the Execution Edge and Knowledge Core archetypes.

Several studies have demonstrated the significant correlation between organizational health and financial
growth (Keller & Wright, 2016; Peterson et al., 2017). Additionally, OHI has been shown to drive operational
excellence and employee engagement (Edmondson et al., 2019). Its impact extends to human capital practices,
influencing talent management (Boudreau & Rice, 2015), leadership development (Day et al., 2014), and employee
motivation and retention (Bailey et al., 2017).

The OHI framework offers distinct advantages compared to traditional HCM approaches. First, it
provides an external focus through market orientation assessments and competitive positioning analysis. OHI also
emphasizes stakeholder relationship evaluation (Ulrich & Dulebohn, 2015). Second, it assesses dynamic
capabilities, including change readiness, innovation capacity, and adaptability (Teece, 2018). Third, OHI uses
cultural integration, offering tools for comprehensive cultural assessments and values alignment (Schein & Schein,
2018).

Recent research has expanded this understanding significantly. Zhang et al. (2023) emphasize the role of
organizational health in digital transformation contexts, while Henderson et al. (2022) highlight its importance in
building adaptive capabilities. The growing complexity of business environments has made organizational health
increasingly crucial, particularly in sectors facing rapid technological change and market evolution, such as
maritime logistics.

In the specific context of port operations, the application of OHI presents unique considerations. The
complex interplay of operational efficiency, safety requirements, and technological advancement creates distinct
challenges in maintaining and improving organizational health. Recent studies by Park and Kim (2024) highlight
how port operators must balance multiple stakeholder interests while maintaining high levels of operational
excellence.

2. Human Capital Maturity

The concept of Human Capital Maturity (HCM) has evolved from its origins in software development
processes to become a comprehensive framework for assessing and developing organizational human capital
capabilities. Initially based on capability maturity models, HCM has transformed into a strategic tool for human
resource management (Curtis et al., 2009). This evolution reflects the growing recognition of human capital as a
critical driver of organizational success and the need for structured approaches to its development (Nolan &
Garavan, 2016). While recent work by Davidson and Martinez (2023) traces its evolution through distinct phases
of development, from process-focused beginnings to today's integrated strategic frameworks.



At its core, HCM encompasses several fundamental components that form its theoretical foundation. The
model emphasizes strategic alignment between business objectives and human capital practices, operating through
clearly defined maturity levels that progress from initial/ad hoc stages to fully optimized processes (Curtis &
Alden, 2017). This systematic approach enables organizations to assess and develop their human capital
capabilities in a structured manner while maintaining flexibility to adapt to specific organizational contexts.

The assessment framework of HCM spans multiple dimensions of human capital management.
Workforce planning serves as a cornerstone, incorporating approaches to staffing strategies, succession planning,
and capability forecasting (Collings et al., 2018). Talent management, another critical dimension, focuses on
acquisition processes, employee development, and retention strategies that align with organizational maturity goals
(Thunnissen & Gallardo-Gallardo, 2017). Additionally, performance management systems integrate goal
alignment, review processes, and feedback mechanisms that evolve with organizational maturity (DeNisi &
Murphy, 2017).

Implementing HCM frameworks requires a comprehensive methodology combining quantitative and
qualitative approaches. Organizations typically begin with detailed assessments, including process audits,
stakeholder surveys, and documentation reviews, to establish baseline maturity levels (Boudreau & Cascio, 2017).
This assessment forms the foundation for structured improvement plans, complete with resource allocation and
timelines (Ulrich et al., 2015).

Industry applications of HCM frameworks have highlighted their transformative potential. For example,
technology leaders such as Google, Microsoft, and IBM have leveraged HCM to align talent strategies with
business objectives and foster innovation (Cappelli & Tavis, 2018). Similarly, manufacturing giants like Toyota
and GE have applied HCM principles to enhance their people development systems, offering valuable lessons for
cross-industry applications (Stahl et al., 2020).

Regional implementations, particularly in Asian contexts, underscore the importance of cultural
adaptation in HCM deployment. Studies show that successful implementation requires careful consideration of
local practices and cultural nuances (Cooke et al., 2020). Emerging markets face unique challenges in adapting
HCM frameworks to local conditions while maintaining alignment with global best practices (Budhwar et al.,
2019).

Talent management represents another crucial dimension of HCM, focusing on acquisition processes,
development programs, and retention strategies that align with organizational maturity goals. Thunnissen and
Gallardo-Gallardo (2017) emphasize the importance of context-specific talent management approaches, while
recent work by Wilson et al. (2023) highlights the growing importance of digital capabilities in talent development
programs. Recent research by Park and Chen (2024) has expanded this understanding by incorporating artificial
intelligence and advanced analytics into workforce planning processes, particularly relevant in technologically
evolving industries like maritime logistics.

While HCM frameworks provide a structured approach with measurable outcomes and clear progression
paths (Boxall, 2018), they are not without limitations. Challenges include resource requirements, resistance to
change, and cultural barriers (Beer, 2020). Measurement issues related to data quality, metric relevance, and
benchmark validity also persist (Cascio & Boudreau, 2016). Nevertheless, HCM continues to evolve, incorporating
trends like digital transformation, agile HR practices, and Al integration to address emerging workforce challenges
(Ulrich & Dulebohn, 2015).

The COVID-19 pandemic has further accelerated these trends, particularly in remote work capability
development and digital transformation. Organizations are increasingly focusing on resilience and adaptability in
their human capital strategies, suggesting that HCM frameworks will continue to adapt to emerging workforce
challenges while maintaining their focus on systematic capability development (Carnevale & Hatak, 2020).

3. Human Capital Strategy

Human Capital Strategy (HCS) is a strategic approach to managing an organization’s workforce in
alignment with its business goals. It integrates workforce planning, talent management, and employee engagement
initiatives with broader organizational objectives to foster sustainable performance and competitiveness (Ulrich &
Dulebohn, 2015). HCS emphasizes leveraging human capital as a source of competitive advantage, addressing
both current needs and future challenges through data-driven decision-making and strategic alignment.

Human capital strategy represents the deliberate alignment of workforce capabilities with organizational
objectives, serving as the bridge between organizational aspirations and human capital development. The
theoretical foundation of human capital strategy has been significantly influenced by the resource-based view
(RBV) of the firm, as articulated by Barney and Wright (2009) and further developed by Chen et al. (2024). This
perspective positions human capital as a potential source of sustainable competitive advantage, particularly when
developed and deployed strategically.
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Figure 2.
Theoretical
Integration Model
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Recent developments in human capital strategy have emphasized the importance of dynamic capabilities,
as conceptualized by Teece (2018) and elaborated by Thompson and Liu (2023). This framework particularly
resonates in the maritime logistics sector, where organizations must continuously adapt to technological changes,
regulatory requirements, and evolving market demands. The ability to sense opportunities, seize them effectively,
and transform organizational capabilities accordingly has become crucial for sustainable success.

The integration of human capital strategy with operational frameworks represents a critical advancement
in strategic human resource management. Wright and Ulrich (2017) emphasize the importance of both vertical
alignment with business strategy and horizontal alignment across HR practices. Recent work by Davidson et al.
(2024) extends this understanding by incorporating digital transformation considerations, particularly relevant in
modern port operations.

In the context of maritime logistics, human capital strategy must address unique industry challenges.
Martinez and Chen (2023) highlight the critical importance of safety culture development, process standardization,
and quality management in port operations. These operational imperatives must be balanced with strategic
capability building, including technical skill development, leadership capability enhancement, and innovation
capacity building (Thompson et al., 2024).

A robust HCS builds on insights from frameworks like OHI and HCM. By integrating OHI’s cultural and
external dynamics with HCM’s focus on internal processes, organizations can develop holistic strategies that
address both operational and strategic challenges. For example, a combined approach can enhance workforce
optimization, align leadership practices with organizational culture, and improve overall organizational health.

Previous studies highlight the benefits of integrated human capital strategies. Organizations that align
human capital practices with business objectives report higher levels of employee engagement, innovation, and
financial performance (Keller & Price, 2011; Boudreau & Cascio, 2017). Moreover, integrating cultural insights
from OHI with the process rigor of HCM allows organizations to navigate complex challenges, such as post-
pandemic workplace transformations and the rise of hybrid work models (Carnevale & Hatak, 2020).

The literature reveals several significant gaps in current understanding. First, while each framework has
been extensively studied individually, their integration, particularly in the context of state-owned enterprises in
emerging markets, remains understudied. Second, the application of these frameworks in the maritime logistics
sector presents unique challenges that require further investigation. Finally, the impact of digital transformation
on human capital development in port operations represents an emerging area requiring additional research.

For developing the model, the basis is organizational health and human capital theory, supported by
analyzing each dimension across OHI and HCM resulted to formulate strategic Integration, which emphasizes
leadership development's effect on organizational health (Day et al., 2014) and strategic alignment's influence on
capability development (Wright & McMahan, 2011); Operational Integration, which connects process maturity
with organizational effectiveness (Curtis et al., 2009) and knowledge management with capability development
(Nonaka & Takeuchi, 1995); and Cultural Integration, which links organizational culture to capability
development (Schein & Schein, 2018) and climate to learning effectiveness (Edmondson & Lei, 2014). The
theoretical model shows how the frameworks integrate across multiple dimensions combined and correlated in
OHI and HCM as below:

Foundation Theories

Organizational Health Integration Mechanism (OHI & HCM Result)

Theory

. Strategic Alignment
Human Capital Theory

Enhanced
Organizational
Performance

Sustainable Capability
Development

Cultural
Transformation

Operational Integration
Cultural Synthesis




RESEARCH METHODOLOGY

This research employs a mixed-method approach combining quantitative and qualitative analysis to
develop an integrated human capital strategy through OHI-HCM alignment at PT Indopel, selection of a mixed-
method design follows Creswell and Plano Clark's (2018) framework for organizational research, enabling both
statistical validation and rich contextual understanding of the relationships between organizational health and
human capital maturity.

The research design utilizes a sequential explanatory approach, where quantitative assessment through
structured surveys precedes qualitative interpretation of results. This design choice allows for comprehensive data
collection while maintaining the depth of understanding necessary for strategic recommendations. The approach
incorporates both the Organizational Health Index (OHI) and Human Capital Maturity (HCM) frameworks,
enabling a multifaceted examination of organizational capabilities and development needs.

Data collection was conducted through a comprehensive survey of PTP's organic employees, achieving a
total sample of 255 respondents representing all organizational levels. The sample comprises 107 operational and
148 non-operational staff, as well as 100 structural and 155 non-structural positions, providing balanced
representation across organizational segments. The sampling approach ensures a 95% confidence level with a £3%
margin of error, meeting standard requirements for organizational research.

The primary research instruments consist of two standardized assessment tools. The OHI assessment,
developed and validated by McKinsey & Company, measures nine organizational health dimensions through 37
management practices. The HCM assessment evaluates five key dimensions of human capital development, with
both instruments utilizing 5-point Likert scales for measurement consistency. The instruments were administered
through a digital platform, enabling efficient data collection while maintaining response quality.

Dimensions Measured
9 Dimensions
5 Dimensions

Assesment Type
OHI Assesment
HCM Assesment

Scale Type Items
5-point likert 37
5-point Likert 156

Data collection proceeded through a structured process beginning with participant orientation and
technical briefings. Online socialization sessions were conducted to ensure understanding of research objectives
and survey completion procedures. The survey administration period spanned four days, with technical support
available throughout to assist participants and ensure data quality. This approach enabled efficient data collection
while maintaining high response rates and data integrity.

Statistical analysis employed several techniques to ensure robust results. Validity testing through factor
analysis achieved significant loadings (>.40) across all measured items, while reliability testing using Cronbach's
Alpha yielded a coefficient of 0.994 across 156 items, substantially exceeding the conventional threshold of 0.70.
Descriptive statistics, correlation analysis, and gap analysis were performed to examine relationships between OHI
and HCM dimensions and identify areas for strategic intervention.

The research materials and equipment consisted primarily of digital survey platforms and statistical
analysis software. The online survey platform incorporated built-in validation checks and required field completion
to minimize data quality issues. Statistical analysis was conducted using SPSS version 26.0, enabling
comprehensive data analysis including factor analysis, reliability testing, and correlation analysis.

Data processing followed a systematic approach beginning with data cleaning and validation. Raw data
was examined for completeness and consistency, with any anomalies investigated and resolved through reference
to source data. Statistical analysis proceeded from descriptive statistics to more complex analyses, including
examination of relationships between variables and differences between organizational groups.

Quality assurance measures included content validation through expert review, construct validation
through factor analysis, and reliability assessment through internal consistency measures. Multiple data validation
steps were implemented throughout the collection and analysis process to ensure data integrity and research
quality.

The analytical framework integrated quantitative and qualitative approaches to develop comprehensive
insights. Quantitative analysis provided statistical validation of relationships and patterns, while qualitative
interpretation enabled deeper understanding of contextual factors and organizational dynamics. This integrated
approach ensures robust findings that can inform both theoretical understanding and practical application in the
maritime logistics sector.
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Figure 3.
Data Analysis
Flow

Table 2.
Organizational
Health Index Scores
by Dimension
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Statistical Pattern Strategic
Insight

VelleEie Analysis Identification Integration

Through this comprehensive methodological approach, the research provides a clear framework for
understanding the integration of organizational health and human capital maturity in strategic human capital
development. The detailed documentation of research procedures, materials, and analytical techniques enables
replication while ensuring the validity and reliability of findings.

RESULT AND DISCUSSION
1. Descriptive Statistics and Data Quality Assessment

The study involved 255 respondents from PT IndoPel, a state-owned enterprise in Logistic and
Transportation Industry. The demographic composition shows balanced representation across organizational
segments, with 107 operational (42%) and 148 non-operational (58%) staff, as well as 100 structural (39%) and
155 non-structural (61%) positions.

The response rate for this study was 100%, which is considered excellent for organizational research.
Two distinct assessments were conducted: the Organizational Health Index (OHI) and Human Capital Maturity
(HCM) assessment. Data quality testing for both instruments showed satisfactory results.

2. Organizational Health Index

The Kolmogorov-Smirnov test revealed a significance value of 0.073 (p > 0.05) for normality testing,
indicating that the data follows a normal distribution. Reliability testing using Cronbach's Alpha yielded values
ranging from 0.82 to 0.94 across different constructs, exceeding the recommended threshold of 0.7, thus
confirming the internal consistency of the measurement instruments. The validity test through factor analysis
demonstrated that all items had factor loadings above 0.40, confirming construct validity.

Archetype  Score Target Gap Significance

Leadership 4.09 4.09 0.00 p<.01
Effectiveness

Execution 4.05 4.05 045 p<01
Edge

Market Focus 4.08  4.25 0.17 p<.01

Knowledge 4.04 4.04 0.00 p<.01
Core

The data reveals a balanced health profile with particular strength in leadership-driven practices. This
finding aligns with Keller and Price's (2011) assertion that successful organizations often demonstrate strength
across multiple archetypes. However, the significant gap in execution edge scores (-0.45) suggests opportunities
for improvement in operational excellence, particularly relevant for port operations where execution efficiency is
crucial.



3. Human Capital Maturity

The Kolmogorov-Smirnov test revealed a significance value of 0.068 (p > 0.05) for normality testing,
indicating normal distribution. Reliability testing using Cronbach's Alpha yielded values ranging from 0.84 to 0.96
across different constructs, exceeding the recommended threshold of 0.7, thus confirming the internal consistency
of the measurement instruments. The validity test through confirmatory factor analysis demonstrated that all items
had factor loadings above 0.45, confirming construct validity. The HCM assessment identified the following
maturity characteristics:

HCM Assesment Score Characteristics

Leadership 15.98 Strong foundational leadership capabilites
Development Effective succession planning process
Clear development pathways
Employee 15.96 e High participation in organizational
Engagement initiatives
Strong commitment to objectives
Effective feedback mechanism
Knowledge 15.98 Structured knowledge sharing processes
Management Effective technical training program

Clear competency frameworks

The company demonstrated strong maturity in leadership practices (15.98), employee engagement
(15.96), and knowledge accessibility (15.98), while opportunities for improvement were identified in workforce
optimization (15.57) and capability development (15.73).

These findings support Boudreau and Cascio's (2017) observations about the importance of context-
specific human capital development. The higher scores in operational units suggest effective alignment between
capability development and operational requirements, though opportunities exist for knowledge transfer between
units.

4. Strategic Human Capital Development Framework

The development of the OHI-HCM Integration Framework emerged from a systematic analysis of theoretical
foundations and empirical relationships. The framework integrates three key principles identified in literature:
Strategic Integration, Operational Integration, and Cultural Integration, which links organizational culture to
capability development. The integration of OHI and HCM frameworks is fundamentally supported by statistical
evidence of the relationship between correlations and gaps identified in our analysis.

The combination of correlations and gaps provides essential insights: correlations show which elements
should be developed together for maximum impact, while gaps indicate priority areas for immediate intervention.
This dual perspective forms the foundation for our integrated framework, enabling the development of targeted
strategies that leverage the strong relationships between organizational health and human capital maturity while
addressing critical performance gaps in maritime logistics operations.
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Analysis of the data reveals significant gaps between current states and desired targets across both OHI and

HCM dimensions, providing critical insights for strategic intervention priorities:

Table 4.

Gap Analysis of
OHI and HCM
Dimension

Table S.
Integration Analysis
Results
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Dimension Current Target Gap

Workforce Optimization ~ 15.57 16.21 -0.64
Knowledge Management  15.98 16.39  -0.41
Leadership Development  15.98 16.39  -0.41

Execution Edge 4.05 4.50 -0.45

The analysis reveals workforce optimization as the most critical gap (-0.64), followed by significant gaps
in execution edge (-0.45) and knowledge management (-0.41). These gaps, suggest the need for an integrated
approach to human capital development. The alignment between knowledge management and execution gaps
across both frameworks particularly highlights the importance of coordinated intervention strategies.

The integration points were identified through statistical analysis across HCM variable and OHI
dimension that resulted in table below:

OHI Leadership Employee Knowledge Workforce Capability
Dimension Development Engagement Management Optimization Development

Leadership  0.82%%* 0.76%* 0.68%* 0.71%* 0.74%%*
Execution  0.75%* 0.81** 0.72%* 0.79%* 0.77**
Market 0.69** 0.73%* 0.78** 0.70** 0.75%*
Focus

Knowledge 0.71%* 0.72%* 0.84** 0.68** 0.82%*
Core

Note: ** p <.01

These strong correlations between OHI and HCM dimensions provide empirical support for an integrated
approach to human capital strategy development. The Leadership-Performance correlation (r = 0.82) demonstrates
the critical role of leadership in capability development while supporting an integrated leadership development
approach that forms the foundation for strategic alignment. The Knowledge Management correlation (r = 0.84)
emphasizes the importance of knowledge integration and its essential role in maritime operations excellence. The
identified Workforce Optimization Gap (-0.64) guides strategic priority setting and resource allocation decisions.
Together, this empirical evidence supports the development of an integrated framework that addresses both
organizational health and capability maturity dimensions simultaneously, particularly crucial in the maritime
logistics context where operational excellence must be balanced with strategic capability development.



Based on these findings and supported by established theoretical frameworks, our analysis suggests five Developing

key strategic priorities for human capital development: an Integrated
Human

Capital

1. Leadership Excellence and Succession Development Strategy

o . : : , , , Through

The significant gap in leadership practices (-0.41) coupled with strong correlation between leadership OHI-HCM

effectiveness and organizational performance (r = 0.82, p <.01) indicates the need for comprehensive Alignment: A
leadership development. This supports Keller and Price's (2011) assertions about the importance of Case Study of
integrated leadership development. This finding is particularly relevant for maritime logistics PT Indopel
operations where operational excellence is crucial. This also aligns with Day et al.'s (2014) emphasis

on integrated leadership development approaches. The data suggests implementing:
a) Tiered Leadership Development Programs

The strong correlation between leadership practices and capability development (r = 0.82)
indicates the importance of integrated leadership development programs. This aligns with
Collings and Mellahi's (2009) emphasis on strategic talent development. The data imply
recommendation for:

a. Executive development (addressing strategic capability gap: -0.30)
b. Middle management enhancement (operational leadership gap: -0.38)
c. Front-line leadership capability building (execution gap: -0.45)

b) Succession Planning

The identified gap in workforce optimization (score: 15.57) represents a critical area for
strategic intervention. This aligns with Boudreau and Cascio's (2017) emphasis on strategic
workforce planning and suggests the need for more sophisticated approaches to talent
management and development. The maritime logistics context adds complexity to this
challenge, as noted by Thai (2016) in his analysis of port operations capability requirements.
For strategic workforce planning model, the data indicates need for:

a. Talent pool development (current readiness: 78%)
b. Structured career pathways (career clarity gap: -0.42)
c. Leadership pipeline building (succession gap: -0.47)

2. Knowledge Management and Capability Development

Analysis reveals significant gaps in knowledge sharing (-0.41) and internal competitive capabilities
(-0.41). The finding also reveals opportunities for improved knowledge sharing between operational
and non-operational units. The significant gap in knowledge transfer metrics suggests the need for
structured knowledge management systems. This gap is particularly critical in maritime logistics
operations where technical expertise and operational knowledge directly impact organizational
performance.

Following Nonaka and Takeuchi's (1995) knowledge creation framework and supported by recent
findings from maritime logistics research (Thai, 2016; Notteboom, 2018), the analysis suggests
implementing a comprehensive knowledge management strategy that addresses both explicit and
tacit knowledge transfer:
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Table 6.
Knowledge
Management
Strategy

Table 7.
Cultural
Transformation
Priorities

Knowledge Strategy
Domain
Technical e Development of technical competency frameworks
e Implemention of certification programs
Knowledge . . C
Manasement o Establishment of technical training centers
& e Documentation of best practices and lesson learned
Operational . Cross—fur'lcti(‘)n'a! trgining programs
o Job rotation initiatives
Knowledge . .
. e Mentoring and coaching programs
Integration . .
e Performance dialogue mechanism
Digital e Implementation of knowledge management platform
& e Development of e-learning systems
Knowledge . . Lo
e Creation of digital repositories
Infrastructure .
e Performance tracing systems
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Performance and Talent Optimization

The workforce optimization gap (-0.64) represents the largest identified gap in the HCM assessment.
This finding, combined with execution edge requirements (gap: -0.45), suggests the need for
performance management enhancement by:

a) Compensation system redesign (addressing equity gap: -0.38)
b) Performance metrics alignment (strategic clarity gap: -0.30)
¢) Incentive structure development (motivation gap: -0.35)

Cultural Transformation and Engagement
Employee involvement gaps (-0.38) and strategic clarity needs (-0.30) indicate the importance of

cultural transformation initiatives. Following Schein and Schein's (2018) cultural change model, key
interventions include:

Initiative Current Target Impact
Values Alignment 3.95 4.25 High
Leadership Behavior 4.09 4.50 Critical

3.98 4.30 High

Innovation Culture

Innovation and Strategic Alignment

The analysis reveals significant gaps in creative and entrepreneurial capabilities (-0.42) and business
partnerships (-0.42). Based on Teece's (2018) dynamic capabilities framework, recommended
approach is developing innovation that include:

a) Innovation hub establishment
b) Cross functional collaboration
¢) Idea management systems



These findings collectively suggest that PT IndoPel's human capital strategy must balance immediate
operational needs with long-term capability development, while maintaining strong alignment between
organizational health and human capital maturity dimensions. The integrated approach proposed in this analysis
provides a framework for achieving this balance, supported by clear empirical evidence and grounded in
established theoretical frameworks

CONCLUSION

This research demonstrates that the integration of Organizational Health Index (OHI) and Human Capital
Maturity (HCM) frameworks provides a robust foundation for developing comprehensive human capital strategies
in maritime logistics operations. The study of PT Indopel reveals that organizational health significantly influences
human capital maturity development, with correlation coefficients ranging from 0.68 to 0.84 (p <.01) across key
dimensions. This finding extends current theoretical understanding of how organizational health and human capital
development interact in operational contexts.

The research contributes to management theory in several significant ways. First, it extends the
application of OHI and HCM frameworks by demonstrating their complementarity in strategic human capital
development. While previous research has treated these frameworks separately, our findings show that their
integration provides more comprehensive insights into organizational capability development. Second, the study
advances understanding of how leadership effectiveness cascades through organizational levels in maritime
logistics operations, supporting and extending Bass and Avolio's transformational leadership theory in operational
contexts. Third, the research contributes to knowledge management theory by identifying specific mechanisms
through which organizational health influences knowledge transfer and capability development in specialized
operational environments.

From a practical perspective, this research provides several important implications for maritime logistics
organizations. The findings demonstrate that organizations can enhance their human capital development
effectiveness by simultaneously addressing organizational health and capability maturity. The study shows that
units with strong alignment between operational practices and strategic objectives demonstrate significantly higher
performance outcomes (f = 0.72, p < .01), providing clear direction for management intervention. Furthermore,
the research offers a structured approach to integrating leadership development, capability building, and cultural
transformation initiatives.

The study also reveals important insights about the role of cultural factors in human capital development.
The strong correlation between cultural alignment and performance outcomes (r = 0.76, p < .01) suggests that
organizations must pay careful attention to cultural elements when implementing human capital strategies. This
finding is particularly relevant for state-owned enterprises undergoing transformation, as it highlights the
importance of balancing operational excellence with cultural development.

For future research, several promising directions emerge from this study. First, longitudinal studies could
examine how the integration of OHI and HCM frameworks influences organizational performance over time.
Second, comparative studies across different maritime logistics organizations could help validate and refine the
integrated framework developed in this research. Third, investigation of how digital transformation influences the
relationship between organizational health and human capital maturity would be valuable as organizations
increasingly embrace technological change.

This research also highlights the need for further investigation into how cultural factors moderate the
effectiveness of human capital strategies in Asian contexts. While the current study provides insights from a single
organization, broader investigation across multiple organizations could enhance understanding of cultural
influences on human capital development. Additionally, research into how state-owned enterprises can effectively
balance government mandates with market-driven human capital development would be valuable.

The limitations of this study, including its cross-sectional nature and focus on a single organization,
suggest opportunities for broader investigation. However, the depth of analysis and comprehensive sampling
approach provide robust insights that can inform both theoretical development and practical application in the
maritime logistics sector. The findings provide a foundation for developing integrated approaches to human capital
strategy that consider both organizational health and capability development requirements.

In conclusion, this research advances both theoretical understanding and practical application of strategic
human capital development in maritime logistics operations. By demonstrating the value of integrating OHI and
HCM frameworks, it provides organizations with a structured approach to developing comprehensive human
capital strategies that address both operational excellence and organizational development needs. The findings
contribute to management theory while offering practical guidance for organizations seeking to enhance their
human capital capabilities in an increasingly complex operating environment.

Developing
an Integrated
Human
Capital
Strategy
Through
OHI-HCM
Alignment: A
Case Study of
PT Indopel
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