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Human Capital Challenges in Sustainability
Start-ups- Attracting, Retaining, and Developing
Talented Individuals

Dr. Preksha Yadav

Abstract- Sustainability start-ups play a critical role in
addressing the world's most pressing challenges. However,
they face a number of human capital challenges in attracting,
retaining, and developing talented individuals. These
challenges include lack of brand awareness, competition from
established companies, high turnover, burn-out, lack of career
growth opportunities, limited resources, and lack of expertise.

This paper reviews the literature on human capital
challenges in start-ups and sustainability start-ups. It then
identifies the unique human capital challenges faced by
sustainability start-ups and evaluates the effectiveness of
different strategies for addressing these challenges. Finally,
the paper investigates the impact of human capital challenges
on the performance of sustainability start-ups.

The paper finds that sustainability start-ups face a
number of unique human capital challenges. These challenges
include the need to attract and retain employees who are
passionate about sustainability, the need 1o offer competitive
salaries and benefits, and the need to create a positive and
supportive work environment. The paper also finds that the
effectiveness of different human capital strategies varies
depending on the specific needs of the sustainability start-up.

The paper concludes by providing recommendations
for sustainability start-ups on how to attract, retain, and
develop talented individuals. These recommendations include
investing in brand awareness, offering unique benefits and
opportunities, creating a positive and supportive work
environment, providing opportunities for professional
development and growth, and being transparent about career
paths and development opportunities.

Keywords:  sustainability — start-ups, human capital
challenges, attracting talent, retaining talent, developing
talent, performance.

[. INTRODUCTION

ustainability start-ups are at the forefront of
innovation in the fight against climate change and

other environmental challenges (Adams & Adams,
2011). However, these companies face a number of
human capital challenges in attracting, retaining, and
developing talented individuals (Govindan, Kannan, &
Shankar, 2014).

One of the biggest challenges for sustainability
start-ups is attracting top talent. These companies are
often new and unknown, and they may not have the
same brand recognition or reputation as established
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companies (Deloitte, 2022). Additionally, sustainability
start-ups often operate in emerging industries with new
and evolving technologies, which can make it difficult to
find employees with the necessary skills and experience
(Slaus & Jacobs, 2011).

Another challenge faced by sustainability start-
ups is retaining talented individuals (Mukul, & Saini,
2021). These companies often have limited resources
and may not be able to offer the same salaries and
benefits as larger, more established companies.
Additionally, sustainability start-ups may have a high
turnover rate due to the demanding work environment
and the long hours that employees are often required to
work (Lange, 2017).

Finally, sustainability —start-ups also face
challenges in developing talented individuals (landolo &
Cosimato, 2019). These companies may not have the
resources or expertise to provide employees with the
training and development they need to succeed.
Additionally, sustainability start-ups may have a culture
that does not value professional development or that
does not provide employees with the time or resources
they need to learn new skills (Hudakova, Urbancova, &
Vnouckova, L. 2019).

Despite the challenges they face, sustainability
start-ups play a vital role in the transition to a more
sustainable economy. By attracting, retaining, and
developing talented individuals, sustainability start-ups
can accelerate the development and adoption of
innovative solutions to environmental challenges.

II. LITERATURE REVIEW

Sustainability start-ups are at the forefront of
innovation in the fight against climate change and other
environmental challenges. However, these companies
face a number of human capital challenges in attracting,
retaining, and developing talented individuals.

a) Attracting Talented Individuals

One of the biggest challenges for sustainability
start-ups is attracting top talent. These companies are
often new and unknown, and they may not have the
same brand recognition or reputation as established
companies (Morioka, Carvalho, & Azevedo, 2018).
Additionally, sustainability start-ups often operate in
emerging industries with new and evolving technologies,
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which can make it difficult to find employees with the
necessary skills and experience (Tura, Van Tulder, &
Muche, 2019).

To attract top talent, sustainability start-ups
need to focus on their mission and values. Many people
are passionate about sustainability and want to work for
companies that are making a difference (Slaus &
Jacobs, 2011). Sustainability start-ups can highlight their
impact and mission in their job postings and marketing
materials. They can also offer competitive salaries and
benefits, as well as opportunities for professional
development and growth.

Sustainability start-ups can also attract talented
individuals by partnering with universities and colleges.
These partnerships can help sustainability start-ups to
connect with students and recent graduates who are
interested in sustainability careers. Sustainability start-
ups can also attend industry events and conferences to
network with potential candidates.

Attracting talented individuals is a critical
challenge for all organizations, but it is especially
important for sustainability start-ups (Trautwein, 2021).
These companies are often new and unknown, and they
may not have the same brand recognition or reputation
as established companies. Additionally, sustainability
start-ups often operate in emerging industries with new
and evolving technologies, which can make it difficult to
find employees with the necessary skills and experience
(Adams & Adams, 2011; Deloitte, 2022; Govindan,
Kannan, & Shankar, 2014).

Despite these challenges, there are a number of
things that sustainability start-ups can do to attract
talented individuals. Some of the most important factors
include:

1. Mission and Values: Many people are passionate
about sustainability and want to work for companies
that are making a difference (Pollard, 2008).
Sustainability start-ups can highlight their mission
and values in their job postings and marketing
materials (Slaus & Jacobs, 2011).

2. Competitive Salaries and Benefits: Sustainability
start-ups need to offer competitive salaries and
benefits to attract and retain top talent (Sauermann,
2018). This includes offering competitive base
salaries, performance bonuses, and equity options
(Morioka, Carvalho, & Azevedo, 2018).

3. Opportunities for Professional Development and
Growth: Talented individuals want to work for
companies that provide them with opportunities to
learn and grow (Earle, 2003). Sustainability start-ups
can offer employees the opportunity to work on
cutting-edge technologies and to make a real
difference in the world (Tura, Van Tulder, & Muche,
2019).

4. A Positive and Supportive Work Environment:
Sustainability start-ups need to create a positive and
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supportive work environment where employees feel
valued and respected (Voinea, Logger, Rauf, &
Roijakkers 2019). This can be done by fostering a
culture of collaboration and teamwork, and by
providing employees with the resources and tools
they need to succeed (Deloitte, 2022).

In addition to these factors, sustainability start-
ups can also attract talented individuals by:

e Partnering with universities and colleges to recruit
students and recent graduates

e Attending industry events and conferences to
network with potential candidates

e Offering internships and apprenticeships

e Creating a strong employer brand that emphasizes
the company's commitment to sustainability and
social responsibility

e By focusing on these factors, sustainability start-ups
can attract talented individuals who are passionate
about sustainability and making a difference.

b) Retaining Talented Individuals

Once sustainability start-ups have attracted top
talent, they need to focus on retaining them. This can be
done by creating a positive and supportive work
environment (Peyton, 2004). Sustainability start-ups
should provide employees with opportunities for
professional development and growth, as well as
competitive salaries and benefits. They should also offer
flexible work arrangements and other benefits that can
help employees to achieve a healthy work-life balance.

Sustainability start-ups can also retain talented
individuals by creating a culture of learning and
innovation (Vogel & Fischler 2013). This culture should
encourage employees to share their knowledge and
expertise with each other, and to take on new
challenges. Sustainability start-ups should also provide
employees with opportunities to work on challenging
and meaningful projects.

Retaining talented individuals is essential for
any organization that wants to succeed in the
competitive global marketplace (Adams, C., & Adams,
M., 2011). Talented employees are the driving force
behind innovation, productivity, and customer satis-
faction. When talented employees leave, it can have a
significant impact on the organization's bottom line
(Morioka, S. N., Carvalho, H., & Azevedo, S. F., 2018).

There are a number of factors that contribute to
employee retention, including competitive salaries and
benefits, opportunities for professional development and
growth, and a positive work environment (Govindan, K.,
Kannan, D., & Shankar, R., 2014). However, the
literature suggests that three factors are particularly
important in retaining talented individuals:

1. Meaningful Work: Talented employees want to feel
like their work is meaningful and that they are
making a difference (Tura, N., Van Tulder, R., &
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Muche, M., 2019). Organizations can create a
culture of meaningfulness by clearly articulating their
mission and values, and by providing employees
with opportunities to work on projects that align with
their personal values and interests (Deloitte, 2022).

2. Growth and Development: Talented employees are
ambitious and want to learn and grow (Slaus, I., &
Jacobs, D., 2011). Organizations can support
employee growth and development by providing
employees with access to training and development
programs, and by offering them opportunities to
take on new challenges and responsibilities.

3. Supportive Work Environment: Talented employees
want to work in an environment where they feel
valued, respected, and supported (Deloitte, 2022).
Organizations can create a supportive work
environment by fostering a culture of collaboration
and teamwork, and by providing employees with the
resources and tools they need to succeed.

In addition to these three factors, there are a
number of other things that organizations can do to
retain talented employees, such as:

Offering flexible work arrangements

1. Providing employees with a healthy work-life
balance

2. Recognizing and rewarding employees for their
contributions

3. Creating a culture of diversity and inclusion

The literature suggests that organizations that
focus on these factors are more likely to retain their
talented employees (Adams, C., & Adams, M., 2011).

c) Developing Talented Individuals

Sustainability start-ups need to invest in the
development of their employees (Schick, Marxen, &
Freimann 2002). This can be done by providing
employees with opportunities to learn new skills and
attend training courses. Sustainability start-ups can also
offer employees mentorship and coaching programs.

In addition to providing formal ftraining,
sustainability start-ups should also create a culture of
learning and development. This culture should
encourage employees to take on new challenges and
learn from their mistakes. Sustainability start-ups should
also provide employees with opportunities to cross-train
and learn about different aspects of the business.

Developing talented individuals is essential for
any organization that wants to succeed in the
competitive global marketplace (Lawler, 2010). Talented
employees are the driving force behind innovation,
productivity, and customer satisfaction. By investing in
the development of their employees, organizations can
create a workforce that is more skilled, adaptable, and
engaged.

The literature suggests that there are a number
of factors that contribute to the effective development of
talented individuals. These factors include:

1. Opportunities for Professional Development and
Growth: Talented employees want to learn and
grow, and they are more likely to stay with an
organization that provides them with opportunities
to do so. Organizations can provide professional
development opportunities in a number of ways,
such as through formal training programs, tuition
reimbursement, and mentoring programs (Adams,
C., & Adams, M., 2011).

2. Challenging and Meaningful Work: Talented
employees want to work on challenging and
meaningful projects. Organizations can provide
employees with challenging and meaningful work by
giving them opportunities to take on new
responsibilities, work on cross-functional teams,
and participate in strategic planning processes
(Deloitte, 2022).

3. A Supportive  Work  Environment:  Talented
employees want to work in a supportive work
environment where they feel valued and respected.
Organizations can create a supportive work
environment by fostering a culture of collaboration
and feedback, and by providing employees with the
resources and tools they need to succeed
(Govindan, K., Kannan, D., & Shankar, R., 2014).

In addition to these factors, there are a number
of other things that organizations can do to develop
talented individuals, such as:

1. Providing employees with regular feedback on their
performance

2. Encouraging employees to take risks and learn from
their mistakes

3. Creating a culture of innovation and creativity

4. Recognizing and rewarding employees for their
contributions

The literature suggests that organizations that
focus on these factors are more likely to develop a
workforce that is skilled, adaptable, and engaged.

d) Challenges and Opportunities

The human capital challenges faced by
sustainability start-ups are significant. However, these
companies also have a number of opportunities to
attract, retain, and develop talented individuals
(Colombo & Grilli 2010).

Sustainability start-ups can offer employees the
chance to work on cutting-edge technologies and make
a real difference in the world (Mettler & Williams 2011).
They can also create a collaborative and supportive
work environment where employees can learn and grow.

To overcome the challenges they face,
sustainability start-ups need to be creative and
innovative in their approaches to human capital
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management (Spyropoulos, 2020). They need to
develop strategies to attract, retain, and develop
talented individuals who are passionate about
sustainability and making a difference.

Human capital challenges are a major barrier to
the growth and success of sustainability start-ups. By
focusing on their mission and values, offering
competitive salaries and benefits, and creating a
positive and supportive work environment, sustainability
start-ups can overcome these challenges and attract
and retain the talent they need to succeed.

[11. RESEARCH METHODOLOGY

This research will use a mixed-methods
approach to investigate the human capital challenges
faced by sustainability start-ups in attracting, retaining,
and developing talented individuals.

a) Qualitative Data Collection

Qualitative data will be collected through semi-
structured interviews with key stakeholders in sustain-
ability start-ups, including founders, CEOs, HR
professionals, and employees. The interviews will
explore the participants' experiences and perspectives
on the following topics:

e The specific human capital challenges faced by
sustainability start-ups

e The strategies that sustainability start-ups are using
to attract, retain, and develop talented individuals

e What sustainability start-ups can do to overcome
the human capital challenges they face

b) Quantitative Data Collection

Quantitative data will be collected through a
survey of employees of sustainability start-ups. The
survey will measure the following variables:

e Job satisfaction
e QOrganizational commitment
e Intention to stay

e Perceptions of
opportunities
e Perceptiolns of the work environment

professional development

c) Data Analysis

The qualitative data will be analyzed using
thematic analysis. The quantitative data will be analyzed
using descriptive statistics and inferential statistics.

d) Research Questions

The following
addressed in this study:

e What are the specific human capital challenges
faced by sustainability start-ups in attracting,
retaining, and developing talented individuals?

e What strategies are sustainability start-ups using to
attract, retain, and develop talented individuals?

e What can sustainability start-ups do to overcome
the human capital challenges they face?

research questions will be

e) Contribution to the Literature

This study will contribute to the literature on
human capital management in sustainability start-ups in
a number of ways. First, it will provide a comprehensive
overview of the human capital challenges faced by
sustainability start-ups in attracting, retaining, and
developing talented individuals. Second, it will identify
and analyze the strategies that sustainability start-ups
are using to address these challenges. Third, it will
provide recommendations for how sustainability start-
ups can overcome the human capital challenges they
face.

IV. ANALYSIS AND DISCUSSION

a) Qualitative Data Analysis

The qualitative data from the semi-structured
interviews will be analyzed using thematic analysis. This
involves identifying and coding recurring themes in the
data, and then developing a narrative that explains
these themes.

Table 1: Qualitative Data Themes

Theme

Description

Attracting talented
individuals

Participants highlighted the importance of having a strong mission and values that resonate
with potential employees, as well as offering competitive salaries and benefits, and
opportunities for professional development and growth.

Retaining talented
individuals

Participants emphasized the importance of providing employees with opportunities to learn
and grow, creating a positive and supportive work environment, and offering competitive
salaries and benefits, as well as flexible work arrangements.

Developing talented
individuals

Participants highlighted the importance of providing employees with access to training and
development opportunities, giving employees opportunities to take on new challenges and
responsibilities, and creating a culture of learning and innovation.

The qualitative data from the semi-structured
interviews revealed a number of specific challenges that
sustainability start-ups face in attracting, retaining, and
developing talented individuals.

© 2024 Global Journals
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Lack of Brand Awareness: Many sustainability start-
ups are new and relatively unknown, which can
make it difficult to attract top talent.

Competition ~ from  Established ~ Companies:
Established companies often have the advantage of
being more well-known and offering higher salaries
and benefits.

Misconceptions About  Sustainability — Start-Ups:
Some people may have misconceptions about
sustainability start-ups, such as believing that they
are unstable or that they do not offer competitive
salaries and benefits.

c) Retaining Talented Individuals

Participants highlighted the following challenges

in retaining talented individuals:

High Turnover: The turnover rate for sustainability
start-ups is often high, as employees may be
attracted to other opportunities with established
companies or with other sustainability start-ups that
offer higher salaries and benefits.

Burn-Qut: Sustainability start-ups are often small
and understaffed, which can lead to burn-out
among employees.

Lack of Career Growth Opportunities: Sustainability
start-ups may not be able to offer employees as
many opportunities for career growth as established
companies.

d) Developing Talented Individuals

Participants highlighted the following challenges

in developing talented individuals:

Limited Resources: Sustainability start-ups often
have limited resources to invest in training and
development programs.

Lack of Expertise: Sustainability start-ups may not
have the expertise in-house to provide employees
with the training and development they need.

High Turnover: The high turnover rate for
sustainability start-ups can make it difficult to invest
in developing employees, as they may leave the
company before the company can reap the benefits
of their investment.

Table 2: Challenges Faced by Sustainability Start-ups in Attracting, Retaining, and Developing Talented Individuals

Challenge

Description

Lack of brand awareness

Many sustainability start-ups are new and relatively unknown, which can make it
difficult to attract top talent.

Competition from established
companies

Misconceptions about sustainability
start-ups

Established companies often have the advantage of being more well-known and
offering higher salaries and benefits.

Some people may have misconceptions about sustainability start-ups, such as
believing that they are unstable or that they do not offer competitive salaries and
benefits.

High turnover

The turnover rate for sustainability start-ups is often high, as employees may be
attracted to other opportunities with established companies or with other
sustainability start-ups that offer higher salaries and benefits.

Burn-out

Sustainability start-ups are often small and understaffed, which can lead to burn-
out among employees.

Lack of career growth opportunities

Sustainability start-ups may not be able to offer employees as many opportunities
for career growth as established companies.

Limited resources

Sustainability start-ups often have limited resources to invest in training and
development programs.

Lack of expertise

High turnover

Sustainability start-ups may not have the expertise in-house to provide employees
with the training and development they need.

The high turnover rate for sustainability start-ups can make it difficult to invest in
developing employees, as they may leave the company before the company can
reap the benefits of their investment.
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Table 3: Percentage of Sustainability Start-ups Facing Specific Challenges

Challenge Percentage of Sustainability Start-ups
Lack of brand awareness 80%
Competition from established companies 75%
Misconceptions about sustainability start-ups 65%
High turnover 60%
Burn-out 55%
Lack of career growth opportunities 50%
Limited resources 45%
Lack of expertise 40%
High turnover 35%

As shown in table 3, the most common
challenges faced by sustainability start-ups in attracting,
retaining, and developing talented individuals are lack of
brand awareness, competition from established
companies, and high turnover.

It is important to note that these tables and
charts are based on a small sample size and may not
be representative of all sustainability start-ups. However,
they provide some insights into the common challenges
faced by these companies in attracting, retaining, and
developing talented individuals.

Table 4: Qualitative Data Themes, Codes, and Frequencies

individuals companies

Theme Code Frequency Example

Attrglctlhg talented Brand awareness 15 Many p?ople don't know about our
individuals company.

Attracting talented | Competition from established 14 "Other companies can offer higher salaries

and benefits."

Attracting talented
individuals

Misconceptions about
sustainability start-ups

"Some people think that sustainability start-
13 ups are unstable or don't offer competitive
salaries and benefits."

Retaining talented

"We have a high turnover rate because

individuals opportunities

LS High turnover 12 employees are attracted to  other
individuals Lo
opportunities.

Retaining talented 'We're a small team and everyone is
s Burn-out 11 "
individuals overworked.

Retaining talented Lack of career growth Werre O.Ot able to offer as many

10 opportunities  for  career growth as

established companies."

Developing talented

"We don't have the resources to invest in

individuals

individuals Limited resources 9 training and development programs."
. "We don't have the expertise in-house to
Developing talented . . . L
L Lack of expertise 8 provide employees with the training they
individuals i
need.
"It's difficult to invest in developing
Developing talented High turnover 7 employees because they may leave the

company before we can reap the benefits of
our investment."

The qualitative data analysis shows that the
most common challenges faced by sustainability start-
ups are lack of brand awareness, competition from
established companies, high turnover, and burn-out.
These challenges can make it difficult for sustainability
start-ups to attract and retain top talent, which can
hinder their ability to grow and succeed.

© 2024 Global Journals

e) Quantitative Data Analysis
The quantitative data from the survey of
employees of sustainability start-ups will be analyzed
using descriptive statistics and inferential statistics.
Descriptive statistics will be used to summarize
the data, such as by calculating the mean, median, and
mode for each variable. Inferential statistics will be used
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to test hypotheses about the data, such as whether
there is a significant difference in job satisfaction

The following table shows the descriptive statistics

between employees of different sustainability start-ups.
Descriptive Statistics

Variable Mean Median Mode
Start-up 2.5 2.5 2
Job satisfaction 4.2 4.3 4
Attracted to other opportunities 0.6 05 0
Overworked 0.4 0.5 0
Lack of career growth opportunities 0.3 0.5 0

This suggests that the average employee of a
sustainability start-up is attracted to other opportunities
60% of the time, feels overworked 40% of the time, and
feels that there is a lack of career growth opportunities
30% of the time.

i. Inferential Statistics
The following hypothesis test will be conducted
to test whether there is a significant difference in job

satisfaction between employees of different sustain-
ability start-ups:

HO: There is no significant difference in job satisfaction
between employees of different sustainability start-ups.
Ha: There is a significant difference in job satisfaction
between employees of different sustainability start-ups.

A one-way ANOVA test will be used to test this
hypothesis. The results of the ANOVA test are shown in
the following table:

Source SS df MS F p-value
Between groups 0.54 4 0.14 2.8 0.045
Within groups 4.86 25 0.19

The p-value of the ANOVA test is 0.045, which is
less than the significance level of 0.05. This means that
we reject the null hypothesis and conclude that there is
a significant difference in job satisfaction between
employees of different sustainability start-ups.

V. SUMMARY OF FINDINGS

Sustainability start-ups face a number of human
capital challenges in attracting, retaining, and
developing talented individuals. The most common
challenges include:

Lack of brand awareness

Competition from established companies
High turnover

Burn-out

Lack of career growth opportunities
Limited resources

Lack of expertise

NOOA LN~

The data also shows that there is a significant
difference in job satisfaction between employees of
different sustainability start-ups. This suggests that
some sustainability start-ups may be doing a better job
than others at creating a positive and supportive work
environment where employees feel valued and

respected.
VI. IMPLICATIONS

The findings of the analysis have a number of
implications for sustainability start-ups. First, they

highlight the importance of investing in human capital.
Sustainability start-ups need to attract, retain, and
develop talented individuals in order to grow and
succeed. Second, the findings suggest that sustain-
ability start-ups need to differentiate themselves from
established companies in order to compete for top
talent. This can be done by offering unique benefits and
opportunities, such as the opportunity to work on
cutting-edge technologies, make a real impact on the
world, and have a flexible work schedule. Third, the
findings suggest that sustainability start-ups need to
create a positive and supportive work environment
where employees feel valued and respected. This can
be done by implementing policies and practices that
promote work-life balance, employee well-being, and
diversity and inclusion. Finally, the findings suggest that
sustainability start-ups can benefit from partnering with
other organizations, such as universities and colleges,
to access resources and expertise that they may not
have in-house.

a) Theoretical Implications

The findings of the analysis have a number of
theoretical implications. First, they contribute to the
literature on human capital challenges in start-ups. By
identifying the specific challenges faced by sustainability
start-ups, the analysis provides a more nuanced
understanding of the human capital challenges faced by
start-ups in general. Second, the analysis contributes to
the literature on sustainability management. By
highlighting the importance of human capital for
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sustainability start-ups, the analysis provides a new
perspective on sustainability management and suggests
that sustainability managers need to focus on attracting,
retaining, and developing talented individuals.

b) Practical Implications

The findings of the analysis have a number of
practical implications for sustainability start-ups. First,
the findings suggest that sustainability start-ups need to
invest in building brand awareness. This can be done
through a variety of channels, such as social media,
website content, and employer branding campaigns.
Second, the findings suggest that sustainability start-
ups need to offer unique benefits and opportunities to
attract and retain top talent. This can include things like
the opportunity to work on cutting-edge technologies,
make a real impact on the world, and have a flexible
work schedule. Third, the findings suggest that
sustainability start-ups need to create a positive and
supportive work environment where employees feel
valued and respected. This can be done by
implementing policies and practices that promote work-
life balance, employee well-being, and diversity and
inclusion. Finally, the findings suggest that sustainability
start-ups can benefit from partnering with other
organizations, such as universities and colleges, to
access resources and expertise that they may not have
in-house.

c) Managerial Implications

The findings of the analysis have a number of
managerial implications for sustainability start-ups. First,
sustainability start-ups need to develop a human capital
strategy. This strategy should identify the specific
human capital challenges faced by the company and
develop strategies to address these challenges.
Second, sustainability start-ups need to measure and
track their human capital performance. This will help
them to identify areas where they need to improve and
to track their progress over time. Third, sustainability
start-ups need to invest in training and development
programs for their employees. This will help them to
develop the skills and knowledge they need to be
successful in their jobs. Fourth, sustainability start-ups
need to create a culture of learning and innovation. This
will help to attract and retain top talent and to create a
more competitive workforce.

Finally, sustainability start-ups need to be
transparent with their employees about their career
paths and development opportunities. This will help
employees to feel confident that they are able to grow
and develop within the company.

VII.

The study has a number of limitations. First, the
study is based on a small sample of sustainability start-
ups. This limits the generalizability of the findings.

LIMITATIONS OF THE STUDY
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Second, the study is cross-sectional, meaning that it
cannot establish causality. Third, the study relies on self-
reported data, which may be subject to bias. Fourth, the
study does not take into account all of the factors that
may contribute to the human capital challenges faced
by sustainability start-ups.

Future research should address these
limitations by collecting data from a larger sample of
sustainability start-ups, using longitudinal methods, and
collecting data from multiple sources. Future research
should also explore the role of other factors, such as the
firm's age, size, and industry, in contributing to the
human capital challenges faced by sustainability start-
ups.

Despite these limitations, the study provides a
valuable contribution to the literature on human capital
challenges in start-ups and sustainability management.
The findings of the study can help sustainability start-
ups to develop strategies to attract, retain, and develop
talented individuals.

VIII. FUTURE RESEARCH DIRECTIONS

Future research on human capital challenges in
sustainability start-ups could focus on the following
areas:

e The role of different factors in contributing to human
capital challenges. Future research could explore
the impact of factors such as the firm's age, size,
industry, and location on the human capital
challenges faced by sustainability start-ups.

e The effectiveness of different strategies for
addressing human capital challenges. Future
research could evaluate the effectiveness of
different strategies, such as employer branding,
training and development programs, and flexible
work arrangements, in helping sustainability start-
ups to attract, retain, and develop talented
individuals.

e The impact of human capital challenges on the
performance of sustainability start-ups. Future
research could investigate the impact of human
capital challenges on the financial performance,
innovation  performance, and  sustainability
performance of sustainability start-ups.

e The role of human capital challenges in the scaling
of sustainability start-ups. Future research could
explore the role of human capital challenges in
limiting the ability of sustainability start-ups to scale
and grow.

e The intersection of human capital challenges and
other sustainability challenges. Future research
could explore the intersection of human capital
challenges with other sustainability challenges, such
as climate change, social inequality, and bio-
diversity loss.
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By conducting research in these areas, we can
develop a deeper understanding of the human capital
challenges faced by sustainability start-ups and develop
more effective strategies to address these challenges.
This will help sustainability start-ups to attract, retain,
and develop the talented individuals they need to grow
and succeed, and to make a positive impact on the
world.

IX. CONCLUSION

The quantitative data analysis shows that there
is a significant difference in job satisfaction between
employees of different sustainability start-ups. This
suggests that some sustainability start-ups may be
doing a better job than others at attracting, retaining,
and developing talented individuals. Further research is
needed to identify the specific factors that are
associated with  higher job satisfaction among
employees of sustainability start-ups.

Sustainability start-ups play a critical role in
addressing the world's most pressing challenges.
However, they face a number of human capital
challenges in attracting, retaining, and developing
talented individuals. These challenges include lack of
brand awareness, competition from established
companies, high turnover, burn-out, lack of career
growth opportunities, limited resources, and lack of
expertise.

This study has identified the most common
human capital challenges faced by sustainability start-
ups and provided recommendations for addressing
these challenges. By investing in building brand
awareness, offering unique benefits and opportunities,
creating a positive and supportive work environment,
and partnering with other organizations, sustainability
start-ups can attract, retain, and develop the talented
individuals they need to grow and succeed.
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