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Based on the empirical framework How employee capability translates human resource
by Jonathan H. Westover, PhD. practices into organizational sustainability.
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Economic
Reality

Competitive Short-Term
Performance

Pressures for immediate
productivity, headcount
efficiency, cost reduction, and
quarterly financial targets.
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Fracture Line

Sustainable HRM requires
balancing the Triple-Focus
Framework (Economic, Social,
and Human dimensions)—a
paradox that policies alone
cannot resolve (Ehnert, 2009;
Stahl et al., 2020).
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Human
Reality

Long-Term Workforce
Viability

The need for workforce
regeneration, employee

wellbeing, adaptive capacity,
and knowledge retention.
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The Investment:

2 ol Inputs

| Engagement surveys,
je leadership training
programs, and

Capability-Building |

communication platforms. |
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" The Reality: .
The Performance Gap

Organizations invest heavily but
fail to translate new capabilities
into operational execution.

Target: 0.90
Actual: 0.75

L (Nurpida et al., 2026)
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Employee
Performance

B , ) ‘ e = = -

R il Organizational Conditions T -

The Bedrock Sustainability is not a policy outcome;

l it is achieved through the daily,
operational performance of
r empIo_yees who possess adequate

( Ll— capabilities and structural support. .
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Disconnected HR initiatives drain organizational ROl and break psychological contracts.

Organizational Costs (Economic)

Lower ROI & Stakeholder Doubt Turnover Spikes

Development investments fail Organizations with weak

to justify budgets during performance-sustainability links

resource constraints. see turnover rates 15-25%
higher than industry averages
(Anlesinya & Susomrith, 2020).

Managerial Burnout

Leaders feel caught between
capability development
expectations and relentless

1 short-term performance
"N pressure.

Broken Psychological Contracts

Training without
performance-enabling conditions
leads to cynicism, reduced
discretionary effort, and
voluntary turnover of high
performers.
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Engagement is an active performance

AUTONOMY &
JOB DESIGN

FIELD EVIDENCE:

Unilever Future Fit: +23%
engagement, -19%
high-performer turnover.

PSYCHOLOGICAL
SAFETY |\

Openness to
acknowledging

mistakes without punitive
consequences accelerates
continuous improvement.
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PERFORMANCE

-
ENGINE
Vigor, Dedication,
and Absorption
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engine, not a passive sentiment metric.

FIELD EVIDENCE:

DBS Bank: GANDHI values
framework drove
top-quartile engagement.

— ALIGNED PURPOSE

Connecting individual
roles to mission
objectives via
concrete storytelling.
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Transformational leadership exhibits the strongest direct force on employee performance.

[

Inspirational Communication Individualized Consideration

Shift from broad abstract mandates
._)

to tangible, emotionally
resonant storytelling.

_)
to diagnosing diverse employee
. motivations and learning styles.

Shift from standardized annual reviews

-

Intellectual Stimulation Ethical Foundation

R
Shift from rewarding rapid execution s
_)

to posing challenging questions
l that resist premature judgment.

Shift from implicit compliance
_)

to explicit peer discussions on
navigating stakeholder dilemmas.

e —

E_ Field Evidence: Patagonia (authentic environmental values) and Microsoft (Nadella’s Growth Mindset)
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NLP learning rewires cognitive reflexes for adaptive, flexible performance.

Untrained Brain

, | Automatic | Rigd
NLP-Trained Brain '
e
/ Metacognitive

& Monitoring /
o S

ensory Acuity
N\ (8= 0.

Field Evidence:

UK Pharma:
Integrated NLP
reduced manager
stress, lowering
team turnover.

Adaptive
Cognitive Loop

Stimulus India Tech Firm:

Empathy training
drove an 18%
increase in CSAT
and a 23% jump in
first-call resolution.

Behavioral Flexibility

Self-Awareness Rapport & Sensory Acuity Behavioral Flexibility
Recognizing internal Active listening that Shifting strategies seamlessly
emotional triggers to recognizes subtle when current approaches

strengthen conscious choice interpersonal cues to adapt prove ineffective in complex
over reactive habits. communication styles. environments.
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Strategic communication is the wiring that amplifies performance, not the power source.

Signal Clarity
Replacing corporate jargon with
concrete behavioral specifics to

M / \\ N prevent operational friction.
L ' Two-Way Conduit / o
R, \ Two-Way Conduits e, 2
: — : ‘ ‘ Implementing structural upward E Amgllf;cgpon e\
i‘i — - communication (pulse surveys, skip-levels) b | Al ==
- alongside downward information. B\ p=0.18 J/
H : . N (lndirectD S.ustz;inability =/
- river

For ‘ 7_ \ ,
Timing Optimization

Timing communications to enable
employee adaptation rather than forcing

last-minute reactions.
———
Field Evidence:

HSBC: Closed-loop “Listen. Act. Improve.” ensured feedback translated to visible action.
Southwest Airlines: Pandemic transparency maintained trust and accelerated recovery.
e ——
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High-capability employees fail in low-support organizational environments.

“Field Evidence:

Atlassian: Replaced annual reviews with continuous feedback loops.
Cleveland Clinic: “Caregiver Celebrations® rewarding peer support and workplace culture.

Aligned Performance Systems  Unblocked Resources  Social Support Networks = Continuous Feedback

Integrating sustainability indicators ~ Systematically eliminating ~ Structuring work for peer Shifting from punitive annual
(knowledge sharing, long-term bureaucratic obstacles and = collaboration and establishing reviews to frequent,
relationships) into evaluations, not redundant processes that consume  mentoring pathways to developmental coaching

just short-term quotas.

energy without adding value:== = prevent isolated burnout. conversations.

www.innovativehumancapital.com


http://www.innovativehumancapital.com

Human Capital
dW Innovationg

Keal-Wworid evidence: |1 nhe perrormance-mediated patnway
across diverse sectors

Synthesis Table
C ———l
Company Core Mechanism Operational Shift Measurable Outcome
URilever Purpose-aligned ‘Future Fit’ personalized +23% engagement,
Engagement development sustained stability
Microsoft Transformational Growth mindset Increased innovation
Leadership coaching at scale velocity, tripled market cap
patadonia Ethical Foundations Stakeholder-centric Authentic commitment,
9 & Culture decision making industry-low turnover
Salesforce | Digital Accelerators Trailhead' personalized | High knowledge retention,

skill pathways
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Organizational culture dictates whether sustainable

performance is rewarded or punished.

Learning Orientation

Treating performance gaps
as development opportunities
opportunities to create
psychological safety and
adaptive capacity.

Stakeholder Inclusion '

Moving beyond shareholder
primacy to create genuine
legitimacy for employee and
community investments.

Long-Term Perspective

Resisting the pressure of
short-term, quarterly metrics
that encourage

performance shortcuts and
knowledge hoarding.
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Authenticity

Ensuring espoused values
match daily behaviors.
Misalignment breeds
immediate cynicism and
withheld effort.
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Digital technology accelerates performance integration,
provided it does not become surveillance.

£ Layer 3: Asynchronous Collaboration
.-T'Ya Tools that prevent knowledge loss during transitions
and enable flexible, distributed work.

2> Layer 2: Al-Enabled Personalized Learning
Platforms diagnosing capability gaps and adapting
learning pathways based on live performance data.

ﬁ Layer 1: Real-Time Performance Feedback

=@\ Dashboards that make long-term indicators (quality
consistency, customer loyalty) as visible as daily
productivity.

) 7IIIIIIIIITITIIIIIIT Ty
# WARNING: Human Judgment Required

Digital tools must augment human capability.
Implementations prioritizing work intensification
and micromanagement surveillance actively
destroy Sustainable HRM objectives.
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The Integrated Architecture: Building the Sustainable Organization.
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The Keystone Employee Performance
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The Conduit:
Strategic Comms
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I": M0 \ A Managerial
= . a — Linchpins
System Integration: I il vl
Isolated HR initiatives fail. e = W | =
Sustainability requires an T
: 2

integrated architecture where
development, performance
management, and organizational
culture reinforce one another
through the managerial linchpin.
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] The Bedrock:

Culture & Enabling
Conditions.

-]

The Bedrock: Culture & Enabling Conditions
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The 5-Step Playbook for Performance-Driven Sustainability

1. Measure the Bridge.
Stop tracking mere
satisfaction. Evaluate
engagement, leadership,
and training solely by their
measurable impact on
operational performance.

2. Upskill the Linchpins.
Disproportionately invest
in frontline managers.
They are the critical
nodes translating systems
into employee reality.

3. Align the Systems.
Redesign reward
structures so long-term,
sustainable performance
behaviors are financially
and structurally
incentivized.

4. Integrate the Silos.

Collapse independent
HR initiatives into a
holistic talent
architecture where
learning, engagement,
and performance data
flow together.

5. Manage the Evolution.
Continuously track the | |
performance-sustainability
connection, utilizing
real-time feedback loops
to adapt to emerging
organizational pressures.
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