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ABSTRACT

Human resources management has an important role in organizations. This importance comes from the 
fact that HRM plays an active role in all other functions of the organization. At this point, although it is 
an important competitive tool for organizations, it has gained importance in organizations in practices 
that will shape competition. While green talent management, which is one of the most important green 
HRM functions, comes to the fore, various changes have begun to be seen in the functions due to the fact 
that the competition is human-oriented. In this regard, organizations have not only developed business 
strategies for talented individuals, but have begun to develop environmental awareness and business strat-
egies for talented individuals who can take environmental initiatives. In this regard, the aim of the study 
is to analyze green talent management and how organizations captivate through eco-friendly practices.

1. INTRODUCTION

The fact that the concept of talent is used in other disciplines and is explained with similar concepts 
and the same content enriches the definitions of the concept of talent. In particular, the integration of 
the concept of talent into business life has led to an expansion in the scope of the concept. First of all, 
understanding what the concept we consider as talent means and proceeding in this direction and explain-
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ing it with the concept of management is important in terms of adding depth to the subject. The element 
mentioned as talent is individuals. It is a concept that emerges when individuals are described as human 
resources. Human beings are described as a resource because the capacity of human resources can be 
improved, they have unlimited abilities and are numerous. The fact that it expresses human resources in 
its talent shows that it is human capital with its knowledge, skills and abilities. Therefore, talents, which 
are described as resources for organizations, are of primary importance in ensuring the existence of the 
organization. In this regard, talent management is primarily expressed as the management of human 
resources directed within certain goals and objectives. These are the business strategies that organiza-
tions put forward and implement in order to retain talented employees.

Business strategies and talent management exist. The most important reason for this is that in talent 
management, the concept is approached from this perspective in terms of operating an analytical process, 
making long-term plans and serving the organizations’ sustainable competitive advantage. Thus, ap-
proaching talent management from a strategic perspective is important for the health of the organization 
so that the organization can continue its life, meet its mission requirements and maintain its sustainable 
competitive advantage. Today, due to changing conjunctural reasons, changes have occurred in the 
evaluation of talent management. Changes in the external environment have brought about changes in 
the evaluation of human capital by taking into account the changes in the ecosystem of organizations. 
It has become especially important for organizations that make changes at the core of their business 
strategies by taking the ecosystem into consideration to include individuals who have high awareness 
of nature and can minimize the impact of changes in the ecosystem.

In this case, the concept of talent management evolved into the concept of green talent management. 
What is meant by green talent management is that there are individuals who have a high awareness of 
nature, who are nature conscious, and who can implement the initiatives they undertake to protect nature 
both in their individual life and business life, and that these expressions also shape their business strate-
gies. The features mentioned above are of great importance in terms of serving the goals and objectives 
of organizations. The green talent management practices of organizations and the business strategies 
they create to retain employees also vary. It is seen that there are differences between talent management 
and green talent management, and certain differences are created in shaping business strategies. They 
are similar in that they are both human-oriented, but the strategies they use to increase awareness, the 
existence of information about nature, the existence of practices that raise awareness among employees 
about nature, differ. Therefore, in green talent management, practices are created in the processes and 
activities related to talent management within the framework of nature-oriented policies. The differ-
entiation of green talent practices across organizations paves the way for deepening knowledge about 
the applicability of the concept. Therefore, providing organizations with information about what types 
of applications exist allows the expansion of the areas where the concept can be practiced. By doing 
this, the various green talent management practices that will be included in the study are important in 
terms of providing information about how they are implemented in which institutions. Another factor 
that will make the study important is the conceptual evaluation of green talent management within the 
scope of signaling theory. In this regard, green talent management, which is examined within the scope 
of signalling theory, is important in terms of providing information about the inputs and outputs of 
employees and managers and how it has differences from the others theories which had been used in 
other academics papers.

Establishing a general conceptual framework and then addressing the basic issues regarding talent 
management are among the primary issues to be addressed in the study. In the later stages of the study, 



 

 

16 more pages are available in the full version of this document, which may

be purchased using the "Add to Cart" button on the publisher's webpage:

www.igi-global.com/chapter/captivating-talent-through-eco-friendly-

practices/348717

Related Content

Sustainable Universities to Promote Environmental Awareness in Higher Education Students in

Mexico
Nayeli Manzano Sánchez, Ingrid Yadibel Cuevas Zuñigaand María del Rocío Soto Flores (2025). Green

HRM Awareness and Training in Higher Education Institutions (pp. 139-166).

www.irma-international.org/chapter/sustainable-universities-to-promote-environmental-awareness-in-higher-education-

students-in-mexico/357119

Does Corporate Social Responsibility (CSR) Translate Into Sales?: A Perspective
Rajinder Minhasand Sushila Devi (2025). Insights Into Digital Business, Human Resource Management,

and Competitiveness (pp. 331-348).

www.irma-international.org/chapter/does-corporate-social-responsibility-csr-translate-into-sales/369020

Managing Business Continuity in the COVID-19 Era: Case of a Manufacturing Company in

Thailand
Chee Wai Makand Oranuch Pruetipibultham (2022). Handbook of Research on Challenges for Human

Resource Management in the COVID-19 Era (pp. 308-357).

www.irma-international.org/chapter/managing-business-continuity-in-the-covid-19-era/308343

Understanding Diversity: The Power of Differences
Surjit Singhaand Ranjit Singha (2023). Enhancing Employee Engagement and Productivity in the Post-

Pandemic Multigenerational Workforce (pp. 297-313).

www.irma-international.org/chapter/understanding-diversity/333505

Applicability of Six Sigma in Human Resource Management
Nagaraj Shenoy (2022). Research Anthology on Human Resource Practices for the Modern Workforce (pp.

680-694).

www.irma-international.org/chapter/applicability-of-six-sigma-in-human-resource-management/295369

http://www.igi-global.com/chapter/captivating-talent-through-eco-friendly-practices/348717
http://www.igi-global.com/chapter/captivating-talent-through-eco-friendly-practices/348717
http://www.irma-international.org/chapter/sustainable-universities-to-promote-environmental-awareness-in-higher-education-students-in-mexico/357119
http://www.irma-international.org/chapter/sustainable-universities-to-promote-environmental-awareness-in-higher-education-students-in-mexico/357119
http://www.irma-international.org/chapter/does-corporate-social-responsibility-csr-translate-into-sales/369020
http://www.irma-international.org/chapter/managing-business-continuity-in-the-covid-19-era/308343
http://www.irma-international.org/chapter/understanding-diversity/333505
http://www.irma-international.org/chapter/applicability-of-six-sigma-in-human-resource-management/295369

