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Abstract 
The evolving concept of sustainability in business has broadened to include not just environmental 

concerns but also social and economic aspects, impacting various organizational practices, 

particularly human resource management (HRM). This review examines Sustainable Human 

Resource Management (Sustainable HRM) and its influence on organizational performance by 

integrating sustainability into HR practices, aiming to achieve economic, social, and 

environmental benefits. Despite the recognized potential of Sustainable HRM to enhance employee 

satisfaction, environmental outcomes, and financial performance, empirical evidence remains 

fragmented. This review seeks to synthesize existing research, identifying patterns, discrepancies, 

and the impact of sustainable practices on organizational outcomes. By doing so, it aims to provide 

a comprehensive understanding and practical recommendations for integrating sustainability 

effectively into HR practices. Recent studies underscore the role of Sustainable HRM in boosting 

innovation, adaptability, and aligning organizational practices with global sustainability goals, 

thus enhancing overall corporate reputation and operational success. 

 

Keywords: Sustainable Human Resource Management, organizational performance, sustainability, 

employee engagement, financial performance. 

 

Introduction 
The concept of sustainability in business has evolved from a focus on environmental issues to 

include broad social and economic dimensions, impacting various organizational practices 

including human resource management (HRM). Sustainable Human Resource Management 

(Sustainable HRM) integrates the principles of sustainability into HR practices to create a triple 

bottom line approach: fostering economic, social, and environmental benefits. This approach is 

aimed not only at enhancing organizational performance but also at contributing to the welfare of 

the workforce and the society at large (Ehnert, 2009; Mariappanadar, 2013). 

 The linkage between Sustainable HRM and organizational performance has garnered 

significant attention as organizations increasingly realize that sustainable practices are not just 

ethical but also beneficial from a business perspective. Research suggests that Sustainable HRM 

practices, such as fair compensation, career development opportunities, work-life balance 

initiatives, and employee engagement strategies, can lead to higher job satisfaction, improved 

employee retention, and increased productivity, all of which significantly impact the overall 

performance of an organization (Shen & Zhu, 2011; Guerci et al., 2016). 

 This review explores the existing literature on the impact of Sustainable HRM on 

organizational performance. It aims to synthesize findings from various studies, identify consistent 

patterns and discrepancies, and provide a comprehensive understanding of how integrating 

sustainability into HR practices can influence organizational outcomes. This exploration is crucial 

for developing effective HR strategies that not only enhance business performance but also 

contribute positively to the societal and environmental context in which companies operate. 
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 The integration of sustainability into business practices has become increasingly prevalent, 

yet the specific impacts of Sustainable Human Resource Management (Sustainable HRM) on 

organizational performance are not well understood. There exists a general consensus on the 

potential benefits of sustainable practices, such as enhanced employee satisfaction and improved 

environmental outcomes, but empirical evidence supporting these claims remains scattered and 

inconsistent across different sectors and cultural backgrounds (Renwick et al., 2013; Jackson et al., 

2014). This disparity poses a significant challenge for organizations attempting to implement 

Sustainable HRM practices, as there is limited comprehensive guidance on how these practices 

might influence key performance indicators, employee morale, and competitive positioning. 

Additionally, there is an ongoing debate about how Sustainable HRM aligns with global 

sustainability objectives and the potential compromises organizations might have to make in this 

pursuit (Ehnert et al., 2016). 

 The objective of this review is to systematically examine and synthesize the existing 

research on Sustainable Human Resource Management and its impact on organizational 

performance. The review will assess the effectiveness of various Sustainable HRM practices, such 

as eco-friendly workplace initiatives, socially responsible employment strategies, and governance 

structures that promote ethical behaviour, in enhancing both immediate and long-term 

organizational outcomes. It aims to identify patterns, discrepancies, and gaps in the current 

literature and provide a clear and comprehensive understanding of how Sustainable HRM 

contributes to the triple bottom line of economic, social, and environmental performance. By doing 

so, the review seeks to offer practical recommendations for organizations looking to integrate 

sustainability into their HR practices effectively. 

 Recent studies have significantly advanced our understanding of Sustainable Human 

Resource Management (Sustainable HRM) and its impact on organizational performance. 

Newman, Nielsen, and Miao (2021) emphasize that HRM practices tailored to sustainability 

enhance employee engagement and corporate reputation by promoting ethical behaviour and social 

responsibility. Bal, De Jong, and Jansen (2020) illustrate that sustainability in HR practices boosts 

innovation and adaptability by empowering employees and fostering a culture of continuous 

learning. Zhou, Vredenburgh, and Rogelberg (2021) find that eco-friendly workplace initiatives not 

only improve environmental performance but also enhance employee morale and retention by 

aligning company values with those of its employees. Furthermore, Anderson and Sun (2022) 

demonstrate that sustainable practices are linked to better financial performance through cost 

savings and enhanced brand equity, attracting both customers and potential employees. 

 

Methodology of the study 
 This review employs a systematic literature review methodology to investigate the impact 

of Sustainable Human Resource Management (Sustainable HRM) on organizational performance, 

focusing on studies published within the last ten years. The methodology includes a comprehensive 

search across electronic databases such as Google Scholar, PubMed, JSTOR, and ScienceDirect 

using keywords related to "Sustainable Human Resource Management", "organizational 

performance", and "impact of green HRM". Relevant studies are selected based on their direct 

relationship to Sustainable HRM and organizational outcomes, excluding those that do not meet 

these criteria. Data from each study, including authors, publication year, objectives, methodology, 

findings, and conclusions, are extracted and organized systematically. Each article is critically 

evaluated for methodological rigor to ensure validity and relevance. The review synthesizes this 

data to identify common themes, discrepancies, and trends, ultimately discussing the implications 

for practice and providing recommendations for future research and practical application in 

organizational contexts. This approach ensures a thorough understanding of how Sustainable HRM 

influences organizational performance across various dimensions. 
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Employee Engagement and Satisfaction 
 Beyond the factors already mentioned, Sustainable HRM significantly influences 

organizational culture, which in turn affects employee engagement and satisfaction. Research by 

Glavas and Kelley (2014) suggests that when organizations genuinely embed sustainability into 

their core operations, employees feel a greater sense of purpose and alignment with their personal 

values, which enhances their engagement. Moreover, sustainable practices often lead to an 

inclusive and diverse workplace, further increasing employee satisfaction by creating a more 

supportive and respectful work environment (Roberson, 2019). 

 

Financial Performance 
 Expanding on the financial impacts of Sustainable HRM, recent studies have demonstrated 

how sustainability initiatives can also enhance financial performance by building a stronger social 

license to operate and increasing stakeholder trust. This social license leads to smoother operations 

and can often mitigate regulatory and legal risks, contributing to long-term financial stability and 

profitability (Aras and Crowther, 2018). Additionally, sustainable practices are increasingly seen as 

a marker of innovative and forward-thinking management, attracting not just consumers and 

investors but also potential strategic partners (Bansal and DesJardine, 2014). 

 

Innovation and Adaptability 
Regarding innovation and adaptability, Sustainable HRM encourages organizations to 

rethink traditional business models and operational processes, leading to breakthrough innovations. 

Companies committed to sustainability are often early adopters of green technologies and practices 

that can transform industry standards (Rennings and Rammer, 2009). These innovations not only 

drive market competitiveness but also position the company as a leader in sustainability, appealing 

to a broader range of stakeholders, including environmentally conscious consumers and employees. 

 

Sustainability in Human Resource Management 
Sustainable HRM integrates long-term oriented approaches that are both socially 

responsible and economically viable. It emphasizes holistic strategies that encompass not only 

operational aspects but also employee welfare and environmental sustainability. This broader 

perspective is vital in addressing the complex challenges faced by modern organizations, including 

climate change and societal expectations for corporate responsibility (Wirtenberg et al., 2007). 

 

Human Resource Advancement 
Beyond traditional training, Sustainable HRM focuses on developing competencies that 

support sustainable business practices. This includes fostering a mindset oriented towards 

innovation and sustainability among employees, thereby enhancing the organization's capacity to 

address environmental and social challenges through its core business operations (Ehnert, 2009). 

 

Developing a Positive Reward System 
In the context of Sustainable HRM, reward systems are not only about compensation but 

also include non-financial incentives such as career development opportunities, recognition 

programs, and work-life balance initiatives. These comprehensive reward systems are designed to 

align employees' personal goals with organizational sustainability goals, thereby enhancing 

employee engagement and loyalty (Bardoel et al., 2014). 

 

Organizational Culture 
Sustainable HRM promotes an organizational culture that values ethical behaviour, 

transparency, and accountability. It encourages a culture where sustainability is embedded in 

everyday business practices and decision-making processes. Such a culture not only enhances 
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employee engagement but also builds trust with external stakeholders, including customers, 

suppliers, and community members (Schein, 2010). 

 

Organizational Performance 
 Sustainable HRM contributes to various dimensions of organizational performance. 

Financially, it helps reduce costs and enhance efficiency through sustainable practices such as 

energy savings and waste reduction. Market performance benefits from an enhanced corporate 

reputation and increased customer loyalty driven by responsible business practices. Furthermore, 

shareholder value is improved through sustainable growth and risk management, aligning with 

investors' increasing focus on environmental, social, and governance (ESG) criteria (Epstein & 

Roy, 2001). 

 

Impact of Sustainable HRM on Organizational Performance 
 The direct correlation between Sustainable HRM practices and improved organizational 

outcomes is supported by a growing body of research. These practices not only help in attracting 

and retaining top talent but also promote a proactive approach to managing environmental and 

social issues, thereby enhancing the firm’s resilience and adaptive capacity (Zhu & Sarkis, 2004; 

Aguinis & Glavas, 2012). 

 

Implications 
 The implications of integrating Sustainable Human Resource Management (Sustainable 

HRM) are profound and multifaceted. Organizations that successfully implement these practices 

can expect enhanced employee engagement and job satisfaction, largely due to alignment between 

organizational goals and employees’ personal values regarding sustainability. This alignment not 

only improves employee morale but also increases productivity and reduces turnover rates, which 

are critical factors in maintaining a competitive edge in today's labor market. Furthermore, the 

positive impact of Sustainable HRM on financial performance through operational efficiencies and 

enhanced brand reputation suggests that sustainability can be a significant strategic advantage, 

attracting not just customers but also investors who are increasingly mindful of corporate 

sustainability practices. 

 

Limitations 
However, the implementation of Sustainable HRM is not without challenges. One of the 

primary limitations of the current body of research is the potential bias toward positive outcomes, 

as companies that voluntarily disclose their sustainability practices may be those experiencing 

successful outcomes, thus skewing the data. Moreover, the complexity of quantifying the direct 

impact of Sustainable HRM on organizational performance can be a barrier. Many variables, such 

as market conditions, technological advancements, and changing regulatory landscapes, can 

influence the outcomes of these practices, making it difficult to isolate the effects of Sustainable 

HRM alone. Additionally, the upfront costs and significant cultural shifts required to implement 

sustainable practices can be substantial, posing a barrier for smaller or less financially stable 

organizations. 

 

Conclusion 
In conclusion, Sustainable Human Resource Management represents a critical evolution in 

the way organizations manage their human resources, emphasizing long-term sustainability and 

ethical practices. The review has shown that Sustainable HRM can significantly enhance 

organizational performance across various dimensions, including employee engagement, financial 

performance, and innovation. While the challenges and limitations associated with its 

implementation are non-trivial, the potential benefits make a compelling case for its adoption. 

Organizations are encouraged to consider Sustainable HRM not just as a compliance or ethical 
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imperative but as a strategic asset that can drive long-term success and sustainability. Future 

research should aim to address the existing gaps in the literature, particularly in quantifying the 

specific impacts of Sustainable HRM and exploring its effects in different organizational contexts 

and industries. 

 

Scope for Future Research 

 Future research in Sustainable Human Resource Management (Sustainable HRM) should 

focus on the integration of digital technologies, examining how tools like AI can optimize 

sustainable practices. Exploring the impact across various industries and global regions will also be 

crucial, along with longitudinal studies to assess long-term effects on employee retention and 

financial performance. This would help develop more adaptable and effective Sustainable HRM 

strategies for diverse organizational needs. 
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