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ABSTRACT

Talent management and diversity management are sometimes viewed as complemen-
tary strategies, vet, their overlap can have unintended long-term effects for orga-
nizational diversity. This present chapter underlines the importance of embedding
sustainable DEI practices in talent acquisition and retention strategies to enhance
employee satisfaction and build strong organizational identity. It explores practical
policy development, showcases case studies, and emphasizes the role of sustainable
HRM practices in fostering inclusion, employee fulfilment, and long-term business
success. The theoretical foundation of the study encompasses concepts pertaining to
talent acquisition, talent retention, and DEI practices. Critical theories of diversity
management underscore the strategic importance of human capital in organizational
success and elucidate how individuals identify with and connect to social groups.

DOI: 10.4018/979-8-3373-2312-1.ch008

Copyright © 2026, IGI Global Scientific Publishing. Copying or distributing in print or electronic forms without written permission of IGI Global Scientific Publishing is prohibited. Use of this chapter to
train generative artificial intelligence (ATI) technologies is expressly prohibited. The publisher reserves all rights to license its use for generative Al training and machine learning model development.

193



I. INTRODUCTION

Intoday’s dynamic global business environment, workforce diversity has emerged
asacritical determinant of organisational sustainability, innovation, and performance.
Much like a well-equipped toolbox that contains a range of instruments to address
various tasks, a diverse workforce brings together a spectrum of perspectives, expe-
riences, and competencies that empower organizations to navigate complexity and
drive growth. Relying solely on homogeneous teams is akin to attempting every task
with a single tool—it limits creativity, narrows problem-solving approaches, and
restricts innovation . In contrast, embracing diversity enables organizations to unlock
multidimensional thinking, foster inclusive cultures, and enhance their adaptive
capacity in an increasingly competitive marketplace (Hunt, Layton & Prince, 2015).
Human Resource Management (HRM) lies at the heart of leveraging diversity to
meet organizational goals. Effective HRM encompasses recruitment, development,
performance evaluation, and the strategic integration of workforce diversity as a key
lever of success (Armstrong & Taylor, 2020). The strategic imperative of managing
diversity goes beyond representation—it demands cultivating inclusive environments
that value employees’ unique contributions shaped by their career trajectories, life
stages, cultural backgrounds, and social identities. Even among seemingly similar
individuals, personal experiences and perspectives can vary greatly, underscoring the
importance of equity and inclusion across all facets of HR practice. As organizations
navigate globalization, technological disruption, and shifting employee expectations,
talent acquisition and retention have become both complex and central to business
resilience. Globalization has erased traditional geographical barriers, necessitating
thatcompanies recruit talent across diverse demographics, ethnicities, and geographies
to remain competitive (Coles, 2021). Diversity and inclusion (D&I) in this case are
not only ethical requirements, but are strategic resources. The empirical research
has constantly proved that heterogenous teams are more profitable, innovative, and
capable of solving complex problems than homogeneous teams. Workforce diver-
sity can be a great addition to organizational culture, employee engagement, and
job satisfaction when managed effectively thus helping firms to attract and keep
the best talent, especially when the younger generations are considered, since they
value other aspects of work such as inclusion, fairness, and career chances (Ming-
hua, 2022). Companies integrating their human-resource strategies into the values
of D&I are therefore more apt to build healthy employer brands, boost employee
loyalty and develop a sense of belonging an assortment of factors considered to be
critical to sustained success.According to Saeidi et al. (2022), integrating sustain-
ability in human-resource management, diversity management included, enhances
the efficacy of employees and organizational performance. However, the real form
of D&I requires not just the display of token gestures; it is the need to break down
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