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Abstract—The increasing challenges of leadership succession, employee retention, and workforce well-being have raised concerns
regarding the sustainability of career development within modern organizations. While Management Trainee Programs (MTP), Work-
Life Balance (WLB), and Corporate Social Responsibility (CSR) have been widely studied, limited research has integrated these factors
into a unified framework explaining sustainable career pathways toward senior managerial positions. This study aims to analyze the
role of MTP, WLB, and CSR in shaping sustainable career pathways through a Narrative Literature Review approach. The study
reviewed ten Scopus-indexed journal articles published between 2020 and 2025 selected based on relevance, publication quality, and
theoretical contribution to sustainable career development. Data were analyzed using thematic narrative synthesis to identify key
themes, theoretical debates, and conceptual relationships among the variables. The findings indicate that Management Trainee
Programs function as leadership development mechanisms that accelerate managerial readiness, while Work-Life Balance contributes
to employee well-being and long-term career sustainability. Furthermore, Corporate Social Responsibility strengthens employee
engagement, organizational identification, and commitment, thereby supporting career continuity within organizations. The study also
reveals that sustainable career pathways are not determined by a single factor but emerge from the interaction between leadership
development, employee well-being, and organizational responsibility. This study contributes to the literature by proposing an integrated
conceptual framework that links MTP, WLB, and CSR within the perspective of Sustainable Human Resource Management. The
findings provide practical implications for organizations seeking to develop sustainable leadership pipelines and retain high-potential
talent in an increasingly competitive business environment.
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1. INTRODUCTION

Changing global business environments, accelerating digital transformation, and increasing competition in acquiring
quality talent have prompted organizations to revisit their career development and leadership strategies. Reports from
various international institutions show that many organizations face challenges in building a sustainable leadership
pipeline due to high turnover rates, increased work pressure, and changing expectations of young generations for the
workforce. In these conditions, organizations are not only required to develop competent future leaders, but also ensure
that the career development process takes place in a sustainable manner and is able to support individual well-being and
organizational goals in the long term.

The concept of sustainable career pathways is becoming increasingly important in the human resource
management literature because it emphasizes career sustainability throughout an individual's work life cycle. In contrast
to the traditional career approach that focuses on job promotion and income increase, the sustainable career approach
places a balance between career achievement, individual well-being, long-term employability, and contribution to the
organization as the primary goals (Aust et al., 2020; Cooke et al., 2022). Thus, career success is measured not only by the
position achieved, but also by the individual's ability to maintain productivity, health, and work engagement on an ongoing
basis.

One of the mechanisms that many organizations use to prepare future leaders is Management Trainee Programs
(MTP). The program is designed to accelerate the development of managerial competencies through a combination of
training, job rotation, mentoring, and cross-functional experience. Research shows that MTP is able to increase leadership
readiness, strengthen strategic capabilities, and accelerate talent development towards senior managerial positions
(Collings et al., 2021). However, the effectiveness of the program is still a matter of debate. Some studies argue that MTP
is an effective instrument in building future leadership, while other studies show that program success is strongly
influenced by organizational culture, career systems, and management support after the program ends. These differences
in findings suggest that leadership development cannot be explained simply through the existence of formal training
programs.

In addition to competency development, the Work-Life Balance (WLB) factor also received great attention in
research on career sustainability. The literature shows that work-life balance contributes to job satisfaction, psychological
health, organizational commitment, and employee retention (Haar et al., 2020; Taamneh et al., 2021). However, there is
a paradox in the literature. On the one hand, Work-Life Balance is seen as a factor that supports career sustainability. On
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the other hand, senior managerial positions often demand a high level of work commitment, great responsibility, and
longer time availability. This condition raises the question of whether Work-Life Balance always supports career
acceleration or instead creates a trade-off between individual well-being and career achievement.

Another factor that is increasingly important in the context of sustainable career development is Corporate Social
Responsibility (CSR). Most CSR research focuses on a company's reputation, relationships with stakeholders, and
organizational performance. However, recent research shows that CSR also has an internal impact on employee behavior
through increased employee engagement, organizational identification, and organizational commitment (Barrena-
Martinez et al., 2020; Farooq et al., 2021). However, there is still debate about the effectiveness of CSR in influencing
employee behavior. Some studies show that CSR only has a positive impact when perceived as an authentic commitment
of the organization, while CSR that is symbolic in nature tends not to result in significant behavioral changes.

Although research on Management Trainee Programs, Work-Life Balance, and Corporate Social Responsibility is
growing rapidly, most studies still examine these three variables separately. Research on MTP generally focuses on
leadership development, WLB research focuses on employee well-being, while CSR research focuses more on social
responsibility and organizational reputation. As a result, there is still a limited understanding of how these three factors
interact in forming sustainable career pathways to the position of Senior Manager and General Manager.

Based on these gaps, this study seeks to integrate Management Trainee Programs, Work-Life Balance, and
Corporate Social Responsibility in one conceptual framework to explain the formation of sustainable career pathways.
Using the Narrative Literature Review approach to Scopus-indexed articles for the period 2020-2025, this study aims to
identify conceptual relationships between variables, analyze the theoretical debates that develop in the literature, and
develop conceptual models that can explain the mechanisms of sustainable career formation towards senior managerial
positions. The main contribution of this research lies in the effort to connect the perspectives of leadership development,
employee well-being, and organizational responsibility in a more comprehensive framework of Sustainable Human
Resource Management.

2. RESEARCH METHODS
2.1 Research Design

This study uses the Narrative Literature Review (NLR) approach to examine the relationship between Management
Trainee Programs, Work-Life Balance, and Corporate Social Responsibility (CSR) in forming Sustainable Career
Pathways to senior managerial positions. This approach was chosen because it allows for conceptual synthesis and critical
interpretation of previous research to gain a more comprehensive understanding of the factors that support career
sustainability and leadership development in organizations. Narrative Literature Review also allows the identification of
research trends, the development of conceptual frameworks, and the discovery of research gaps that still require further
study.

2.2 Data Collection

Research data was obtained through a literature search using Google Scholar with a focus on articles published in Scopus
indexed international journals during the period 2020-2025. The time range was chosen to capture the latest research
developments on sustainable careers, management trainee programs, work-life balance, corporate social responsibility,
leadership development, and talent management. The search is conducted using the following keyword combinations:
a. “Management Trainee Program” AND “Leadership Development”
b. “Work-Life Balance” AND “Career Sustainability”
c. “Corporate Social Responsibility” AND “Employee Engagement”
d. “Sustainable Career” AND “Human Resource Management”
e. “Talent Management” AND “Leadership Pipeline”
f. “Career Development” AND “Senior Managerial Positions”

The articles found were then selected based on the relevance of the topic, the quality of the journal, and the
theoretical and empirical contributions to sustainable career development.

2.3 Article Selection

The selection of articles is carried out in stages to ensure the quality and relevance of the sources used. In the initial stage,
a number of relevant articles were obtained from the search results. Furthermore, screening was carried out based on the
title, abstract, quality of the journal, the availability of the complete manuscript (ful/ text), and the suitability of the
research objectives.

Table 1. Literature Screening Process

Selection Stage Number of Articles
Initial search results 186
After title screening 72
After abstract screening 34
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Selection Stage Number of Articles
Full-text eligibility assessment 18
Final articles included in review 10

The inclusion criteria used are:
a. Articles indexed by Scopus.

b. Published in the period 2020-2025.

c. Discuss Management Trainee Programs, Work-Life Balance, CSR, Leadership Development, Talent Management, or

Sustainable Career Development.

d. Available in full text.It has high theoretical and empirical relevance to the research objectives.

Exclusion criteria include:

a. Articles that are not indexed by Scopus.

b. Aurticles that are not relevant to the research topic.

c. Editorial, conference abstract, book review, dan non-peer-reviewed papers.
d

. Item duplicate.

In contrast to the systematic literature review approach which emphasizes a wide scope of literature, this study
uses purposive literature selection by selecting 10 main articles that have the strongest theoretical contribution to the
development of the concept of Sustainable Career Pathways. The selection of ten articles aims to produce a more in-depth
and critical analysis of the relationships between variables rather than simply increasing the number of articles without

adequate synthesis.

Table 2. Selected Scopus Articles Reviewed in This Study (2020-2025)

No Author(s) Year Journal Research Focus Main Findings
1 Aust et al. 2020  Human Resource Sustainable HRM Sustainable HRM supports long-
Management Review  and sustainable term career development and
careers organizational sustainability.
2 Barrena-Martinez 2020  International Journal Socially responsible Socially responsible HRM
et al. of Human Resource HRM strengthens employee
Management commitment and career
sustainability.

3 Haar et al. 2020  Social Indicators Work-Life Balance =~ Work-life = balance  improves

Research employee well-being, job
satisfaction, and career outcomes.

4 Herrera & de las 2020  Sustainability CSR and HRM CSR practices enhance employee

Heras-Rosas engagement and organizational
attractiveness.

5 Jerénimo et al. 2020  Corporate Social Sustainable HRM Sustainable HRM and CSR jointly

Responsibility and and CSR contribute to employee retention
Environmental and career growth.
Management
6 Podgorodnichenko 2020  Human Resource Sustainable Sustainable organizations foster
et al. Management Review  organizations and long-term employee development
careers and leadership pipelines.
7 Farooq et al. 2021 Corporate Social CSR and employee CSR positively influences
Responsibility and outcomes organizational identification and
Environmental employee commitment.
Management
8 Collings et al. 2021 Journal of Talent management Leadership development programs
Management Studies  and leadership strengthen = managerial career
development progression.

9 Taamneh et al. 2021 Employee Relations Work-Life Balance Work-life balance  enhances
and organizational employee retention and
performance organizational performance.

10  Cooke et al. 2022 International Journal Future HRM and Sustainable career development

of Human Resource
Management

sustainable careers

requires integration of HRM,
employee well-being, and
organizational responsibility.

2.4 Data Analysis

Data analysis was carried out using the thematic narrative synthesis method. The first stage is the identification of the
research objectives, theories, methods, and key findings of each article. The second stage is the grouping of articles based
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on the similarity of the theme. The third stage is critical synthesis to identify similarities, differences, and contradictions
of findings between studies. The results of the analysis revealed four main themes:

a. Management Trainee Programs and Leadership Development.

b. Work-Life Balance and Employee Well-Being.

c. Corporate Social Responsibility and Employee Engagement.

d. Sustainable Career Development and Talent Retention.

2.5 Research Quality and Trustworthiness

To increase the credibility of the research, all articles analyzed came from reputable international journals indexed by
Scopus and have gone through a peer review process. In addition, the selection process is carried out systematically based
on clear inclusion and exclusion criteria. Although the number of articles is limited to ten main articles, this approach
allows for a more in-depth analysis and focus on the conceptual relationship between Management Trainee Programs,
Work-Life Balance, CSR, and Sustainable Career Pathways to senior managerial positions.

3. RESULTS AND DISCUSSION

3.1 Sustainable Career Pathways: Beyond Traditional Career Development

The results of the synthesis of ten articles show that the concept of sustainable career pathways has shifted from a
traditional career approach oriented towards job promotion to a more holistic approach that considers individual well-
being, organizational sustainability, and social value. Aust et al. (2020), Jerénimo et al. (2020), and Cooke et al. (2022)
affirm that long-term career success is no longer determined only by technical competencies and work experience, but
also by the organization's ability to create a work environment that supports the sustainable development of individuals.
However, the literature shows different views on the main factors that shape sustainable careers. Some studies place
competency development and leadership as dominant factors, while other studies emphasize the importance of employee
well-being and organizational support. This difference shows that sustainable career pathways cannot be explained
through a single variable, but is the result of the interaction of various organizational and individual factors that reinforce
each other. These findings broaden the perspective of Sustainable Human Resource Management by showing that career
sustainability should be understood as a dynamic process that integrates the development of competencies, work well-
being, and organizational social responsibility simultaneously.

3.2 Management Trainee Programs as Leadership Pipeline Mechanisms

The literature consistently shows that Management Trainee Programs (MTP) are a strategic instrument in building a
leadership pipeline towards the position of Senior Manager and General Manager. Collings et al. (2021) and
Podgorodnichenko et al. (2020) emphasized that structured talent development programs are able to accelerate the
formation of managerial competencies, decision-making skills, and leadership readiness. However, the results of the
synthesis show that there is a debate in the literature regarding the effectiveness of management trainee programs. Some
studies argue that job rotation, mentoring, and intensive training can significantly increase career readiness. However,
other research shows that the success of the program is heavily influenced by the organization's support, work culture,
and development opportunities available after the program is completed. In other words, the success of Management
Trainee Programs depends not only on the design of the program itself, but also on the existence of a sustainable career
system. A good training program will not produce future leaders if the organization fails to provide a clear development
path and transparent promotional opportunities. These findings provide new insights that Management Trainee Programs
are more appropriately viewed as a career acceleration mechanism, rather than as the sole determinant of managerial
career success.

3.3 The Work-Life Balance Paradox in Career Advancement

One of the most interesting findings of the literature synthesis is the emergence of a paradox between Work-Life Balance
(WLB) and managerial career development. Haar et al. (2020) and Taamneh et al. (2021) show that Work-Life Balance
improves job satisfaction, psychological well-being, employee retention, and organizational commitment. The findings
support the argument that work-life balance is an important prerequisite for long-term career sustainability. However,
some studies show that senior managerial positions often demand higher work commitments, greater responsibilities, and
longer working hours. This condition creates a dilemma for individuals who seek to achieve leadership positions without
sacrificing personal well-being. This contradiction shows that the relationship between Work-Life Balance and career
success is not linear. Too low a work-life balance increases the risk of burnout and turnover, while poorly managed
flexibility can lower an individual's readiness to face the demands of leadership. Based on this synthesis, the research
argues that Work-Life Balance is not just a welfare policy, but a strategic resource that allows individuals to maintain
long-term leadership performance and readiness.

3.4 Corporate Social Responsibility as an Internal Career Sustainability Driver

Most CSR research focuses on a company's reputation and relationships with external stakeholders. However, the results
of the synthesis show that CSR also has a significant impact on the development of the organization's internal career.
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Herrera and de las Heras-Rosas (2020), Farooq et al. (2021), and Barrena-Martinez et al. (2020) show that organizations
that consistently implement CSR have higher levels of employee engagement, organizational identification, and employee
commitment. Employees tend to feel more proud to work for organizations that have a clear social contribution. However,
there is a debate about the effectiveness of CSR in increasing employee engagement. Some studies show that CSR only
produces a positive impact if it is perceived as an authentic commitment of the organization. On the other hand, if CSR
is seen as a symbolic activity or just an image, its impact on employee behavior becomes very limited. These findings
show that the influence of CSR on sustainable career pathways is indirect. CSR improves organizational identification
and employee engagement, which in turn strengthens motivation to thrive and stay within the organization. Thus, CSR
functions as a career sustainability driver that strengthens the relationship between individuals and organizations in the
long term.

3.5 Toward an Integrated Sustainable Career Framework

The main contribution of this research lies in a conceptual synthesis that integrates Management Trainee Programs, Work-
Life Balance, and Corporate Social Responsibility in a single sustainable career development framework. Most previous
studies have addressed the three variables separately. Management Trainee Programs are studied in the context of
leadership development, Work-Life Balance in the context of employee welfare, and CSR in the context of corporate
social responsibility. The results of the synthesis show that the approach has not been able to comprehensively explain
how individuals achieve senior managerial positions on a sustainable basis. This study proposes that sustainable career
pathways are formed through the interaction of three main mechanisms. First, Management Trainee Programs provide
leadership competencies, experience, and readiness. Second, Work-Life Balance ensures the sustainability of individual
capacity through physical and psychological well-being. Third, CSR strengthens employee attachment and loyalty
through the creation of a meaningful and responsible work environment. Based on this synthesis, this research proposes
the conceptual proposition that the success of achieving the positions of Senior Manager and General Manager is not only
determined by individual abilities, but also by the integration between leadership development, employee well-being, and
organizational social responsibility. The integration of these three elements forms the main foundation for sustainable
career pathways in modern organizations.

4. CONCLUSION

This study aims to analyze the role of Management Trainee Programs, Work-Life Balance, and Corporate Social
Responsibility (CSR) in forming sustainable career pathways to the position of Senior Manager and General Manager
through a Narrative Literature Review approach to ten Scopus indexed articles for the 2020—2025 period. The results of
the synthesis show that sustainable career development is not determined by a single factor, but rather is the result of an
interaction between leadership development, employee well-being, and organizational social responsibility. Management
Trainee Programs act as a career acceleration mechanism that builds leadership competence and readiness, Work-Life
Balance functions as a factor that maintains the sustainability of individual capacity and prevents burnout, while CSR
strengthens employee engagement, organizational identification, and employee loyalty to the organization. The main
contribution of this research is the development of a conceptual framework that integrates these three factors in explaining
the formation of sustainable career pathways. In contrast to previous studies that generally examined Management Trainee
Programs, Work-Life Balance, and CSR separately, this study shows that success in achieving senior managerial positions
is more likely to occur when these three elements run simultaneously and reinforce each other. Thus, this study proposes
that sustainable career pathways are the result of integration between leadership development, employee well-being, and
organizational responsibility within the framework of Sustainable Human Resource Management. In practice, the findings
of the study show that organizations need to develop a structured management trainee program, implement effective
work-life balance policies, and integrate CSR into human resource management strategies to build a sustainable leadership
pipeline. Although the study was limited to ten Scopus articles published during the period 2020-2025, the results of the
synthesis provided a strong conceptual basis for further research. Future research is suggested to empirically test the
proposed model by involving additional variables such as employee well-being, digital leadership, talent management,
and ESG practices in different industry sectors and country contexts.
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