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ABSTRACT
This paper aimed to understand the sustainable strategic 
alignment between the people management models and the 
Triple Bottom Line - TBL of Organizational Sustainability, through 
multiple case analysis in pulp and paper industries in the Brazil. 
Data collection was performed through in-depth interviews 
with managers and employees of the companies, as well as 
systematic observation, field diary and document analysis. The 
results found regarding the sustainable strategic alignment 
between the themes are due to the influence of the Strategic and 
Sustainable management model for people management and 
the implementation of organizational sustainability in its three 
pillars.
Keywords: Strategic Alignment. Management of People Strategy. 
Triple Bottom Line.

RESUMO
Este trabalho teve como objetivo compreender o alinhamento 
estratégico sustentável entre os modelos de gestão de pessoas 
e o Triple Bottom Line - TBL de Sustentabilidade Organizacional, 
por meio da análise de múltiplos casos nas indústrias de papel 
e celulose no Brasil. A coleta de dados foi realizada por meio de 
entrevistas em profundidade com gestores e funcionários das 
empresas, além de observação sistemática, diário de campo 
e análise documental. Os resultados encontrados quanto ao 
alinhamento estratégico sustentável entre os temas se devem 
à influência do modelo de gestão Estratégica e Sustentável 
na gestão de pessoas e na implantação da sustentabilidade 
organizacional em seus três pilares.
Palavras-chave: Alinhamento Estratégico. Estratégia de Gestão 
de Pessoas. Triple Bottom Line.

RESUMEN
Este trabajo tuvo como objetivo comprender la alineación 
estratégica sostenible entre los modelos de gestión de personas 
y el Triple Bottom Line - TBL de Sostenibilidad Organizacional, 
a través del análisis de múltiples casos en las industrias de 
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celulosa y papel en Brasil. La recolección de datos se realizó mediante entrevistas en profundidad a 

gerentes y empleados de las empresas, además de observación sistemática, diario de campo y aná-

lisis documental. Los resultados encontrados en cuanto a la alineación estratégica sostenible entre 

los temas se deben a la influencia del modelo de gestión Estratégica y Sostenible en la gestión de 

personas y en la implementación de la sostenibilidad organizacional en sus tres pilares.

Palabras clave: Alineación estratégica. Estrategia de Gestión de Personas. Triple Bottom Line.

1 INTRODUCTION

People management and organizational sustainability models are important and very challenging 

themes, especially when considered as studies of sustainable strategic alignment. According to Gonçal-

ves, Stefano and Baccaro (2017), this is an emerging theme in the literature since the 1980s, however, 

in recent years the emphasis has been greater on studies on the behavior of individuals in organizations.

Moreover, Macke and Genari (2019) argue that it is a fact that some organizations do not relate 

human capital as a primary factor, but as relevant factors of profitability; There is still the mistaken 

“look” that people management is merely a department that hires, pays, and fires people, often igno-

ring its real importance: managing people’s behavior for the success of people. organization.

Therefore, people management models have much to contribute to profitability and organiza-

tional success. Galleli and Hourneaux (2019) contribute to the theme by arguing that organizations 

that use people management to communicate and disseminate sustainability implementations can 

be more profitable with sustainable development, such as identifying sustainable competence in their 

managers and employees specifically. in the people management sector.

This paper aims to achieve the general objective of understanding how the sustainable strategic 

alignment between people management models and the Triple Bottom Line - TBL of Organizational 

Sustainability occurs; Therefore, an appropriate methodology was needed to obtain the desired re-

sults, in this case an essentially qualitative research, with multiple in-depth case studies; Data were 

collected through interviews and unsystematic observation with content analysis.

The research took place in two companies of the pulp and paper industry recognized in the na-

tional market; this companies are located in southern of Brazil. Amazonas Cia de Papel e Celulose, 

“a company with a fictional name for the preservation of the company’s identity”, and Santa Maria 

Paper and Pulp CIA, and corporate strategic and tactical employees. The research option was given 

by the companies studied because they were established for over 60 years in southern of Brazil, with 

national and international recognition for their contribution to the sustainability issue and for having 

accepted to be part of the research corpus.
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Thus, the choice of field of study was by the branch of the pulp and paper industry in Brazil, which 

has been addressing with greater emphasis the term sustainability for the transformation of the sector 

and the advancement of technological innovation, in addition to the revolution in management models.

Mention may be made of the inclusion of Brazilian industries in the World Wildlife Fund’s (WWF) 

International Environmental Paper Company Index (EPCI), “among the key industries, strategically 

important in terms of sustainability around the globe”; The index indicates the environmental perfor-

mance of companies since 2009, following and publicly disclosing every two years (Oliari, Zaias & 

Merigo, 2018, p. 2). Therefore, aiming to answer the initial question through interpretative theoretical 

lenses, the theoretical framework will be presented in the next item.

2 THEORETICAL BACKGROUND

2.1 Sustainable Strategic Alignment

Strategic alignment is grounded in contingency theory having continuity with systemic theory; These 

precious contributions have generated significant new perspectives in the field of strategic management.

Reiterating, Jacopin and Fontrodona (2009) present the external and internal alignment, the for-

mulation of strategies with the environment and the market performance with the external or vertical 

alignment, considered as convergence between the organizational objectives and the challenges that the 

competition environment. as well as the socio-cultural adequacy of the environment in which it is inserted.

In turn, internal or horizontal alignment is the alignment of people management strategies with 

the defined model for organizational performance, including policies, practices and processes in a 

very well-articulated manner (Mascarenhas, 2013). It also has important aspects in the relationship 

between the different functions and departments of the organization, such as people management, 

marketing, production, administrative, financial, among others, seeking to increase interdepartmental 

reliability at the same organizational level (Fischer & Albuquerque 2010).

Following these perspectives, Stefano and Alberton (2018) propose sustainable strategic alig-

nment, which aligns the organization’s strategies in both macro and micro business terms. From this 

perspective, the authors point out that organizations must present components that implement ac-

tions aimed at sustainability; These actions often come from the people management model followed 

by organizations. Thus, people management models make an important connection with sustainabili-

ty, which will be presented in the following excerpt.

2.2 People management model
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The various models of people management, which over time have transformed the manage-

ment of individuals’ behavior in organizations, highlight much of management theory; According to 

Uddin and Hossain (2015), people management has gone through the traditional, scientific and mo-

dern approach, which has revolutionized the leading of people towards organizational progress, with 

business management methodologies and tools still used in many companies through actions. of the 

people who make up the organizations.	

People management models can be considered as major drivers of organizational performance 

through people management policies and practices. However, people management models followed 

by an organization with satisfactory performance are not always effective for another company in the 

continuous pursuit of organizational performance (Fischer & Albuquerque, 2010).

Thus, Wood JR, Tonelli and Cooke (2012) highlight that people management models can be 

defined with pre-existing models and can be modified according to the needs of each organization. 

It is necessary to understand that the most recent models are the strategic management, knowledge 

management and the most recent, sustainable people management models; however, people mana-

gement models come and go, rising at one point and falling at another: “rise and fall of specific models 

in the generic dynamics of innovation, or modal style” (Bodrožić & Adler, 2018, p. 3).

For this, Badawy (1988), Araújo (2006), France (2015), Orlickas (2012), Trompenaars and Co-

ebergh (2014), Milk and Albuquerque (2009), Marras and Tose (2013), Vosburgh (2007) and Wood 

JR, Tonelli and Cooke (2012), among others, present a historical perspective of management theories 

and approaches, with emphasis on Resource Management.

Humans and People Management. Table 1 presents a detailed configuration of the evolution of 

schools and theories, which attempts to link with the possible Management Model of each era and the 

main characteristics of people management models and possible management periods. It is notewor-

thy that for this construction the authors mentioned above were used.

Table 1 - People Management Model and its Characteristics

People Management  
Model / Management 

Method 
Socioeconomic Conditions Main Precursors 

Schools and Theories /  
Organizational  

Management Model

People Management  
Model as Industrial 
Relations.

The great business  
geniuses.

John Davison Rockefeller;

J.P. Morgan;

1850 to 1940 - (18th Cen-
tury).

Engineer. 

Head of Industry.

Model focused on  
“industrial production”; 

There was no HR.

Mass production model.

Andrew Carnegie;

Henry Ford;

Meyer Guggenheim

Afred Sloan

Beginning of Business 
Schools;

Industrial management



SUSTAINABLE STRATEGIC ALIGNMENT BETWEEN PEOPLE MANAGEMENT MODELS OF ORGANIZATIONAL SUSTAINABILITY: INSIGHTS FROM BRAZIL

ReCaPe | Vol. 11 | Nº. 1 | Ano 2021 | jan./abr. | p. 35

Management Model as a 
Personnel Department.

Chief of Staff.

Measurement of results 
through “scientific  
management”;

Workers’ rights with  
formalized proceedings;

Specialists with greater 
efficiency

HR start in Brazil.

Frederick Winslow Taylor. 1900 to 1930 - (19th Cen-
tury).

Theory of scientific  
administration;

Harvard Business School;

Human Relations Theory 
and Scientific  
Administration;

World War II Personnel 
Administration;

Accounting Phase.

Business Management.
Human Behavior 
Management Model.

Recognizing the human 
potential;

“human relations”.

Elton George Mayo; 

Alfred D. Chandler;

Kenneth Andrews

1927 to 1932 - (1920s). 

Management Scientific 
Administration.

Management Model as 
Human Resources  
Administration.

Industrial Manager

Beginning of  
interdisciplinarity;

The concept of HR  
management becomes 
more organized;

Creation of administration 
areas.

Max Weber 1950 a 1965 – 

(Década de 1950).

Structural Theory.

Technicist phase.

Administrative  
management.

People Administration 
Model.

It was administrative or 
unionist;

Milestone between the 

Lyndall Urwick 1965 to 1970 - (1960s);

Administrators. relationship Capital and 
work;

Implementation of unions.

Systems theory;

Administration phase;

Strategic Model of People 
Management.

Personnel manager.

Introduction of the Bal-
anced Scorecard tool;

The strategy is already part 
of the organization,

“Art of War”;

“Political Police”.

Elton George Mayo;

Alfred D. Chandler;

Kenneth Andrews

Richmond;

Igor Ansoff;

Michael Porter.

1960 to 1980 -

(1970s);

Contingency theory.

Strategic management.

People Management  
Model Articulated by  
Competencies.

Talent Manager

The first chords of  
quality 5S;

Implementation of Total 
Quality standards.

Peter Drucker; 

William Edwards Deming.

1980 to 1990 - (1980s);

Total Quality Theory.

Quality management.
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Sustainable People  
Management Model.

DHO Manager

3Ps: People, Planet, Profit;

Sustainable Development 
and Sustainability.

John Elkington;

Ignacy Sachs;

Andrew Savitz;

Karl Weber;

Luciano Munck.

1990 to 2019 - 20th cen-
tury.

Sustainability Theory.

Sustainable Development 
Management.

Table 1 was built to demonstrate the evolution of people management models over the years; 

In this context, it began with the People Management Model as Industrial Relations, one of the first 

models in people management, where employees were considered as production costs; Based on the 

theory of Scientific Administration, following the Business Management Model, the human resources 

manager was the “head of industry”, who had the obligation to lead people to profit and to be a me-

diator of conflicts (Marras & Tose , 2013).

The Personnel Department Management model, with the initial people management model and 

the classical schools, people were still considered as costs, being only an operational factor. This was 

an extremely bureaucratic department, seeking the immediate financial factor; According to Ferreira 

(2015), the tasks were concrete and aimed at efficiency, with the training of employees to obtain pro-

fits, preferably immediate, having as the Scientific Theory as predominant, starting the vision in the 

behavior of the individual, being the manager named “Chief of Staff”.

Concerning the Human Behavior Management model, the concern with efficiency and costs is 

integrated with the human relations procedures and the psychology vision comes into play, with small 

investments in human resources and the decentralization of tasks with “primary instrumental qualifi-

cation”. “ However, profitability was still aimed at, the bureaucratic theory still predominating, with a 

manager named personnel manager (França, 2015, p. 9); labor laws begin.

In the People Management as Human Resources Administration model, the accounting of peo-

ple management was equally noticeable. For Marras (2017) and Marras and Tose (2013), the model 

relates to the school of human relations, through people management techniques; This model was 

already used in multinationals, albeit empirically. It was the evolution of humanist theory, with the 

model of managing people for more informal relations, being the manager called the industrial ma-

nager. During this period, the Labor Laws were also consolidated, in addition to the implementation 

of unions, with Systems theory, with the administrator at the head of the work team (Marras, 2017).

Then comes the strategic model of people management, with academic highlighting of “the 

moment of strategic planning”, centered on the business school and strategic people practices. It 

was the search for the best relationship between policies and environmental factors, with the internal 
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and external alignment of the organization with the environment to which it was inserted (Fischer & 

Albuquerque 2010).

However, according to Wood, Tonelli and Cooke (2012), the theories of this model were the 

Contingency Theory and the Strategic Theory, with a view towards the organization’s strategies; The 

philosophy was articulated with the structure, linking people management policies to strategic plan-

ning. Thus, as Galpin, Whittington and Bell (2015) and Gonçalves, Stefano and Baccaro (2017) it is 

essential that people management is active and has the role of disseminating internal communication 

in organizations; In this model, the leader is the people manager.

The Competence-articulated People Management model starts with the entry of high-quality 

products from the East, which marks this model; It’s the age of customer focus, so telemarketing 

professionals come up with customer communication channels: understanding the customer is es-

sential. Trompenaars and Coebergh (2014) the model was also called the quality management 

model, the globalization era; the economy reaching higher levels with the merger of companies and 

the entry of international technology, and service providers. Thus, as the relevance to change very 

quickly, in this model was the talent manager who managed the team (Andrade, De Laat & Stefano, 

2018).

The Sustainable People Management model began the moment of sustainability, with the eco-

nomic, social and environmental pillars; According to Elkington (1999), the challenge was the conti-

nuity of consumption, consciously; Organizations integrate sustainability actions as goals in strategic 

planning, sustainability should be an integral part of the mission, vision and the continuous search for 

the implementation of sustainability in its three pillars (Galpin & Hebard, 2015).

Savitz and Weber (2013), however, configure sustainability in companies as an extremely im-

portant approach at all levels, especially in people management, adding that the configuration of 

change begins with the organization’s strategies focused on sustainability.

In this view, and in view of the need for organizations to seek innovative ways to manage the 

management of professionals, in a globalized and competitive world, is the alignment of people ma-

nagement with organizational sustainability, which is the next item to be better. explained.

2.2 Organizational Sustainability Management

Organizational sustainability management, a new paradigm discussed in academia and busi-

ness, involves balancing the economic, social and environmental pillars, ie the “Triple Bottom Line” 

(TBL) of sustainability in organizations. As discussed by Elkington and Zeitz (2014) and Elkjaer 

(2004), and similarly Borim-de-Souza and Segatto (2015), Munck, De Souza and Zagui (2012) and 
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Pires (2011), the pillars serve as metrics to maintain sustainable development, and being balanced 

will become positive benefits to results in organizations.

Moreover, when considering the factors that drive the implementation of sustainability, not only 

some improvements or incremental points are enough, it is necessary that sustainability be allocated 

to strategies aligned with all activities and areas of the organization, especially with people manage-

ment practices. (Macini, Bansi, & Caldana, 2017).

It is noteworthy that people management can contribute as a multiplier of sustainability and as 

pointed out by Savitz and Weber (2013), it is through sustainability practices and procedures that peo-

ple management makes its major contribution to sustainable organizational development. The people 

management policies and practices should be included in the sustainability theme.

The set of sustainability practices in the people management model according to some natio-

nal and international authors such as Araújo, (2006), Jabbour and Santos (2008), Armstrong (2009), 

France, (2015) Savit and Weber (2013) and Munck , Bansi and Galleli (2016), Rueda, Serenini and 

Meireles (2014), Kuipers and Giurge (2017), Andrade, De Laat and Stefano (2018), which listed over 

time some of the most used practices in Sustainability management. , is exemplified in Table 2.

Table 2 - Management Practices of People who collaborate with Sustainability

People management 
policies and practices 
to manage  
sustainability

Recruitment, selection and psychological testing:

They are carried out to achieve strategic planning focused on sustainability;

Attract, retain and enhance talent that aims to reach the pillars of  
 sustainability.
Learning, training and development:

These are prerequisites for company certifications.
Performance and Competency Assessment:

Internal research aimed at the organization’s performance;

Performance evaluation is made with a bias towards sustainability.
Communication and Endomarketing:

internal and external communication as a means of approach.
Quality of Life, Safety, Health and Ergonomics;

Quality of life, well-being and health-SESMET: are in the assumptions  
 of sustainability.
Internal and External Consulting:

Outsourcing as a learning point;

External consultancy to support strategy restructuring.
Relations and labor law:

FSC - Through certifications and respect for national and international  
 environmental laws.
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Table 2 was constructed with the help of the above-mentioned specialized bibliography, pre-

senting some of the main people management policies and practices, considered by the collabora-

ting authors of organizational sustainability, as follows: Recruitment, selection; learning, training and 

development; Performance and competency assessment; Communication and internal marketing; 

Quality of life, safety, health and ergonomics; Relations and labor law and internal and external con-

sulting, in order to assist in the central objective of the research. The following is the methodological 

procedures of the research.

3 METHOD

To meet the research objective and problem, it was used an appropriate methodology that 

according to Creswell and Clark (2015), the research design can be defined in order to obtain the 

answer to the above question. Given the above, the multiple case study was characterized as pre-

dominantly qualitative research, which seeks interpretative assumptions, adopting the ontology of 

subject-object interaction; epistemology is constructivist, the paradigm is interpretive with a research 

method in multiple case study and the techniques of data collection and analysis are interview and 

asymmetric observation with content analysis and field diary. The research aimed to understand how 

the Sustainable strategic alignment between the people management models and the Triple Bottom 

Line - TBL of Organizational Sustainability occurs through primary and secondary data.

The companies chosen for the research were Amazonas CIA and Santa Maria Paper and Pulp 

CIA they are established in southern of Brazil, for over 60 years and for the accessibility and accep-

tance by companies to participate in the research. Primary means were obtained through interviews 

with semi-structured roadmaps, with strategic and tactical officials from the strategic management, 

people management and sustainability management sectors; The interviews took place between De-

cember and April 2019, in the units studied, lasting on average 45 minutes, by telephone and in per-

son, in two pulp and paper industries located in southern of Brazil.

Secondary means were obtained through bibliographic, documentary and unsystematic ob-

servation at the companies’ premises, as well as in publicly and privately available documents. Yin 

(2015) describes that unsystematic observation is a technique of observation of the environment and 

individuals by chance, and the interesting and important points are later noted in appropriate forms, 

being appropriate, because it is an observation that does not require prior planning.

The research met the principles of quality and methodological rigor, with reliability and reliability 

of the data collected and analyzed, presenting the validity constructs for qualitative research, such as 

the use of protocol, source of official secondary data and public domain.
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The following techniques were used for data analysis: Content Association Map, a way to reduce 

data to improve data organization; set of systematized methodological techniques for the description 

of the content message; Cross analysis of the studied cases, which contrasts the data with adverse 

points; Data source triangulation, using protocol, the company’s official secondary data source to be 

cross-analyzed, considering triangulation of data sources and Triangulation of data collection meth-

ods, which is the use of established constructs. for the validity of the cases studied.

The following is the analysis of the collected data, based on the axes arranged in the chosen 

methodology to answer the question and achieve the proposed objectives for the research.

4 RESULTS AND DISCUSSION

From the data collection, we tried to record through the field diary all the initial impressions, per-

ceptions and doubts, which were noted as being of great value for the presentation of the results. The 

two companies studied in this research were: Amazonas Cia de Papel e Celulose and Santa Maria 

Paper and Cellulose CIA, which are described below.

The Amazonas Cia, began its activities, in 1956; It has more than 750 employees in the Amazo-

nas Group with 470 in the study unit. The company has a total production capacity of 140 thousand 

tons of cardboard, standing out for the recognition among the best in terms of graphic production. 

Represented nationally and internationally contributing to the production of packaging, books, promo-

tional materials and other products in the graphic area, its products are used in various sectors, such 

as footwear industry, medicine industry, food and beverage industry, among others (company data, 

2019).

The Santa Maria CIA of Pulp and Paper was founded on March 31, 1962 and the unit studied 

is part of the Santa Maria Group, which has more than 530 employees; The group consists of two hy-

droelectric dams, an agricultural production farm and a 386-employee manufacturing facility on April 

29, 2019, according to data provided by the people management industry. With a production of 105 

thousand tons of paper / year, the main product produced is in the paper line, which is composed of 

a variety of offset, prepackaged, monolucid, white kraft products, including improved for laser printing 

and continuous form (SANTA MARIA, 2019).

Table 3 presents the articulations that helped in the response to the specific and general objec-

tives of the study, helping to understand the alignment between the themes.
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Table 3 - Main Articulations of the First Specific Objective

Objective Amazonas Santa Maria

Management 
model People 

from each 
company

It is included in Strategic planning. 

The pillars of sustainability are not 
yet formalized in the mission, vision 
and values.

The pillars of sustainability are formalized in 
the mission, vision and values (social, envi-
ronmental, occupational safety) aiming at sus-
tainable development.

People management professionals 
are mobilized to support the 
transformation cycle.

People Management professionals are the 
main mobilizers of the transformation cycle.

Sustainability is practiced at all 
levels of the company as part of the 
routine.

Sustainability is practiced at all levels of the 
company as part of the routine.

Directed training of strategic leaders 
and key individuals involved in plan-
ning the pillars of sustainability.

Outsourced consultants in the formalization 
of strategies already formalized and targeted 
training of the people involved in monitoring 
the implementation of sustainability pillars.

Table 3 presents the main joints that respond to the first objective of the research. Amazonas 

Company follows the strategy-based people management model. This model seeks to achieve orga-

nizational performance through the strategies planned and deliberated by senior management, with 

the actions of agents promoting social practices with the policies and practices formulated in strategic 

planning. Santa Maria, in turn, follows the model of sustainable people management; The actions are 

already formalized in the company’s values ​​for the implementation of sustainability.

Responding to the second specific objective of the research, which is the policies and practices 

of people management that manage and implement sustainability, table 4 is presented. 
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Table 4 - Main Articulations of the Second Specific Objective

Objective Amazonas Santa Maria

Ch
ec

k 
w

hi
ch

 p
eo

pl
e 

m
an

ag
em

en
t p

ol
ic

ie
s a

nd
 p

ra
cti

ce
s a

re
 g

ea
re

d 
to

w
ar

ds
 o

rg
an

iza
tio

na
l s

us
ta

in
ab

ili
ty

Recruitment, selection 
and psychological testing

Held to achieve strategic planning 
focused on sustainability;

They seek to identify in the recruited company 
values;

Attract, retain and enhance talent 
that aims to reach the pillars of 
sustainability.

Attract, retain and enhance talent according to 
their potential.

Learning, training and 
development

 Prerequisites for company 
certifications;

Integration of new employees.

Internal hiring processes through qualification 
test (meritocracy).

Communication and  
Endomarketing

Internal and external communica-
tion as a means of approach.

Integration of new employees;

Certification and awards are drivers of  
organizational performance; 

Preventive training aimed at the pillars of  
sustainability.

Quality of Life, Safety, 
Health and Ergonomics

Quality of life, well-being and 
health are the assumptions of 
sustainability.

Internal Communication through training;

Standardization of internal and external  
documents.

Relations and labor law FSC - Through certifications and 
respect for national and interna-
tional environmental laws.

Job performance assessment aimed at the  
physical and mental integrity of employees;

Incentives for programs aimed at the physical 
and mental integrity of employees;

Performance targets with variable  
compensation;

FSC - Through certifications and respect for  
national and international environmental laws.

Internal and External  
Consulting

Outsourcing as a learning point;

External consultancy to support 
the restructuring of strategies.

Sustainability sector trained team for internal 
consulting;

 External consultancy for leaders and managers.

Table 4 shows the set of people management policies and practices described in the speciali-

zed literature such as Recruitment, selection; learning, training and development; Performance and 

competency assessment; Communication and internal marketing; Quality of life, safety, health and 

ergonomics; Relations and labor law and internal and external consulting, which has been the most 

used since the beginning of the restructuring in 2015, in both companies.

The company Amazonas is in the period of restructuring the mission, vision and values, having 

no implication in the people management model that the company follows, since the sustainability 

theme is already in the company’s strategic planning. (company data, 2019)
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However, it should be noted that sustainability in Santa Maria is included in the company’s 

values, being two of the pillars of sustainability, with the term Social and Environmental Responsibili-

ty, in a formal way. The economic pillar, in turn, is implicitly presented in the company’s main policies 

and practices; Currently, the company seeks to incorporate the term sustainability more fully into its 

management model, embodying the sustainable management model. (Santa Maria, 2019)

Both companies, however, have neither updated nor made available the Global Reporting Ini-

tiative - GRI, a document that quantitatively and qualitatively describes the companies’ social and 

environmental risks and impacts, based on the description of the company’s risks (CEBDS, 2016).

The facilitators and inhibitors to the process of alignment between people management and 

sustainability are present in both companies with greater or lesser intensity in the implementation 

of sustainability; According to the literature by Pereira and Dornelas (2010) and Savitz and Weber 

(2013), these factors are important in developing and monitoring the policies and practices chosen for 

the implementation of sustainability. Table 5 answers the third objective of the research.

Table 5 - Main Articulations of the Third Specific Objective

Objective Amazonas Santa Maria
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Senior Management - Committee. Senior Management - Board.

People management Member. People management Leadership.
Alignment with organizational  
strategies

Alignment with the values ​​of the  
organization.
Participation of the Health and Safety 
sector in the development of the sustain-
ability strategy.

Improvement and development projects focusing on sustainability.
Internal communication is a multiplier factor.

Integration between areas.

 
In

hi
bi

to
rs

 

Lack of closer approximation between 
people management (factory) and  
social responsibility (community);

Non-participation of the social and  
environmental responsibility sector at  
the beginning of the implementation of 
the changes;

Recent management change; Internal Fordism style.
Lack of unification of purpose;  
Lack of maturity of the plan.  

Lack of GRI, updated and publicly available.

Table 5 presented identified sustainability facilitators / advocates such as integration and sup-

port of senior management in committees and boards; active participation of people management in 

planning; well-designed strategies including the three pillars of sustainability, internal and external 
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communication as a multiplier of sustainability; formalized in the mission, vision and values and inte-

gration between the areas.

As for the inhibitors were identified: lack of approach of people management with social responsibili-

ty in hiring and selection, the focus on Fordism by management, change of board and management during 

the process of formalization of sustainability, lack of unification of purposes between board and manage-

ment of people and sustainability, and the lack of maturity of the commitment to the sustainability system.

These facilitators and constraints, according to Savitz and Weber (2013) and Galpin, Whittington 

and Bell (2015), are considered as great metrics for the consolidation of sustainability when considered 

as an organizational strategic point; like this; The next specific objective is to describe the strategies 

used to formulate the people management policies of the two cases studied, as shown in Table 6.

Table 6 - Main Articulations of the Fourth Specific Objective

Objective Amazonas Santa Maria

Describe the 
strategies used 
to implement 
organizational 

sustainability in 
organizations

Actions focusing on medium and long Vision to strengthen company values;
term strategies, in search of  
restructuring of mission, vision  
and objectives;

Action plan according to strategic  
business drivers;

Profile in organizational strategies; Management platform and certifications 
aimed at sustainability;

Disseminate and informative commu-
nication as a means of support.

Hiring consultancies to qualify leaders by 
intensifying management changes;
Internal and external communication 
highlighting the mission, vision and  
values.

Table 6 presents the main strategies used by both companies in formulating the action plan to 

implement sustainability; These include actions focused on medium and long-term strategies, strat-

egies focused on business needs, the pursuit of restructuring the company’s objectives, aiming at 

adapting the company’s vision and values mission, hiring external consultants as leadership support 

and communication strategies, with emphasis on the dissemination of goals embedded in the mission 

vision and organizational values. Following are the final considerations of the study, with the contribu-

tions, limitations and notes for further studies.

5 CONCLUSION

The theoretical framework of this study allowed us to understand how the sustainable strategic 

alignment between the people management models and the Triple Bottom Line - TBL of Organiza-



SUSTAINABLE STRATEGIC ALIGNMENT BETWEEN PEOPLE MANAGEMENT MODELS OF ORGANIZATIONAL SUSTAINABILITY: INSIGHTS FROM BRAZIL

ReCaPe | Vol. 11 | Nº. 1 | Ano 2021 | jan./abr. | p. 45

tional Sustainability occurs, proving to be a contingency factor that is increasingly perceived in the 

alignment. strategic.

Through the study the interpretative presuppositions were sought, with the interaction of the 

subject-object of study, with constructivist view, through the data collection through interviews and 

unsystematic observation, that were transcribed in the field diary, in the cross analysis of the subjects. 

two companies in the pulp and paper industry.

Thus, the individual results of each company studied were reached and presented and used 

again in the data crossing, for a better understanding of the theme. Figure 1 will briefly present the 

general and specific objectives:

Figure 1 - Responding to the General Objective and Specific Objectives

Figure 1 shows the results obtained through the specific and general objectives. The first objec-

tive was to verify which management model companies chose to manage people management, being 
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presented in the strategic and sustainable models, the policies and practices most used to implement 

sustainability, are the seven mains described in the theoretical review. 

The facilitators and inhibitors that stood out in the companies were the participation and support 

of senior management and people management, communication as a multiplier of sustainability; The 

most used strategies were the medium and long term, being the disseminating communication of the 

necessary actions to implement the organizational sustainability.

Thus, the specific and general objectives were achieved, and it can also answer the question 

that directed the studies: how is the sustainable strategic alignment between the people management 

model and organizational sustainability in the Pulp and Paper Industries in the southern of Brazil?

Through the theory studied, it was possible to contact that the organizational practices com-

plement each other; Given the factors in the cases studied, it was possible to understand that the 

alignment of the set of people management policies and practices for the formulation, monitoring and 

implementation of sustainability pillars is related to the people management model managed by the 

organization, since the strategies followed have much of the philosophy and culture considerations 

of the founders of the organization that have taken root through the practices of the company’s social 

actors.

These social actors are understood as the formulators of senior management practices and 

praxis, taking into consideration the understanding of the company’s values ​​and which strategies will 

be traced to achieve the objectives of the organizations, which, in turn, are aimed at Competitive mar-

ket that considers sustainable development as essential for maintaining the environment for current 

and future generations.

However, for organizational sustainability to succeed in its three pillars, it is essential that people 

management policies and practices are conducted by practitioners in a concrete and spontaneous 

manner; In this sense, sustainable strategic alignment is extremely important for organizations, as it 

will be in the concrete actions of people management that the paths chosen to achieve sustainability 

will be realized through social actors as the main agents of changes in organizational transformations.

It was found that the Amazonas company follows the strategic management model line with 

focus on the strategies formulated for the organization, and Santa Maria follows the sustainable man-

agement model, which line goes to the sustainability strategies already formalized in the values. of 

the organization. Another important point is that both companies are directed towards sustainable 

and technological development to remain as main players in the globally competitive market, and one 

of the prerequisites is certification, as FSC, which according to the international market, is of short 

importance.
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As a contribution of the studied theme to the companies is the presentation of the main charac-

teristics of the alignment of the people management model and the sustainability followed by them, 

having as suggestion, the increase of the human resources allocation to improve and strengthen the 

guidelines and the approach of the company. people management through recruitment and selection 

with sustainability and social responsibility management.

But, in relation to people, it would be to support the entire team through non-financial elements, 

to formalize the pillars of sustainability in a clear and objective manner and to intensify the disclosure 

of the term sustainability in the environmental, social and economic pillars to all in companies in a 

clear and concrete way. , in order to improve understanding of the importance to the organization and 

society.

Another important factor contributing to companies is to demonstrate the need to formalize 

and make accessible on their website the need to have professionals who have values focused on 

sustainability, as well as making accessible and public the strategies for sustainability through the 

Sustainability Report.

In the theoretical field, it was possible to expand the empirical knowledge, with concrete cas-

es of reputable companies in the market that are undergoing internal restructuring and aiming at 

strengthening the three pillars of sustainability. 

From what the research proposed in the totally qualitative approach, with data collection through 

the asymmetric observation and interviews, it is necessary to describe some of the limiters that oc-

curred during the research: the fact that the case study happened with only two industries; due to the 

lack of time for the execution of the data collection and the lack of official documents, such as the 

organization chart of one of the companies, the Sustainability Report, internal magazines, psycho-

graphic profile models, lists of sustainability training, among others that they could be used to prove 

the policies and practices that involve sustainability. These documents could not be analyzed, making 

it difficult to search for more evidence in the research field, since the analysis took place only with the 

data available on the companies’ public website.

However, through the elements collected through interviews and field observations, the total 

view of the data that involved the research was enriched. For this, during the research walk, it was 

possible to glimpse new knowledge and learning possibilities, and as a suggestion of themes we 

leave: study different branches of activities of companies of the same size and add to the research 

the social responsibility sector together with the sustainability in its three pillars.

Finally, it is believed that this research sought to broaden the researcher’s field of knowledge 

and brought to the scientific and professional world a broader view of the themes in strategic align-

ment.
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