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Abstract

Corporate Social Responsibility (CSR) and Talent Management (TM) are at pivotal point in their development. However, the absence of
rigorous studies that explore the relationship between Talent Retention and dimensions of CSR in the literature is surprising. Thus, the
attempt of current research is to address this gap in the literature, by studying the effect of Socially Responsible Human Resource Man-
agement (HRM) practices on talent retention. And to contribute to the body of the literature by providing further insights about the im-
portance of CSR to TM. Also, by adopting Socially Responsible HRM practices as different CSR practices that can affect organizational
retention through different processes and impact stakeholders in different way. Furthermore, it answers recent calls for additional re-
search about the impact of CSR on retaining talents, and on how integrating CSR into the culture of the organization could provide the

organization with valuable conception in the talent retention.
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1. Introduction

Since McKinsey & Co.’s (1997) study on “war for talent”, com-
munity in general and business organizations in particular widely
acknowledged Talent management (TM) and retention among the
most important factors for organizational competitive advantage
and future success(1, 2). However, attracting talents alone is not
enough; there is a need to a planned strategy for managing talents,
attached with processes for properly benefit the talented abilities
and retain them (3). As (4) claimed that its becoming harder to
hire and retain talents. Moreover, the talents scarcity will remain
essential challenge for organizations (5). Furthermore, studies
showed that in addition to the direct financial costs of talent turn-
over that is becoming around 200% of their annual salary and
sometimes even more (6, 7), talent turnover can lead to losing
strategic tacit knowledge, work disruptions, expertise/knowledge
loss, and even contagion to other valued employees to leave the
organization (8).

Previous literature about varied factors affect talent retention
showed that organizations are increasingly benefit employer
branding (9), as well as pay, physical working conditions, promo-
tion , relationship with others/superiors, and recognition (10), in
addition to the challenging and interesting job (7, 11) in talent
attraction and retention. However, despite the importance of talent
retention issue and the interest paid on the TM practice, some
important factors which influence the retention of talented em-
ployees still need to be explored. Furthermore, talented individuals
who by fostering innovation, creativity and productivity they con-
firm the business sustainability (12), are a major concern to organ-
ization leaders (13, 14). However, their needs, preferences, and
expectations are not fully explored (15, 16), therefore, the focus of
this research is on the individual talent perspective.

Corporate social responsibility (CSR) is one of the top trends af-
fecting the workplace during the previous three decades (17). Fur-
thermore, a new school of thought advocated that there is a strong
evidence that organization’s CSR initiatives are increasingly be-
coming a secret weapon and a key component to attract and retain
talents(18-20). CSR can be play a significant role in helping or-
ganization to improve talent retention (19), providing that high
salaries and promotions are less of a feature in today’s climate,
and as the coming talent generation are looking for organization
with strong value (21).However, from reviewing the literature
there is a body of literature dealing with the influence of CSR on
employer attractiveness (e.g.(22, 23)). Nevertheless, retention of
talent has not received much attention. Research in this area are
scarce.

Accordingly, this study will extend the current literature by ex-
ploring how Socially Responsible HRM practices are related to
talent retention. And it will particularly make these contributions
to the existing research. First, despite the great importance of
CSR issue for organizations and society in general, little is known
about the micro-foundations of CSR (24), and the employee ‘s
voice has been noticeably absent (25). By studying the effect of
Socially Responsible HRM on talent retention form employee
perspective the current study will contribute to the body of the
knowledge by addressing this gap and answer to calls for re-
searches on how CSR affects individuals level (26). Second, CSR
and TM are at pivotal points in their development. However, the
absence of rigorous studies that uncover the relationship between
talent retention and dimension of CSR in the literature is surpris-
ing. Thus, attempt of this study is to address this gap and to con-
tribute to the body of knowledge, by studying the effect of Social-
ly Responsible HRM practices, as different CSR practices have
different influences on stakeholders and impact organizational
retention through different processes. Moreover, it answers the
calls of (27, 28) for additional research about the impact of CSR
on retaining talents, and on how integrating CSR into the culture
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of the organizational could be effective in providing the organiza-
tions with valuable conception in talent retention..

2. Literature Review

2.1. Talent Retention

Talent retention is considered as important factor that triggers
organization success, growth, survival, and performance in the
current world economic situation and competitive market place
(29). Considering talent retention as a part of organization culture
makes it effective(30). Organizations recognized that a strategic
mechanism in talent retention is a key driver to sustainable com-
petitive advantage, and that as managers are responsible about
their budget they are accountable for increasing their talented
employees as argued in the McKinsey and Company authors book
The War for Talent in 2000.The wide literature provided several
definitions for talent retention (31, 32). Referring to (33) definition,
talent retention is about the employer efforts in keeping the desir-
able employees in order to meet business objectives.

In reviewing the literature about different factors impacting talent
retention, many studies focused on employer branding, showing
that organizations are ever more looking to benefit branding in
attracting and retaining talent (9). Hence, (34), assumed that when
employees attracted by brand equity they are more likely to retain
with the organization. Also, (35) model linked employer branding
to talent attraction and retention. On the other hand, (36) study
differentiated attitudes to branding from attraction to retention and
grouped them in order of importance.

On the other hand, (37) study mentioned 10 factors that affect
retaining talented employees which are: fitting between talent
employees - corporate culture, joint -responsibility and attach-
ment, training, skills development, competences matching posi-
tions, matching the motivation with the talent’s need, immediate
financial bonuses, engaging talents in corporate solving problem
process, and togetherness sense. Furthermore, (11) assured that the
interesting and challenging job that can lead to real satisfaction,
not the remuneration level keeps talent. Moreover, (10) claimed
that pay, promotion, relationship with others/superiors, physical
working conditions, and recognition were the major factors that
impact the effectiveness of retaining talent in any organization.

2.2. Corporate Social Responsibility (CSR)

The importance of business social responsibility increased during
the previous three decades. This demand for CSR emerged from
both business organizations in order to increase profitability and to
provide a positive public image, as well as, from community as
institutional regulation or a groundswell of public (38, 39). The
previous literature provided diverse definitions for CSR. Referring
to a well-known definition by (40), CSR is concerned about deal-
ing with all of the firm stakeholders in an ethical way and, rising
living standards for people inside and outside the firm. Previous
research investigated the organizations CSR practices and their
effect on both internal and external stakeholders (41). Studies on
external stakeholders as, consumers (42) and, investors (43). On
the other hand, studies on internal stakeholders as, employees (44,
45) and managers (46).

2.3. Socially Responsible HRM (SRHRM)

Recently, researchers have recognised that an increased number of
organisations are now using HRM as a key driver to enhance their
business performance in social responsibility and to get their man-
agers ready for social, and ethical issues (47, 48). Literature
showed the pivotal role that HRM plays in the implementation of
sustainable strategy and CSR initiatives in organisations (21, 49).
In emerging HRM literature, the CSR-HRM nexus has been la-
belled under different terms such as socially conscious HRM (50),

sustainable HRM (51), and ethical HRM (52). All these terms
indicate the accountability of HRM function in delivering those
particular HR practices that support organisation-wide CSR policy.
Accordingly, combining CSR with HRM advances the current
knowledge foundation of the HRM literature, as well as, it is im-
portance because CSR has increasingly become significant to
organizations.

Considering the importance of employees in CSR-HRM frame-
work, (53) have proposed the concept of socially responsible
HRM (i.e., SRHRM), with a notion that SRHRM is as effective as
other progressive HRM systems in strategic development of or-
ganizations. (54) referred to socially responsible HRM as CSR
policies and practices directed at employees to underpin the effec-
tiveness of the implementation of CSR. SRHRM goes further than
enhancing the working conditions for employees and providing
them with extra payment and may include the recruitment and
retention of socially responsible employees, considering employ-
ees’ social contributions in promotion, performance appraisal, and
remuneration, and providing them with social issues training, (53,
55). Consequently, the influence of SRHRM on employee work
behaviors go above and beyond the effect of general HRM, fur-
thermore, this influence can be among different mediation paths
and moderation conditions from that for general HRM.

2.4, Talent & CSR

CSR can create a win-win position for corporations as a positive
source of competitive advantage (56, 57), as well as an effective
strategy for retaining, motivating, and attracting talent(18, 58).
Hence, organizations can lever TM using a planned approach
which improve the effectiveness of CSR (59) Among the initial
studies to explore the influence of CSR on talent attraction was
(23) research. Finding from (20) study shows that organization
with high responsible leadership get the full benefit of retain talent
only through mediating effect of organization pride and satisfac-
tion.

3. Conceptual Model

Drawing on the above studies that has been conducted by review-
ing the literature for the purpose of this study. Figure 1 shows
conceptual model of the relationships among study variables. As
shown in the figurel, Socially Responsible-HRM Practices are
directly related to talent retention.

Retaining

Socially Responsible- Talent

HRM Practices

Independent Variables Dependent Variable
Fig. 1: Conceptual Model.

Based on the above, the following hypothesis can be stated:
Hypothesis 1: There is a direct positive relationship between So-
cially Responsible HRM practices and Talent Retention.

4. Conclusion

The literature review that conducted in this study on the relations
between CSR and TM found that research on the relationship be-
tween talent retention and dimensions of CSR are limited. Thus,
the purpose of this study is to provide additional insights into the
value of CSR to TM by studying the effect of socially responsible
HRM practices on talent retention.

A questionnaire that include the variables stated in this model can
be employed to empirically teste it. Accordingly, the effect of
Socially Responsible HRM practices on talent retention can be
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identified, in order to help decision makers to focus more on CSR
practices that affect talent retention.

However, it deserves to mention that due to time limitation, acces-
sible literature has been used for this study. Therefore, the concep-
tual model can be strengthened by incorporating additional related
literature.
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