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Abstract  

In a context where sustainability is becoming a strategic priority, integrating sustainable 

practices into talent management is crucial to improving organizational effectiveness while 

supporting ecological and social objectives. This theoretical study explores the alignment of 

sustainability practices with talent management strategies, highlighting challenges and 

opportunities. Drawing on a rigorous literature review, we analyze the interactions between 

corporate social responsibility and sustainable human capital management. Contingency theory 

guides us to recognize that the effectiveness of these practices is highly dependent on the 

specific organizational context, underlining the need to adapt talent management strategies to 

the particular environmental, technological and cultural conditions of each company. On this 

basis, we propose a conceptual framework that optimizes this integration, highlighting how 

sustainable practices can enrich the process of talent attraction, retention and development. In 

conclusion, the article proposes directions for future research to validate and enrich the 

proposed model, in order to help organizations, maximize the potential of sustainable talent 

management. 

Keywords : Sustainable human capital, Sustainable development ,Talent management, 

Corporate social responsibility  
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Introduction 

At a time when environmental and social issues dominate public debate, companies around the 

world are feeling increasing pressure to adopt sustainable development practices. This 

transition to sustainability goes beyond operational changes or environmental policy 

adjustments to reach the heart of corporate strategies, particularly in talent management. In line 

with contingency theory, which postulates that the effectiveness of managerial practices 

depends on conditions specific to each organization, this article proposes an analysis of how 

the integration of sustainable practices into talent management varies according to 

organizational and environmental contexts. 

In the current context where sustainability has become a strategic priority, it is crucial for 

companies to understand how to integrate sustainable practices into talent management to 

improve organisational effectiveness while supporting ecological and social objectives. This 

complex and opportunity-rich challenge requires in-depth exploration to effectively align 

human resource management practices with the requirements of sustainable development, 

ensuring an appropriate response to growing societal expectations while promoting an ethical 

and responsible working environment. 

According to Ehnert (2009), sustainable talent management is not just a compliance initiative, 

but crucial to aligning companies with the values of the new generation of workers, who prefer 

employers committed to ethical and responsible practices. Contingency theory here offers a 

valuable framework for understanding how organizations can develop customized approaches 

tailored to their specific conditions, maximizing the effectiveness of talent management 

strategies while supporting their ecological and social objectives. 

Adopting sustainable talent management strategies, such as eco-friendly recruitment policies, 

sustainability-focused training programs, or green initiatives for employee engagement, 

represents more than a response to regulatory requirements. As pointed out by Renwick et al 

(2013), these practices can enhance corporate attractiveness, increase employee satisfaction, 

and foster a positive employer brand image, thus offering a distinct competitive advantage. 

However, integrating sustainability into talent management presents complex challenges. 

Companies must navigate between significant cultural and financial obstacles, while aligning 

their short-term objectives with sustainability initiatives perceived as remote from immediate 

benefits. Jabbour and Santos (2008) point out that this integration requires a strategic 

realignment of human resources policies with sustainability objectives, which may initially 

seem a daunting task. 
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Exploring the impact of sustainability initiatives on employee engagement and organizational 

performance, Renwick, Redman, and Maguire (2013) and Jabbour and Santos (2008) have 

highlighted the need to align HR practices with sustainability goals. Contingency theory 

reinforces this argument, suggesting that the success of such alignments depends closely on the 

specific operational and strategic conditions of each company, thus asserting that the adaptation 

of HR policies must be flexibly designed to fit various regulatory, cultural and technological 

contexts. 

Faced with these challenges, this article aims to provide an in-depth analysis of current 

sustainable talent management practices. By revisiting existing research and proposing an 

innovative conceptual model based on the foundations of corporate social responsibility and 

sustainable human capital management, this article aims to equip human resources practitioners 

with the tools they need to turn challenges into opportunities. 

The aim is to break new ground by linking theory directly to practical application, through the 

development of an operational framework for human resources managers. Based on the 

principles of social responsibility and the sustainable management of human capital, this 

framework aims to transform challenges into effective action strategies. By exploring 

innovative methodologies and validating their effectiveness, it offers practical solutions for 

integrating sustainability at the heart of talent management strategies, thereby contributing to 

profound and measurable organisational change. 

This conceptual model aspires not only to enrich the theoretical framework but also to stimulate 

more effective practices in the field, catalyzing progress in both the academic and practical 

spheres. 

To navigate this complex and fascinating landscape, our exploration unfolds in four distinct but 

interconnected parts. First, we'll dive into an in-depth literature review, where we'll examine 

how companies are currently integrating sustainability principles into talent management in 

order to highlight emerging trends.  

Next, we will propose an innovative conceptual model, the fruit of our critical analysis of 

existing literature and theories in corporate social responsibility and sustainable human capital 

management. This model is intended as a practical guide for organizations, showing them how 

they can effectively weave sustainability principles into the fabric of their talent management 

practices. 

The third part of our study will focus on the practical challenges of implementing these 

sustainable practices. We'll look at the cultural, financial and strategic barriers that companies 
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must overcome to achieve this integration. This discussion will be an open exchange on how to 

transform these challenges into opportunities for innovation and growth. 

Finally, our conclusion will open up avenues for future research. It will offer directions for 

future studies, essential for filling gaps in existing research and refining our understanding of 

the real impacts of sustainable talent management on organizational performance. We will also 

highlight the importance of these findings for human resources practitioners and for 

management theory. 

 

1. Literature review on sustainable talent management  

At a time when sustainability has become a strategic imperative for companies concerned with 

their social and environmental responsibility, it is crucial to rethink talent management through 

the prism of sustainable development. Before examining the various practices adopted by 

organizations, it is essential to consider contingency theory, which postulates that the 

effectiveness of management practices depends on conditions specific to each organization 

(Lawrence & Lorsch, 1967). This theoretical perspective emphasizes that successful strategies 

are not universally applicable, but must be carefully tailored to meet the unique needs and 

circumstances of each organizational environment. 

This section explores how organizations are integrating sustainable practices into their talent 

management, an essential approach to attracting, developing and retaining talent in a world 

increasingly aware of environmental and social issues. However, as part of a human resources 

strategy focused on sustainability, four main aspects emerge as essential: sustainable 

recruitment, sustainability-focused training and development, employee engagement and 

motivation towards sustainable practices, and the challenges associated with integrating these 

practices (Ehnert, 2009; Renwick, Redman, & Maguire, 2013). Each of these aspects plays a 

crucial role in creating a company that is both ecologically responsible and socially committed. 

Applying contingency theory allows us to analyze these practices not only in terms of their 

environmental and social objectives, but also in terms of how they adapt to each organization's 

cultural, economic and technological variables (Donaldson, 2001). For example, sustainable 

recruitment strategies might include the use of green technologies in technologically advanced 

companies, while in less digitized sectors, the emphasis might be on face-to-face awareness-

raising and training. Similarly, programs to motivate employees towards sustainable practices 

can vary considerably depending on whether the organization operates in a strictly regulated 

environment or a freer market (Jabbour & Santos, 2008). 



 

 

www.africanscientificjournal.com                                                                                                      Page 192 

African Scientific Journal 

ISSN :  2658-9311 

Vol : 03, Numéro 25, Août 2024 

 

This contingency-theoretic approach enriches our understanding of sustainable talent 

management practices, highlighting the importance of adaptability and tailoring strategies to 

the unique characteristics of each organization. By adopting this perspective, companies can 

maximize the effectiveness of their sustainable initiatives and ensure that they are not only 

efficient but also aligned with their specific context and strategic objectives. 

1.1.  Sustainable recruitment practices  

In the context of sustainable development, recruitment practices play a decisive role not only 

in minimizing the environmental impact of recruitment processes, but also in shaping the 

perception of the company among future candidates. Companies that integrate sustainability 

principles into their recruitment strategies seek not only to reduce costs and environmental 

impacts, but also to attract talent that shares their values of social and environmental 

responsibility. 

Jabbour and Santos (2008) have highlighted how adopting environmentally responsible 

recruitment practices can transform a company's image. For example, the use of e-recruitment 

systems and virtual interviews significantly reduces physical travel, which not only reduces the 

company's carbon footprint but also enhances its attractiveness to environmentally-conscious 

candidates. These authors argue that such practices are not simply economic or ecological 

measures, but strategies that reinforce the employer brand, thus aligning recruitment objectives 

with the company's environmental and social commitments. 

This recruitment method also helps to create a positive first impression among potential 

candidates, who see their future employer as a proactive player in the fight against climate 

change. This perception can be crucial in attracting highly qualified professionals looking to 

work for companies that reflect their own sustainability values. 

1.2. Sustainability-focused training and development 

Sustainability-focused training and development are crucial to transforming sustainability 

principles into concrete practices within companies. These initiatives aim to equip employees 

with the skills needed to integrate sustainability principles into their daily activities and 

organizational culture. This process often begins with training sessions covering topics such as 

resource conservation, energy efficiency techniques, and the importance of maintaining ethical 

and environmentally friendly business practices.  

Renwick, Redman, and Maguire (2013) explored how integrating sustainability into training 

programs can positively influence employee engagement and increase their performance in 

sustainability initiatives. They suggest that well-designed training programs, which not only 

inform employees about environmental issues but also actively involve them in implementing 
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sustainable solutions, are key to embedding a culture of sustainability. These programs can 

include interactive workshops, group projects and simulations that encourage employees to 

think critically about their environmental impact and explore ways of improving their working 

practices. 

Such training efforts reinforce ecological awareness within the company and enable employees 

to understand not only what they can do individually, but also how they can contribute to their 

organization's sustainability objectives. This kind of active engagement is crucial to bringing 

about lasting change and making sustainability an integral part of a company's identity. 

1.3. Engaging and motivating employees in sustainable initiatives 

The active involvement of employees in sustainability initiatives results not only from their 

direct participation, but also from the way in which they are encouraged and motivated to 

integrate these practices into their daily lives. An effective strategy for promoting this 

commitment is the implementation of reward and recognition programs that value individual 

and collective efforts in favor of sustainability. 

Paillé, Boiral, and Chen (2013) have thoroughly explored the impact of sustainability-oriented 

human resource management practices on employee behavior. They demonstrate that when 

employees perceive their sustainability efforts as being recognized and appreciated by their 

organization, their motivation to continue and intensify these efforts increases significantly. 

This is particularly true when the rewards are not only financial, but also include elements of 

social recognition, such as awards for sustainable innovation or honors within the company. 

These authors also suggest that creating a work environment where sustainable initiatives are 

not only encouraged but also integrated into performance appraisals and career paths can 

reinforce this commitment. By recognizing and valuing contributions to sustainability, 

companies can cultivate a climate where sustainability becomes an integral part of 

organizational identity.  

This model of motivation and commitment contributes to the creation of an organizational 

culture where sustainability is perceived as a significant added value, positively influencing job 

satisfaction and employee loyalty. The result is a virtuous circle of sustainable performance that 

benefits both the individual and the organization as a whole. 

1.4. Défis de l’intégration des pratiques durables dans la gestion des talents 

Integrating sustainable practices into talent management is a laudable initiative, but it is not 

without its challenges. These range from resistance to change among employees to the difficulty 

of directly measuring the impact of these initiatives on organizational performance. These 

obstacles can hamper a company's efforts, even with the best of sustainability intentions. 
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Jabbour and Santos (2008) have thoroughly examined the complexities associated with 

adopting sustainable human resource management practices. They point out that the main 

challenge lies in the need for a profound cultural change that encourages sustainable practices. 

Often, employees and managers may be accustomed to ways of working that do not prioritize 

environmental considerations, making it difficult to adopt new, more sustainable practices. 

Resistance can also stem from the perception that sustainability initiatives are more costly or 

less effective than traditional methods. 

In addition, Jabbour and Santos highlight the difficulty of measuring the benefits of sustainable 

practices, especially in the short term. The results of sustainable initiatives, such as reduced 

carbon emissions or improved energy efficiency, can take time to become clear in financial 

reports or performance indicators. This can discourage investment in such initiatives, especially 

in an economic climate where short-term results are often preferred. 

To overcome these challenges, the authors recommend a strategic approach that includes 

training and ongoing education on the importance and benefits of sustainability. They also 

suggest that corporate leaders play a crucial role by embodying these sustainable practices 

themselves, and by establishing clear policies that align sustainability objectives with the 

organization's overall strategic goals. 

In conclusion, contingency theory provides an essential framework for understanding variations 

in the effectiveness of sustainable talent management practices across different organizational 

contexts. It highlights the importance of a personalized, adaptable approach, essential to 

overcoming the specific challenges and maximizing the opportunities offered by each unique 

environment. This theory suggests that to realize the full benefits of sustainable practices, 

organizations must not only understand, but also be prepared to adapt their talent management 

strategies to the changing dynamics of their specific context. 

2. Conceptual model and research hypotheses 

To gain a deeper understanding of how to integrate sustainable development practices into 

talent management, it is essential to develop a conceptual model based on contingency theory. 

Contingency theory, introduced by Lawrence and Lorsch (1967), postulates that the 

effectiveness of management practices is highly dependent on conditions specific to each 

organization. This theoretical perspective is crucial to understanding why certain sustainable 

talent management strategies succeed in some contexts but fail in others.According to Lawrence 

and Lorsch (1967), organizations must adapt their structures and processes to align with the 

demands of their internal and external environments. This means that talent management 

practices, such as sustainable recruitment, sustainability training and employee engagement 
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initiatives, need to be tailored to specific contextual variables, such as organizational culture, 

environmental regulations, and the company's technological maturity (Donaldson, 2001). 

By applying this theory to the context of sustainable talent management, we can better 

understand how these practices can be optimized to improve organizational effectiveness. For 

example, Jabbour and Santos (2008) have shown that environmentally responsible recruitment 

practices can transform corporate image and attract environmentally sensitive talent. Similarly, 

Renwick, Redman and Maguire (2013) have highlighted the importance of sustainability-

focused training programs in enhancing employee engagement. Paillé, Boiral and Chen (2013) 

also explored how employee engagement initiatives can positively influence their sustainability 

behavior. By integrating contingency theory into our conceptual model, we propose that the 

effectiveness of sustainable talent management is moderated by organizational context. This 

allows us to develop specific hypotheses on how these practices interact with contextual 

variables to produce optimal outcomes. 

 

2.1. Variables du modèle conceptuel 

To establish a sound conceptual model that incorporates contingency theory, it is essential to 

precisely define the variables involved. This model includes explanatory variables, a variable 

to be explained, and a moderating variable. Each of these variables plays a crucial role in 

understanding interactions and effects in the context of sustainable talent management. A clear 

and precise definition of these variables is necessary to build a robust theoretical foundation 

and to develop testable hypotheses that can be explored empirically. 

We begin by highlighting the exponential variables, which are specific practices that companies 

adopt in order to integrate sustainability into talent management. These practices are designed 

to have an impact on the organization's overall sustainability performance. The main 

explanatory variables identified in our model are : 

• Sustainable recruitment: These practices encompass recruitment strategies that 

minimize environmental impact. This includes using virtual interviews to reduce travel, 

adopting eco-friendly digital platforms for managing applications, and promoting a 

sustainability-focused employer brand. These practices aim not only to reduce costs and 

environmental impacts, but also to attract talent that shares the company's sustainability 

values (Jabour and Santos, 2008). 

• Sustainability training: These programs are designed to educate and train employees on 

the company's sustainable practices and environmental objectives. They include training 

sessions on resource conservation, energy efficiency techniques, and the importance of 
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maintaining ethical and ecological business practices. These programs aim to equip 

employees with the skills they need to integrate sustainable development principles into 

their daily activities (Renwick, Redman, and Maguire, 2013). 

•  Employee engagement: This includes programs to motivate and recognize employees 

for their sustainability efforts. These initiatives can include rewards for innovative 

sustainability ideas, honors, and the integration of sustainability objectives into 

performance appraisals. The aim is to create a work environment where sustainable 

practices are valued and encouraged (Paillé, Boiral, and Chen,2013). 

Next, we'll highlight the variable to be explained, which is the effectiveness of sustainable talent 

management. 

➢ Variable to be explained 

• Effectiveness of sustainable talent management: these variable measures the overall 

impact of sustainable practices on organizational performance. It includes indicators 

such as improved environmental performance, increased employee satisfaction and 

loyalty, and achievement of corporate sustainability goals. The effectiveness of 

sustainable talent management is also reflected in the organization's ability to attract and 

retain high-quality talent who are aligned with its sustainability values. 

In our conceptual model, we incorporate a moderator variable to examine how the context in 

which sustainable talent management practices are applied can influence their effectiveness. 

This approach is guided by contingency theory, which asserts that the effectiveness of 

organizational strategies is highly dependent on specific environmental and organizational 

conditions. 

➢ Moderating variable 

•  Organizational context: our moderating variable includes factors such as corporate 

culture, regulatory standards, technological maturity, and available resources. 

According to Lawrence and Lorsh (1967), these factors can alter the strength or even 

the direction of the impact of management practices on organizational results. This 

means that even well-designed practices can fail or succeed, depending on their 

suitability to the organizational context. 

2.2. Development of research hypotheses 

In developing a conceptual model to examine the integration of sustainability practices into 

talent management, it is crucial to formulate clear and well-founded research hypotheses. These 

hypotheses derive directly from the theoretical relationships established by our literature 

review, and are essential for testing the effects of the different variables identified in our model. 
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By specifying these hypotheses, we aim to explore the complex dynamics between sustainable 

talent management practices and their effectiveness in various organizational contexts. 

Research hypotheses play a pivotal role in the scientific process, as they guide data collection 

and analysis, providing a structure for the interpretation of results. In this study, each hypothesis 

is designed to assess the impact of sustainability initiatives in talent management, while taking 

into account potential variations due to organizational context, as suggested by contingency 

theory. In so doing, we seek not only to corroborate causal links, but also to understand how 

and why these links may vary according to specific organizational environments. 

The development of these hypotheses is also influenced by previous empirical and theoretical 

observations suggesting that talent management strategies are not universally applicable, but 

must be tailored to the particular circumstances of each organization (Lawrence & Lorsch, 

1967; Donaldson, 2001). Accordingly, our hypotheses reflect a nuanced approach, recognizing 

that the effectiveness of sustainable talent management practices can be significantly modified 

by factors such as organizational culture, internal policies, and the regulatory framework. 

➢ Sustainable recruitment  

Sustainable recruitment plays a crucial role in the talent management strategy of sustainability-

minded companies. Recruitment methods that emphasize sustainability attract candidates who 

share the company's values, facilitating a deep congruence between employees and the 

organizational culture. This congruence is essential for their long-term commitment. 

Studies such as those carried out by Jabbour and Santos (2008) show that recruitment practices 

that incorporate ecological considerations not only improve the employer's brand image, but 

also attract individuals motivated by sustainability goals. These employees are generally more 

committed and loyal, which reduces turnover and increases organizational performance around 

sustainability objectives. 

By integrating sustainability principles into their recruitment strategies, companies not only 

reinforce their compliance with sustainability values, but also stimulate innovation and 

employee commitment to sustainable practices. These efforts contribute directly to creating a 

workplace where sustainability is actively encouraged and practiced. 

Corporate culture, leadership support for sustainability, and the resources allocated to 

sustainable initiatives are factors that can amplify or mitigate the impact of sustainable 

recruitment practices. In contexts where sustainability is highly valued, the impact of these 

practices on talent management tends to be more pronounced. 

Based on these considerations, we formulate the following: 
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• Hypothesis 1: Sustainable recruitment practices are positively related to the 

effectiveness of sustainable talent management. 

➢ Sustainability training: 

Sustainability training is an essential component of talent management strategies in companies 

committed to sustainable development. These training programs aim to raise employees' 

awareness of environmental issues and teach them how to apply sustainable practices on a daily 

basis. The aim is to reinforce their competence and commitment to the company's sustainable 

initiatives. 

Research by Renwick, Redman and Maguire (2013) found that training programs that 

incorporate sustainability increase not only employee awareness but also their active 

participation in the company's sustainability efforts. Such training is linked to improved 

organizational effectiveness, as it enables employees to better understand and implement 

sustainable practices in their day-to-day roles. 

By systematically integrating sustainability into training programs, companies can cultivate a 

deeper culture of sustainability. This fosters an environment where sustainable values are not 

only encouraged, but actively supported by employee skills. The effectiveness of such programs 

is often amplified in companies where management leads by example and strongly supports 

ongoing sustainability training. 

The implementation of sound training programs can therefore be seen as a direct investment in 

the company's human capital, contributing in the long term to the organization's sustainable 

performance and competitiveness. 

Based on these considerations, we formulate the following: 

• Hypothesis 2: Sustainability-focused training programs improve the effectiveness of 

sustainable talent management. 

➢ Employee commitment 

Employee engagement initiatives towards sustainable practices are essential to enhance the 

effectiveness of sustainable talent management in environmentally and socially conscious 

organizations. These initiatives can include reward programs for environmentally responsible 

behavior, collaborative sustainability projects, and internal awareness campaigns that 

encourage employees to adopt and promote sustainable practices within their work 

environment. 

Previous studies, such as those by Paillé, Boiral and Chen (2013), have shown that when 

employees perceive their sustainability efforts as being recognized and valued by their 

organization, their motivation to continue and intensify these efforts increases significantly. 
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This recognition may take the form of tangible rewards or public acknowledgement, but it 

always contributes to an increase in employee commitment. 

Increased employee commitment to sustainable practices can lead to improved overall 

corporate performance, as engaged employees are often more productive and creative, 

especially in contexts that value innovation and social responsibility. What's more, these 

initiatives reinforce the company's sustainability culture, creating a more attractive and 

motivating workplace for current and future talent. 

Companies that succeed in effectively integrating these initiatives into their talent management 

strategy can expect to see an improvement not only in employee satisfaction and retention, but 

also in their ability to attract new talent that values employers committed to sustainability. 

Based on these considerations, we formulate the following: 

• Hypothesis 3: Employee engagement initiatives towards sustainable practices increase 

the effectiveness of sustainable talent management. 

➢ La gestion des talents durables  

In the context of sustainable talent management, the role of organizational context is crucial, as 

it significantly influences the effectiveness of practices such as sustainable recruitment, 

sustainability-focused training programs and employee engagement initiatives. This context 

includes elements such as corporate culture, management commitment to sustainable practices, 

internal policies and the regulatory framework, all of which can affect how these practices are 

implemented and perceived by employees (Lawrence and Lorsch, 1967). 

Organizations where sustainability is deeply embedded in the corporate culture and where 

leaders display a clear commitment to sustainability are more likely to see positive outcomes 

from these talent management practices. According to Schein (2010), in such environments, 

sustainability initiatives are not only encouraged but also supported by policies and resources 

that facilitate their adoption and integration into day-to-day operations. This creates a fertile 

ground for talent management practices to reach their full potential and lead to significant 

improvements in employee engagement, satisfaction and retention. 

On the other hand, in contexts where sustainability is not strongly valued or supported, 

sustainable talent management initiatives may not realize their full potential, limiting their 

impact on overall talent management effectiveness. As highlighted by Barney (1991), this 

observation underscores the importance of considering organizational context as a key factor 

that can moderate the effectiveness of sustainable talent management practices. 

Based on these observations, we formulate the fourth hypothesis: 
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• Hypothesis 4: Organizational context moderates the relationship between sustainable 

talent management practices and their effectiveness, so that this relationship is stronger 

in contexts more conducive to sustainability.  

This assumption reflects the theory that, as indicated by Boxall and Purcell (2011), 

organizations that successfully align their sustainability initiatives with a supportive 

organizational context are likely to see a significant improvement in employee engagement, 

satisfaction and retention, thereby strengthening the overall effectiveness of their talent 

management. 

Through the development of our hypotheses, we explored how sustainable talent management 

practices influence their effectiveness within organizations. These hypotheses are based on an 

extensive literature review and reflect our understanding of the crucial importance of integrating 

sustainability principles into human resource management practices. 

We first postulated that sustainable recruitment practices are directly linked to improved talent 

management effectiveness, putting forward the idea that environmentally friendly recruitment 

strategies attract and retain employees who are more engaged and aligned with the values of a 

sustainable company. Next, we looked at how sustainability-focused training programs can 

enhance talent effectiveness by increasing engagement and equipping them to contribute 

effectively to corporate sustainability goals. 

We also explored the impact of employee engagement initiatives in favor of sustainable 

practices, which can enrich organizational culture and increase the overall effectiveness of 

talent management, highlighting the crucial role of recognizing and motivating sustainable 

behaviors. 

Finally, we highlighted the moderating role of organizational context, asserting that the 

effectiveness of sustainable talent management practices is significantly influenced by 

sustainability support embedded in corporate culture, internal policies, and leadership 

commitment. 

These hypotheses form the basis of our conceptual model, which seeks to demonstrate how 

these different practices interact in a variety of organizational contexts to influence the 

effectiveness of sustainable talent management. The model we propose will now be illustrated 

through a diagram that visualizes these interactions and the modulation exerted by the 

organizational context. This diagram is intended to clarify theoretical relationships and guide 

data collection and analysis in our subsequent empirical study. 

In conclusion, this conceptual model and its accompanying hypotheses will enable us to better 

understand and maximize the impact of sustainable talent management practices, taking into 
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account the variability of organizational contexts. This will provide valuable insights for HR 

decision-makers and practitioners keen to promote more sustainable and effective management 

practices. 

 

Figure N°2 : Conceptual model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source : Auteur 
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addresses the identified gaps but also proposes practical and effective solutions for overcoming 

them. 

Recognizing the complexities and nuances of current practices, this analysis strives to lay a 

solid foundation for a conceptual framework that fully integrates sustainability principles. This 

framework aspires not only to enrich the theoretical field of talent management, but also to 

provide practitioners with concrete tools for transforming challenges into genuine opportunities 

for growth and innovation. 

3.1. Critical analysis of existing practices in sustainable talent management 

As the business world continues to evolve towards greater awareness of sustainability issues, it 

becomes imperative for companies to re-examine and adapt their talent management practices 

accordingly. This section undertakes a critical analysis of current practices in sustainable talent 

management, identifying not only successes but also pitfalls and shortcomings. By scrutinizing 

existing methods through the prism of recent research and expert testimony, we seek to 

understand where and how these practices can be refined or redefined to better respond to 

contemporary environmental and social imperatives. This critical examination is essential to 

lay the foundations for a robust conceptual model that will be developed to improve alignment 

between companies' sustainability objectives and their talent management strategies. 

As a result, integrating sustainability into talent management is an area that has grown in 

importance as companies increasingly recognize their role in promoting responsible practices. 

However, an examination of current methods reveals several critical points that require in-depth 

attention to optimize these efforts. 

→ Uniformity of sustainable recruitment practices: Although authors such as Jabbour and 

Santos (2008) have identified the benefits of sustainable recruitment practices, such as virtual 

interviews to reduce travel and carbon footprint, implementation remains inconsistent across 

different departments and geographies within the same organizations. This inconsistency can 

dilute the overall effectiveness of sustainability initiatives, and suggests a need for more 

uniform and systematically applied policies. 

→ Depth and scope of sustainability training programs: Renwick, Redman and Maguire 

(2013) have highlighted the importance of sustainability training in instilling a culture of 

sustainability within companies. However, there is a gap regarding the depth and continuity of 

such training. Often, programs are introduced as one-off initiatives without a plan for follow-

up or ongoing integration, which can limit their long-term impact on employee behavior. 

→ Sustainability recognition and motivation : In their studies Paillé, Boiral and Chen (2013) 

explored the effectiveness of reward programs in encouraging sustainable behaviors. While 
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these initiatives are essential for motivating employees, they are not always aligned with other 

strategic corporate objectives, which can lead to conflicting priorities and lower employee buy-

in. 

→ Measuring the impact of sustainability initiatives: A persistent challenge is measuring 

the real impact of sustainable practices, particularly in terms of return on investment and 

improved environmental performance. The absence of clear and consistent metrics makes it 

difficult for companies to effectively assess the value added by these practices. 

In conclusion, analysis of current sustainable talent management practices reveals several 

crucial challenges that need to be addressed to improve the effectiveness and consistency of 

these initiatives. Firstly, there is a notable inconsistency in the application of sustainable 

recruitment practices across various branches and organizational levels. Secondly, 

sustainability training programs often lack depth and are not systematically integrated into 

employee development paths. Thirdly, current reward systems are not always aligned with 

sustainability objectives, which can lead to a lack of long-term commitment on the part of 

employees. Finally, the difficulty of measuring the real impact of sustainability initiatives limits 

organizations' ability to effectively evaluate and adjust their strategies. These shortcomings 

underline the urgent need to develop a more robust and integrated conceptual model that not 

only addresses these challenges, but also reinforces the company's overall commitment to 

sustainability. 

 

3.2. Developing a conceptual framework for sustainable talent management 

In today's context, where environmental and social concerns are becoming increasingly 

pressing, it is imperative for companies to rethink their talent management strategies to 

incorporate sustainability principles. This change requires not only a redefinition of strategic 

objectives, but also a profound commitment at all levels of the organization. To guide this 

transformation, we have developed a conceptual framework based on best practice and 

supported by academic research. This framework focuses on three main pillars: strategic 

alignment, employee engagement, and continuous innovation. Each of these pillars plays a 

crucial role in creating a talent management system that is not only effective, but also 

sustainable and aligned with the ethical and environmental values of our time. We will now 

examine each pillar in detail, highlighting how they can be effectively implemented to 

transform talent management in a sustainable context. 

 



 

 

www.africanscientificjournal.com                                                                                                      Page 204 

African Scientific Journal 

ISSN :  2658-9311 

Vol : 03, Numéro 25, Août 2024 

 

→ Strategic alignment: Integrating sustainability goals into a company's overall vision and 

mission is essential to align all talent management initiatives with these ecological and social 

ambitions. This strategy ensures that every action taken by the company contributes to its 

overall sustainability goals. A study by Shen and Benson (2016) illustrates the effectiveness of 

this approach, revealing that recruitment policies that assess candidates' commitment to 

sustainability, in addition to their technical skills, not only improve the quality of hires but also 

strengthen the employer brand. This method helps to create an environment where sustainability 

is a core value, attracting talent who share these ideals and thus reinforcing the coherence 

between the company's strategic objectives and practices. 

→ Employee commitment: Regular sustainability training programs are crucial to maintaining 

and strengthening employee commitment to eco-responsible practices. Paillé and Boiral (2013) 

have shown that ongoing sustainability training is vital to embedding a culture of sustainability 

within organizations. These programs educate employees about the importance of sustainability 

and help them integrate sustainable practices into their daily routines. Meanwhile, Renwick, 

Redman and Maguire (2013) have observed that reward systems aligned with contributions to 

sustainability can motivate employees while strengthening organizational culture. These 

rewards, whether financial or in the form of recognition, value and celebrate employees' 

sustainability efforts, contributing to a more engaged and conscious work environment. 

→ Continuous innovation: To stay at the forefront of sustainability, companies need to 

establish feedback mechanisms and encourage continuous improvement in their practices. 

Amabile and Kramer (2011) stress the importance of constructive feedback in fostering 

continuous innovation, enabling employees to feel that their ideas are valued and taken into 

account. Furthermore, Zahra and George (2002) recommend constant technological and market 

intelligence to ensure that companies adapt quickly to new opportunities and challenges. This 

adaptability is crucial to incorporating the latest sustainability innovations and responding 

effectively to rapid changes in markets and technologies, ensuring that the company remains 

competitive while adhering to its sustainability principles. 

4. Overall discussion and avenues for future research 

This section aims to deepen understanding of the implications of our study for sustainable talent 

management, while exploring the research opportunities that emerge from our findings. By 

analyzing practical and theoretical implications, we aim to offer practitioners and theorists 

valuable aspects for the application and extension of our conceptual framework. Furthermore, 

by acknowledging the limitations of our work, we define avenues for future research that could 

address these challenges and further broaden our understanding of sustainable talent 
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management practices. This critical reflection is essential to ensure that the field of talent 

management continues to evolve in response to the changing demands of business and society. 

4.1. Practical and theoretical implications 

Integrating sustainability into talent management practices offers tangible benefits for 

organizations, not only by aligning HR strategies with sustainability goals, but also by 

enhancing talent attraction and retention. According to Shen and Benson (2016), adopting 

recruitment policies that take sustainability into account significantly improves the quality of 

hires. Their study shows that when companies evaluate candidates not only on the basis of their 

technical skills but also their commitment to sustainable practices, they attract individuals 

whose values are aligned with those of the company. This not only strengthens the employer 

brand, but also encourages a more committed work environment that is aware of environmental 

and social issues. 

Theoretically, the approach adopted enriches the human resources management literature by 

exploring how sustainable practices can be systematically integrated into talent management. 

Paillé and Boiral (2013) have highlighted the importance of ongoing sustainability training 

programs, indicating that regular education on sustainability issues strengthens employee 

commitment and solidifies the culture of sustainability within organizations. Their research 

suggests that such programs not only inform employees about sustainability policies, but 

transform them into active agents of these initiatives, promoting a proactive approach to 

sustainability in their day-to-day activities. 

In addition, Renwick, Redman, and Maguire's (2013) study explores how reward systems 

aligned with sustainability goals can motivate employees. They discover that when companies 

recognize and reward employees' sustainability efforts, this can lead to a noticeable increase in 

motivation and commitment to the company's environmental and social goals. These reward 

systems create an environment where contributions to sustainability are not only encouraged 

but also valued, contributing to an organizational culture where sustainability is perceived as a 

shared responsibility. 

These studies provide a valuable framework for understanding the interaction between talent 

management policies and sustainability initiatives, offering crucial insights for practitioners 

wishing to implement effective sustainable strategies. They also demonstrate the added value 

of these practices, not only in terms of organizational benefits but also for their contribution to 

broader social and environmental objectives. 
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4.2. Search limitations 

Although our conceptual framework offers an innovative approach to integrating sustainability 

into talent management, it recognizes certain limitations that require attention for wider 

application. In particular, the applicability of this framework can vary significantly across 

sectors and company sizes. Tarique and Schuler (2010) emphasized that talent management 

strategies need to be tailored to specific corporate contexts, implying that small and medium-

sized enterprises may face distinct challenges, such as limited resources and less developed 

sustainability skills. 

To move forward, further research in these areas is essential. It would be instructive to examine 

how the conceptual framework can be adapted to various industrial and organizational contexts, 

particularly in SMEs or less sustainability-regulated industries (Bansal and Knox-Hayes, 2013). 

In addition, longitudinal studies could assess the long-term impact of sustainable talent 

management practices on employee performance and engagement, providing a better 

understanding of their evolution and effectiveness over time. Finally, Renwick, Redman, and 

Maguire (2013) highlighted the importance of identifying barriers and motivators to the 

adoption of sustainable practices, which could help design more effective strategies for their 

implementation and monitoring, including the use of new technologies to overcome these 

barriers. 

These research directions will enrich understanding of the proposed conceptual framework 

while deepening academic knowledge of sustainable talent management, providing practical 

insights for academics and practitioners engaged in this crucial field. 

4.3. Future research avenues 

Future research should explore in more detail the methods by which different types of 

companies, including small and medium-sized enterprises (SMEs), can effectively integrate 

sustainability into their talent management strategies. It is crucial to understand the unique 

challenges these companies face, including limited resources and lack of sustainability 

expertise. A multidisciplinary approach combining management studies, organizational 

psychology and environmental sciences could provide valuable insights into how to overcome 

these obstacles. In addition, the impact of new technologies, such as artificial intelligence and 

blockchain, on sustainable talent management deserves further exploration. These technologies 

could offer innovative solutions for monitoring and improving sustainability practices within 

companies. Finally, it would be beneficial to analyze the long-term effects of sustainability 

policies on organizational performance and employee engagement, using longitudinal research 

methodologies to trace changes and trends over time. Such studies could also help to identify 
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the motivating factors that encourage employees to adhere to sustainability initiatives, thus 

providing crucial data for the development of more effective and tailored practices. 

At the end of this exploration of the practical and theoretical implications of integrating 

sustainability into talent management, it is clear that adopting these practices is not only 

beneficial for improving organizational performance, but also essential for strengthening 

employee commitment to sustainability goals. The contributions of researchers such as Shen 

and Benson (2016) and Renwick, Redman, and Maguire (2013) have been particularly 

instructive, highlighting the effectiveness of recruitment policies and reward systems aligned 

with sustainability principles. 

However, the generality of these practices remains a concern, highlighting the need to extend 

research to a variety of contexts, including small and medium-sized enterprises and industries 

less impacted by strict sustainability regulations. Future research should therefore consider 

longitudinal studies to assess the long-term impact of these practices, and explore the adoption 

of new technologies that could facilitate the implementation of sustainability in talent 

management. 

Ultimately, this discussion not only enriched our understanding of sustainable talent 

management, but also opened up many avenues for future research. It encourages us to continue 

exploring this vital area, in order to better understand how companies can operate sustainably 

while remaining competitive and responsible in a rapidly changing market environment. 
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Conclusion  

This article has undertaken an in-depth examination of sustainable development practices in 

talent management, exploring existing literature, developing a conceptual framework based on 

critical analysis, and discussing the practical and theoretical implications of these approaches. 

Through a detailed literature review, we identified current practices and gaps in sustainable 

talent management, which formed the basis for the development of our conceptual framework. 

This framework, enriched by critical analysis, highlighted the need for further integration of 

sustainability principles into talent management policies and practices. 

The ensuing discussions revealed the practical implications of our framework, demonstrating 

how companies can benefit from implementing sustainability-focused talent management 

practices to improve not only their environmental and social performance, but also their 

competitiveness in the marketplace. The theoretical implications of this research have helped 

to broaden academic understanding of sustainable talent management strategies, offering new 

insights and strengthening the case for more conscious and responsible human resource 

management. 

However, the limitations identified call for more nuanced future exploration, especially with 

regard to the application of these practices in various organizational contexts, including SMEs 

and less regulated industries. Future research avenues, such as the adoption of innovative 

technologies and longitudinal examination of the impacts of these practices, are essential to 

overcoming current challenges and maximizing the benefits of sustainability initiatives. 

In conclusion, integrating sustainability practices into talent management is imperative for 

companies that aim not only to succeed in a competitive business environment, but also to 

contribute positively to society and the environment. This work provides a solid foundation for 

future research and for practitioners wishing to implement talent management strategies that 

are not only effective but also ethically and environmentally responsible. 
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