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Abstract. This article examines how Human Resource Management (HRM)
practices can improve organizational and environmental sustainability. The main
focus is on Sustainability Human Resource Management (SHRM) and its impact
on employees, organizational performance, and environmental performance. This
research utilizes a literature review approach to explores the concept of
Sustainable Human Resource Management (SHRM) and identifies the indicators,
barriers, and benefits of SHRM adoption. Research shows that effective
implementation of SHRM through GHRM can drive green innovation and
improve environmental performance outcomes, as well as improve transparent
sustainability reports that attract investment and improve corporate financial
performance. However, challenges such as lack of understanding from
stakeholders, negative impacts from efficiency practices, and inappropriate
remuneration system design, can hinder the success of SHRM. Contextual
factors, such as organizational culture, also affect SHRM implementation. This
article emphasizes the importance of an integrated and strategic approach to
overcome such challenges and ensure SHRM's contribution to the long-term
sustainability of both the organization and society.
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1 Introduction

In a period characterized by heightened intricacies of globalization, sustainability
challenges have emerged as a primary concern across diverse industrial domains,
encompassing the corporate sector. The ramifications of climate change, the exhaustion
of natural resources, and the demands from stakeholders, both regulatory bodies and
consumers, have compelled organizations to integrate sustainability into their
operational frameworks.

Research shows that companies are not only required to achieve financial returns,
but also to contribute to environmental and social sustainability [1]. This creates an
urgent need for companies to integrate sustainability principles into various aspects of
operations, including human resource management (HRM) practices [2][3]. Human
resource management has a strategic role in driving companies towards more holistic
sustainability. HRM is not only responsible for managing the workforce, but also plays
an important role in shaping corporate culture and driving innovation that supports
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sustainability goals [4]. Through HRM sustainability practices utilizing GHRM
practices, companies can reduce their ecological footprint and ensure that employees
have a high awareness of environmental issues [5][6]. However, while much of the
literature highlights the importance of Green HRM, a broader approach to HR practices
that support sustainability is less discussed [7][8]. The urgency is even more apparent
as many companies are beginning to adopt sustainability initiatives, but have yet to fully
understand how their HR practices can be optimized to support such goals. In many
cases, sustainability initiatives operate separately from HR management, potentially
creating a gap between a company's strategic vision and operational implementation
[9]. Just as companies have strong environmental policies, but if employees are not
engaged or do not understand the importance of such initiatives, the expected positive
impact will not be achieved [10]. Therefore, a more comprehensive approach is needed
to integrate sustainability principles in every aspect of HRM [11]. In addition to the
Green HRM aspect, other dimensions of HRM that can support organizational and
environmental sustainability also need to be considered.

Dimensions such as employee well-being, diversity and inclusion, and skills
development are important elements that contribute to the formation of an
organizational culture that supports long-term sustainability [12][13]. Employee well
being not only improves their quality of life but also has a direct impact on productivity
and loyalty [14]. Diversity and inclusion ensure that companies can accommodate
multiple perspectives, which is important in making more thoughtful and innovative
decisions [15][16].

While the importance of HR practices that support sustainability is increasingly
recognized, there are still gaps in their understanding and implementation. Many
companies are yet to fully realize how the various dimensions of HR can be interrelated
and mutually supportive in achieving sustainability [17][18]. Previous research tends
to focus on one particular aspect, such as Green HRM, while other dimensions are often
overlooked [19].

In addition, although many companies have started adopting SHRM practices, there
are several challenges and gaps that hinder effective implementation. One of the most
fundamental gaps is the lack of a comprehensive understanding of what SHRM is and
how the practices can be integrated into the overall business strategy [20]. Many
organizations still see SHRM as an add-on, rather than an integral part of their human
resource management, resulting in a lack of support and commitment from top
management [21].

Another significant gap is between existing policies and practices. Often, companies
have strong sustainability policies, but their implementation at the operational level is
inconsistent. For example, while there are initiatives to promote pro-environmental
behavior among employees, many organizations do not have adequate systems in place
to support or motivate employees to implement such policies [22] This suggests that
while there is awareness of the importance of SHRM, practices on the ground are often
not in line with established policies. In addition, gaps in the measurement and
evaluation of SHRM practices are also a challenge. Many organizations lack clear
metrics to assess the effectiveness of their SHRM practices, making it difficult to
identify areas for improvement [23]. Research shows that without proper measurement,
companies cannot understand the impact of SHRM practices on organizational
performance and employee well-being [24].

This creates a cycle where lack of data and analysis hinders continuous improvement
in SHRM practices. Gaps in training and development are also an important factor.
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Many employees and HR managers do not have sufficient knowledge of SHRM
practices and how to implement them effectively [25][26]. Without adequate training,
employees may not fully understand their role in achieving the organization's
sustainability goals, which may reduce the engagement and effectiveness of
sustainability initiatives [27].

Therefore, this study aims to compile a comprehensive literature review and develop
a holistic conceptual framework, which covers all important dimensions of HR
practices that can support organizational and environmental sustainability [28].
Through this comprehensive literature review and the development of a conceptual
framework, this research is expected to make a significant contribution to both
academic literature and business practice. By providing clear and practical guidance on
how to integrate various dimensions of HRM to support sustainability, companies will
be better equipped to face increasingly complex and dynamic global challenges [29].
This research is also expected to assist companies in building HR strategies that focus
not only on short-term gains, but also on achieving long-term sustainability goals that
benefit all stakeholders [30][31].

2 Literature Review

The concept of Sustainable Human Resource Management (Sustainable HRM) has
emerged as an important focus area for organizations seeking to achieve long-term
viability and success. Sustainable HR integrates sustainability principles into HR
practices, emphasizing the importance of balancing economic, social, and
environmental goals. This multifaceted approach is essential to fostering a sustainable
organizational culture that not only improves employee well-being but also contributes
to overall organizational performance.

One of the fundamental aspects of Sustainable HR is its alignment with the
Sustainable Development Goals (SDGs). Human Resource Management (HRM)
practices can significantly impact the achievement of these goals, particularly those
related to social justice and environmental stewardship. For example, highlighting that
HR can play an important role in implementing practices that are aligned with corporate
social responsibility (CSR) initiatives, thus promoting sustainability within the
organization [27]. Furthermore, the integration of sustainable practices into HR can
increase employee engagement and satisfaction, which is critical to organizational
sustainability [32][33].

It is argued that human resource management serves as a key agent in developing an
organizational culture that prioritizes sustainability, thus enabling employees to
contribute effectively to sustainability initiatives [34]. This perspective is supported by,
which emphasizes that sustainable human resource management practices should focus
on long-term human capital development, which is critical to maintaining a competitive
advantage in a rapidly changing business environment [35]. By fostering a culture of
sustainability, organizations can improve employee commitment and performance,
leading to improved organizational outcomes. In addition, the implementation of
SHRM practices can facilitate knowledge sharing and collaboration among employees,
which is essential for driving innovation and sustainability. illustrates that sustainable
human resource management practices can improve knowledge management and work
engagement, which ultimately leads to better organizational performance [36].

This is further corroborated by, which highlights the importance of human resource



How Can Human Resources Management Practices Enchance ... 2055

management in promoting knowledge sharing as a means to achieve sustainability
oriented performance [34]. By creating an environment that encourages collaboration
and knowledge exchange, organizations can better address sustainability challenges. In
addition to encouraging employee engagement and knowledge sharing, SHRM also
involves the careful design of HR practices that consider the broader implications of an
organization's actions on society and the environment. This includes adopting green
HR practices that promote environmental sustainability while ensuring employee well-
being [35]. The integration of such practices not only helps an organization reduce its
ecological footprint, but also enhances reputation and stakeholder trust, which are
critical for long-term success [36].

In conclusion, Sustainable Human Resource Management is a critical component of
an organization's strategy that aligns HR practices with sustainability goals. By
focusing on employee engagement, knowledge sharing, and integration of sustainable
practices, organizations can improve their performance while positively contributing to
society and the environment. Evidence from various studies underscores the importance
of SHRM in achieving a sustainable future for organizations and their stakeholders.

3 Method

This research method will use a qualitative approach with a focus on a comprehensive
literature review to explore how Human Resource Management (HRM) practices can
contribute to improving organizational and environmental sustainability. The data
sources used in this research come from secondary literature, including scientific
journals, academic books, industry reports, as well as related publications that address
the topics of HRM, organizational sustainability, and environmental sustainability. The
selected literature will be systematically analyzed using thematic analysis method to
identify HRM themes, concepts, and practices that support sustainability. In addition,
this research will explore theories of sustainability management to strengthen the
analysis. The data collected from various literatures will be used to build a
comprehensive conceptual framework, which illustrates the relationship between HRM
strategies and the achievement of organizational and environmental sustainability goals,
as well as the implications for corporate policy development.

4 Result and Discussion

4.1 Sustainability Human Resources Management Dimension

The sustainability dimension in human resource management (HRM) encompasses a
multifaceted approach that integrates environmental, social and economic
considerations into HR practices. This approach, known as Sustainable Human
Resource Management (SHRM), aims to align HR strategies with broader sustainability
goals, as well as address challenges such as climate change, digital transformation and
social justice. In this context, SHRM focuses not only on economic returns, but also on
the social and environmental impacts of HR practices implemented in organizations
[41][42].

One important aspect of SHRM is the integration of HRM practices with
environmental management initiatives. Research shows that organizations can adopt
socially responsible and sustainable HRM practices, which not only improve economic
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performance but also provide social and environmental benefits

[40][43][44]. For example, highly committed and sustainable work practices can
improve employee well-being and encourage innovation within the organization, which
in turn contributes to long-term sustainability [45][46]. In addition, training and
developing employees in green practices can strengthen their commitment to
sustainability initiatives [47].

In the face of global challenges such as the COVID-19 pandemic, organizations are
faced with the need to adapt their HRM strategies to be more responsive to change. The
pandemic has accelerated the shift towards a more flexible and empathic organizational
culture, which is essential to support employee well-being [48][49]. Research also
shows that sustainability in HRM should include social dimensions, such as
organizational justice and employee participation, to create an inclusive and fair work
environment [50][51]. Thus, SHRM serves not only as a tool to achieve business goals,
but also as a means to improve the quality of life of employees and society as a whole.

Overall, sustainability in HRM encompasses a holistic and integrated approach,
which considers the interaction between economic, social, and environmental
dimensions. By adopting sustainable HRM practices, organizations can achieve
positive outcomes not only for themselves but also for society and the environment
around them [52][53].

Green Human Resources Management. Green Human Resource Management
(GHRM) is increasingly recognized as a critical dimension of HRM sustainability,
integrating environmental considerations into human resource practices to promote
sustainable organizational development. This approach not only improves employee
performance and organizational sustainability but also contributes to broader social and
environmental goals.

A key indicator in green resource management practices is green recruitment and
selection, where companies seek employees who share environmental values and
minimize environmental impacts in the recruitment process, such as reducing paper
usage by switching to virtual interviews. Green recruitment strategies (GRS) are
designed to align with an organization's sustainability goals, ensuring that new hires are
committed to environmental values [54][55].

In addition, green training and development also plays a key role by providing
specialized training to enhance employees' understanding of how to preserve the
environment, such as energy efficiency and waste management. This includes educating
employees on sustainable practices and encouraging them to adopt green behaviors in
their daily tasks [56]. Furthermore, green performance management adds an
environmental dimension to performance appraisals, where employees' contributions
to green initiatives, such as carbon footprint reduction and resource efficiency, are
rewarded. This can motivate employees to engage in green behavior and align their
performance with the organization's sustainability goals [57].

In addition to these indicators, a green compensation and reward system is also
implemented, where companies provide incentives to employees who successfully
contribute to green initiatives, such as bonuses for energy savings or environmental
innovation [58]. Green employee relations are important in creating a culture that
supports sustainability, with companies encouraging active employee involvement in
environmental programs, including participation in environmental committees or green
working groups [59]. Furthermore, green work-life balance helps reduce a company's
carbon footprint with flexible work policies, such as work-from-home policies that



How Can Human Resources Management Practices Enchance ... 2057

reduce employees' daily commute. Employee participation and empowerment [60].

Beyond that, companies can implement various green office initiatives to reduce the
environmental impact of their office activities. One important step is the use of energy-
efficient equipment, which can significantly reduce energy consumption. Research
shows that implementing a culture of recycling and reusing materials in offices can
reduce the carbon footprint, with approximately 70% of office materials being
recyclable [61]. In addition, creating social norms in the office environment that
encourage recycling behavior can increase the frequency and volume of materials
recycled [62]. This suggests that sustainable building design can influence employee
behavior in terms of waste management. Office waste management is also an important
aspect of green office initiatives. Employees have a great deal of control over saving
behaviors, including recycling and reusing materials [63].

By implementing a comprehensive recycling program, companies can minimize the
waste generated and promote the use of environmentally friendly materials. For
example, the use of recycled paper in daily activities can reduce the need for new raw
materials and reduce the environmental impact of paper production [64]. In addition,
green travel policies can also be implemented to encourage employees to use public
transportation or green vehicles when traveling for business. This not only reduces
carbon emissions but can also increase environmental awareness among employees
[65]. By integrating green technologies, such as efficient e-waste management systems,
companies can further reduce their environmental impact [66].

A sustainability oriented organizational culture is also a key element in green office
initiatives. Companies that successfully embed green values in their organizational
culture tend to see an increase in sustainable behaviors among employees [63]. This
includes green procurement, where companies ensure that their suppliers comply with
environmental standards and choose environmentally friendly materials. Thus,
sustainable procurement not only supports the environment but can also improve a
company's reputation in the eyes of consumers who are increasingly concerned about
environmental issues.

Overall, implementing comprehensive green office initiatives can help companies
reduce their environmental impact, improve energy efficiency, and build a sustainable
organizational culture. By integrating these strategies, companies not only contribute to
environmental sustainability but can also improve employee performance and
satisfaction.

Social Sustainability. Only two levels of headings should be numbered. Lower level
headings remain unnumbered; they are formatted as run-in headings. The concept of
social sustainability within the framework of Sustainability Human Resource
Management (HRM) practices is fundamentally concerned with the establishment of a
work environment that is not only inclusive but also equitable, while simultaneously
exerting a beneficial influence on the broader society. The principles of diversity and
inclusion emerge as pivotal components in this context, with organizations actively
instituting policies designed to support and uplift all employees, irrespective of their
individual backgrounds or personal circumstances [67].

Empirical research demonstrates that the implementation of effective inclusion
policies, which may encompass initiatives such as comprehensive diversity training
programs and the provision of equitable access to vital information, can significantly
bolster employees' overall sense of belonging within the workplace and enhance their
levels of job satisfaction [68][69]. Furthermore, in their pursuit of social responsibility,
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companies often engage in various community-oriented programs that not only aim to
contribute to societal well-being but also include initiatives focused on education and
empowerment, thereby fostering a more equitable society [51][44].

It is essential to recognize that sustainable HRM practices yield advantages that
extend beyond the confines of the organization itself; they play a crucial role in
alleviating the adverse effects that corporate activities may impose on society at large
[70][71]. Consequently, the integration of social values into human resource
management practices is of paramount importance, as it serves as a foundational
element in the pursuit of achieving broader sustainability objectives that align with both
organizational goals and societal needs [72].

Economic Sustainability. Economic sustainability in Human Resource Management
(HRM) includes various strategic efforts to maintain long-term operational efficiency
and employee well-being. A key initiative is improving HR efficiency, where
companies maximize employee productivity by leveraging technology and skill
development, resulting in improved organizational performance [73]. Organizational
restructuring also plays an important role in achieving economic sustainability,
enabling the reduction of bureaucracy and increased team effectiveness without
compromising competitiveness [74]. In addition, cost reduction strategies, such as
automating work processes and cutting non-essential expenses, help companies operate
more efficiently in a competitive market [75].

Senior management commitment is critical to the success of economic sustainability
initiatives. Leadership support ensures the implementation of innovative and efficient
HR practices, fostering an organizational culture that encourages employee engagement
[76]. The development of adequate facilities and infrastructure, including training and
technology, also supports improved performance and job satisfaction [73]. In addition,
stable macroeconomic policies provide a foundation for companies to adapt and grow
[76].

Finally, ensuring employee welfare through benefits, health insurance, and pension
programs not only increases loyalty but also supports operational stability, thereby
contributing to long-term economic sustainability [75]. Economic sustainability in
Human Resource Management (HRM) includes various strategic efforts to maintain
long-term operational efficiency and employee well-being.

A key initiative is improving HR efficiency, where companies maximize employee
productivity by leveraging technology and skill development, resulting in improved
organizational performance [73]. Organizational restructuring also plays an important
role in achieving economic sustainability, enabling the reduction of bureaucracy and
increased team effectiveness without compromising competitiveness [74]. In addition,
cost reduction strategies, such as automating work processes and cutting non-essential
expenses, help companies operate more efficiently in a competitive market [75].

4.2 Implications of Sustainable Human Resources Management

Sustainability Human Resource Management (HRM) practices have a significant
impact on organizational performance and environmental performance. One important
aspect of sustainable HRM practices is Green Human Resource Management (GHRM),
which focuses on the integration of sustainability principles in human resource
management. GHRM not only increases employee motivation and engagement in green
activities, but also contributes to better organizational reputation and environmental
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performance[77][78].

Research shows that companies that implement GHRM can achieve better results in
terms of green innovation, which in turn improves their environmental performance
[78]. In addition, the disclosure of sustainability reports also plays an important role in
improving the company's financial performance. Transparent and comprehensive
sustainability reports can increase stakeholder trust and attract investment, which has a
positive impact on financial performance [79][80].

Research shows that companies that are active in sustainability reporting tend to have
better financial performance, as this reflects their commitment to social and
environmental responsibility [81]. From an environmental performance perspective,
implementing sustainable HRM practices can help companies manage resources more
efficiently and reduce negative impacts on the environment. For example, companies
that implement work flexibility policies can increase productivity and reduce their
carbon footprint through reduced travel and resource use [82]. In addition, good
management of environmental performance can contribute to firm value, where good
environmental performance is often associated with better financial performance
[83][84].

Overall, sustainability HRM practices not only contribute to organizational
performance through increased employee motivation and engagement, but also
strengthen the environmental and financial performance of the company. By integrating
sustainability principles in all aspects of human resource management, companies can
create sustainable long-term value both for themselves and for the society and
environment around them. Sustainability Human Resource Management (HRM)
practices have a significant impact on organizational performance and environmental
performance.

4.3 Barriers Sustainable Human Resources Management Implementation

The implementation of Sustainable Human Resource Management (SHRM) practices
faces various limitations that can hinder the achievement of sustainability goals in
organizations. One of the main challenges is the lack of understanding and support from
various stakeholders in the organization. Research shows that the success of SHRM
initiatives depends not only on the HRM function, but also requires contributions from
employees, line managers, and senior management [85][86]. This lack of understanding
often leads to resistance to change and reduces the effectiveness of implemented
sustainability programs.

Another limitation is the negative externalities of efficiency-focused organizational
practices. These practices can cause psychological and social problems for employees
and their communities [70]. For example, excessive work intensification can result in
stress and decreased mental health, which in turn can reduce productivity and employee
engagement in sustainability initiatives [85][70]. Therefore, it is important for managers
to implement an HRM system that not only focuses on efficiency but also on employee
well-being. In addition, the organizational context also plays an important role in the
success of SHRM.

Research shows that contextual factors, such as organizational culture and structure,
can influence how sustainable HRM practices are adopted and implemented [86]. In
some cases, organizations may not have sufficient resources or commitment to
effectively implement GHRM (Green Human Resource Management) practices, which
may hinder the achievement of sustainability goals [87][88]. Furthermore, there are
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challenges in designing remuneration systems that support SHRM. Research shows that
inappropriate remuneration systems can inhibit employee motivation to participate in
sustainability initiatives [89].

Therefore, it is important to design systems that consider not only financial
performance but also the social and environmental impacts of HRM practices [90].
Finally, despite the increasing interest in SHRM research and practice, many
organizations are still in the early stages of adopting sustainability principles in their
human resource management [91]. This suggests the need for a more integrated and
strategic approach to overcome these limitations and ensure that SHRM can contribute
significantly to overall organizational sustainability.

4.4 Conceptual Framework: Sustainability Human Resources Management

By identifying the various dimensions of Sustainable Human Resource Management
(SHRM) practices, we can understand both the benefits and limitations of implementing
these practices within an organization. This understanding allows us to build a more
robust conceptual framework that considers not only environmental aspects but also
how SHRM practices can contribute to social and economic sustainability. With a better
grasp of the impact of SHRM practices on various organizational aspects, including
employee well-being, job satisfaction, and operational efficiency, we can develop more
effective strategies to achieve overall sustainability goals.

Furthermore, this analysis can reveal potential challenges in SHRM implementation
and provide guidance on addressing these issues. The resulting conceptual framework
will be a crucial tool for organizations in designing policies and practices that support
long-term sustainability goals while enhancing performance and competitiveness.
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Fig. 1. Conceptual Framework Sustainability Human Resources Management Practices.

5 Conclusion

The implementation of Sustainability Human Resource Management (SHRM) practices
and challenges show that the application of sustainability principles in human resource
management has a significant impact on organizational and  environmental
performance. Green Human Resource Management (GHRM) practices play an
important role in increasing employee motivation and engagement in green activities,
which in turn improves organizational reputation and environmental performance.
Companies that adopt GHRM tend to achieve better results in terms of green innovation
and environmental performance, and benefit from transparent sustainability reports,
which can increase stakeholder confidence and attract investment, positively impacting
the company's financial performance.

However, SHRM implementation is not without challenges. Lack of understanding
and support from various stakeholders, the negative impact of efficiency-focused
organizational practices, and the difficulty in designing a remuneration system that
supports SHRM are major obstacles in achieving sustainability goals. In addition,
contextual factors such as organizational culture and structure also affect the successful
implementation of SHRM. To overcome these limitations, a more integrated and
strategic approach is required, which considers the social and environmental impacts
of HRM practices and ensures that SHRM can make a significant contribution to the
overall sustainability of the organization.

By understanding and addressing these challenges, companies can more effectively
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implement SHRM practices and create long-term sustainable value for the organization
and society at large.

Furthermore, to improve the understanding and effectiveness of Green Human
Resource Management (GHRM) and Sustainable Human Resource Management
(SHRM) practices, it is important to develop integrative models that incorporate
different aspects of sustainability practices. Future research should focus on developing
models that include challenges such as lack of stakeholder understanding and
unsupportive remuneration system design. In addition, in-depth empirical research into
the specific impacts of SHRM practices on organizational and environmental
performance across different sectors can provide further insights into the effectiveness
and applicability of such practices.

Besides, studies that explore contextual factors such as organizational culture,
structure and resources can help tailor SHRM practices for various environments.
Evaluation of remuneration systems that support SHRM practices is also important to
understand how financial rewards can motivate employees in sustainability initiatives.
Longitudinal research and benchmarking of best practices in companies successfully
implementing sustainability will provide practical guidance and long-term evaluation
of effective sustainability strategies.
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