Integrating Green HR Practices to Drive Employee Engagement and Organizational
Sustainability: A Thematic Literature Review

Kamran Igbal; Nawaz Jokhio; Asif Mirza

Abstract

Green human resource (HR) practices have emerged as a key strategy for promoting organizational
sustainability by embedding environmentally responsible behaviors into employee management
systems. These practices, which include green recruitment, training, performance management,
and employee involvement in eco-friendly initiatives, align workforce behaviors with
sustainability objectives. Employee engagement serves as a critical mechanism through which
green HR practices influence sustainable organizational outcomes, as engaged employees are more
likely to participate in, support, and sustain environmentally responsible behaviors. This study
presents a thematic literature review examining the relationship between green HR practices,
employee engagement, and organizational sustainability. Relevant literature was identified
through systematic searches in databases including Scopus, Web of Science, Google Scholar, and
ScienceDirect. Selected studies were analyzed using thematic analysis, revealing five dominant
themes: integration of green HR practices into organizational strategy, environmental training and
development, green performance management, employee participation in sustainability initiatives,
and fostering a green organizational culture. Findings indicate that organizations that strategically
implement green HR practices and actively engage employees enhance both environmental
responsibility and long-term sustainability. The review provides practical insights for designing
HR strategies that promote employee engagement while advancing organizational sustainability
goals.
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Introduction

In today’s rapidly evolving business environment, sustainability has become a central concern for
organizations seeking to balance economic performance with environmental and social
responsibility. Organizational sustainability refers to the capacity of firms to maintain long-term
operational success while minimizing negative environmental impacts and promoting social well-
being (Elkington, 1997). One of the emerging mechanisms for achieving sustainability is the
adoption of green human resource (HR) practices, which integrate environmentally responsible
strategies into HR policies, procedures, and employee management systems. Green HR practices
encompass initiatives such as green recruitment, environmentally conscious training and



development, performance appraisal based on sustainable behaviors, and employee involvement
in ecological initiatives (Renwick et al., 2013).

Research indicates that green HR practices can significantly influence organizational sustainability
by embedding environmental values into organizational culture and aligning employee behaviors
with sustainability goals (Dumont et al., 2017). For example, organizations that adopt green HR
practices encourage employees to conserve energy, reduce waste, and participate in eco-friendly
initiatives, thereby fostering an environmentally conscious workforce. Moreover, these practices
can enhance the firm’s reputation among stakeholders, attract talent with pro-environmental
values, and ensure compliance with environmental regulations, all of which contribute to
sustainable organizational performance.

An additional variable that strengthens the relationship between green HR practices and
sustainability is employee engagement. Engaged employees exhibit higher levels of commitment,
discretionary effort, and participation in organizational initiatives (Schaufeli et al., 2002). When
green HR practices are effectively implemented, they can increase employee engagement by
providing meaningful work, fostering a sense of purpose, and encouraging participation in
sustainability initiatives. Engaged employees are more likely to adopt eco-friendly behaviors
voluntarily, contribute to environmental innovation, and promote sustainability practices within
and beyond the organization. Thus, employee engagement serves as a mediating or moderating
factor that enhances the effectiveness of green HR practices in achieving sustainability objectives.

Despite the growing attention to green HR practices and sustainability, the literature remains
fragmented, with limited studies examining the combined influence of green HR policies and
employee engagement on sustainable organizational outcomes. Many studies focus either on HR
practices or on environmental management independently, without systematically exploring how
human resource strategies can shape employee behaviors and engagement to support
sustainability. This gap highlights the need for a comprehensive synthesis of the literature to
identify recurring themes, mechanisms, and best practices for integrating green HR practices with
employee engagement to achieve long-term sustainability.

A thematic literature review is well-suited for addressing this gap, as it enables the identification
and analysis of patterns, trends, and conceptual linkages across interdisciplinary studies (Braun &
Clarke, 2006). By employing thematic analysis, researchers can uncover the ways in which green
HR practices foster employee engagement, promote environmentally responsible behaviors, and
enhance organizational sustainability. Emerging research suggests several key thematic areas,
including environmental training and development, green performance management, employee
participation in sustainability initiatives, and the cultivation of a green organizational culture.

The purpose of this study is to conduct a thematic literature review on green HR practices,
employee engagement, and organizational sustainability. By synthesizing existing research, the
study aims to identify dominant themes, conceptual patterns, and practical strategies that
demonstrate how organizations can leverage HR practices to engage employees and achieve
sustainable outcomes. This review contributes to both theory and practice by highlighting the
strategic role of green HR practices and employee engagement in fostering organizational



sustainability and providing guidance for developing effective human resource strategies that
support environmental and social objectives.

Methodology

This study adopts a thematic literature review approach to examine the relationship between green
HR practices, employee engagement, and organizational sustainability. Relevant literature was
systematically identified through searches in academic databases including Scopus, Web of
Science, Google Scholar, and ScienceDirect, using keywords such as green HRM, employee
engagement, organizational sustainability, eco-friendly HR practices, and sustainable workforce
management. The inclusion criteria focused on peer-reviewed journal articles and scholarly
publications that explored the implementation of green HR practices, their impact on employee
engagement, and subsequent effects on sustainability outcomes, with a focus on studies published
over the last two decades to ensure contemporary relevance. Selected studies were analyzed using
thematic analysis following Braun and Clarke’s (2006) six-phase framework: familiarization with
the data, generation of initial codes, searching for themes, reviewing themes, defining and naming
themes, and producing the final report. This process enabled the identification of recurring patterns
and conceptual linkages among green HR practices, engagement, and sustainability, while also
highlighting gaps in the literature that warrant further research. By synthesizing insights across
multiple studies, the methodology provides a structured understanding of how organizations can
leverage HR strategies to foster environmentally responsible behaviors and achieve sustainable
outcomes.

Literature Review

The thematic analysis of the selected literature revealed five major themes illustrating how green
HR practices, combined with employee engagement, contribute to organizational sustainability:
integration of green HR practices into organizational strategy, environmental training and
development, green performance management, employee participation in sustainability initiatives,
and fostering a green organizational culture. These themes collectively demonstrate the
mechanisms through which human resource strategies promote environmental responsibility and
sustainable outcomes.

Integration of Green HR Practices into Organizational Strategy

A central theme in the literature is the strategic integration of green HR practices into overall
organizational planning. Organizations that align HR policies with sustainability objectives are
better able to embed environmental considerations into daily operations and decision-making
processes (Renwick et al., 2013). Strategic alignment ensures that initiatives such as green
recruitment, environmentally conscious hiring criteria, and eco-friendly policy frameworks are not
isolated practices but are integrated with organizational goals. Studies suggest that when green HR
practices are strategically embedded, employees perceive sustainability as a core organizational
value, enhancing motivation and commitment to sustainable behavior.

Environmental Training and Development



Green HR practices often include training and development programs aimed at enhancing
employees’ environmental awareness and capabilities. Environmental training equips employees
with knowledge about sustainable practices, regulatory compliance, and eco-friendly workplace
behaviors (Dumont et al., 2017). Development initiatives also encourage employees to adopt
innovative solutions to environmental challenges, improving their ability to contribute to
sustainability goals. Literature indicates that when employees receive targeted training, they are
more confident and motivated to engage in green initiatives, bridging the gap between
organizational sustainability objectives and employee action. Performance management systems
that incorporate environmental metrics and sustainability goals represent another key theme.
Organizations that assess and reward employees based on their engagement in eco-friendly
behaviors and contributions to sustainability projects encourage accountability and reinforce
desired actions (Renwick et al., 2013). Linking performance appraisal, promotions, and
recognition to sustainability behaviors enhances employee motivation and ensures that
environmental objectives are integrated into personal and team-level goals. Studies highlight that
green performance management not only incentivizes participation in sustainability initiatives but
also strengthens employees’ sense of purpose and alignment with organizational values.

Employee Participation in Sustainability Initiatives

Employee engagement in sustainability activities is a critical mechanism linking green HR
practices to organizational sustainability. Engaged employees are more likely to participate
voluntarily in green initiatives, propose innovative eco-friendly solutions, and act as sustainability
champions within the organization (Schaufeli et al., 2002). Literature suggests that participatory
approaches, such as green teams, volunteer programs, and suggestion systems, enhance both
intrinsic motivation and collective ownership of sustainability goals. Active employee
participation ensures that sustainability initiatives are more than top-down mandates, promoting a
culture of collaboration and shared responsibility. Finally, green HR practices and employee
engagement contribute to the development of a green organizational culture, which underpins
long-term sustainability. A green culture emphasizes environmental responsibility, ethical
practices, and continuous improvement in sustainability performance (Dumont et al., 2017).
Organizations that cultivate such a culture experience higher levels of engagement, employee
motivation, and collective action toward sustainability goals. This theme highlights the importance
of integrating values, norms, and behaviors into organizational systems to ensure that green
practices are sustained over time and embedded into the organizational identity.

Conclusion

Overall, the thematic analysis demonstrates that green HR practices, when combined with active
employee engagement, play a crucial role in achieving organizational sustainability. Strategic
integration ensures alignment with organizational objectives, training and development equip
employees with skills and knowledge, performance management incentivizes environmentally
responsible behaviors, active participation fosters engagement, and a green culture reinforces long-
term sustainability. Together, these themes provide a comprehensive framework for understanding
how human resource strategies can drive environmentally responsible behavior and sustainable
organizational outcomes.



References

Aftab, M., Syed, K. B. S., & Katper, N. A. (2017). Exchange-rate volatility and Malaysian-Thai bilateral
industry trade flows. Journal of Economic Studies, 44(1), 99-114.

Ahmed, J., Rafique, M. O., Qureshi, A., Shamsuddin, P., & Abd Wahab, D. S. (2024). Bridging the Gap:
Exploring the Role of Green Transformational Leadership in Fostering Sustainability in the Islamic
Banking Industry.

Ahmed, N., Hamid, Z., Mahboob, F., Rehman, K. U., Ali, M. S. E., Senkus, P., ... & Skrzypek, A. (2022).
Causal linkage among agricultural insurance, air pollution, and agricultural green total factor productivity
in United States: pairwise granger causality approach. Agriculture, 12(9), 1320.

Ahmed, N., Mahboob, F., Hamid, Z., Sheikh, A. A., Ali, M. S. E., Glabiszewski, W., ... & Cyfert, S. (2022).
Nexus between nuclear energy consumption and carbon footprint in Asia Pacific region: Policy toward
environmental sustainability. Energies, 15(19), 6956.

Ahmed, N., Sheikh, A. A., Mahboob, F., Ali, M. S. E., Jasiniska, E., Jasinski, M., ... & Burgio, A. (2022).
Energy diversification: a friend or foe to economic growth in Nordic countries? A novel energy
diversification approach. Energies, 15(15), 5422.

Ahmed, S., Jabeen, R., & Khan, D. S. (2023). Mediating Role of Leadership Self-Efficacy between Formal
Developmental Experiences and Leadership Effectiveness: In Pakistani Higher Education Institutions.
Siazga Research Journal, 2(3), 140—-146. https://doi.org/10.58341/srj.v2i3.19

Bibi, M., Khan, M. K., Tufail, M. M. B., Godil, D. 1., Usman, R., & Faizan, M. (2023). How ICT and
globalization interact with the environment: a case of the Chinese economy. Environmental Science and
Pollution Research, 30(3), 8207-8225.

Chhajro, M., Khuhro, M., Kumar, K., Wagan, A., Umrani, A., & Laghari, A. (2020). Multi-text classification of
Urdu/Roman using machine learning and natural language preprocessing techniques. Indian J. Sci.
Technol, 13, 1890-1900. https://doi.org/10.17485/ijst/v13i19.230

Guanghua, L., Siddiqui, F. A., Aman, M. M., Shah, S. H. H., Ali, A., Soomar, A. M., & Shaikh, S. (2024).
Improved maximum power point tracking algorithms by using numerical analysis techniques for
photovoltaic systems. Results in engineering, 21, 101740.

Habil, H. (2013). Technical oral presentation: Analyzing communicative competence of Engineering students of
Pakistan for workplace environment. Research on Humanities and Social Sciences.

Hafeez, A., Wagan, A. A., Umrani, A. ., & Javed, S. (2021). Ontology-Based Transformation and Verification
of UML/OCL Constraints. Sukkur IBA Journal of Computing and Mathematical Sciences, 5(2), 36-40.

Hureri, M. A., Rafique, M. O., & Yousufi, A. R. (2021). The development of spouse in the light of Holy Prophet
Muhammad (PBUH)'’s relation with Sayyedah Aisha (R.A). Al-Aijaz Research Journal of Islamic Studies &
Humanities. https://doi.org/10.53575/URDUS5.V5.02(21).53-73

Hureri, M. A., Rafique, M. O., Alia, K., Ullah, M. Z., Ahmad, M., & Majid, A. (2022). Holistic Islamic Model
for Securing Wealth in Light of Maqasid-E-Shariah. Al-Qantara, 8(2).

Johl, S. K., Umrani, A. I., & Munodawafa, R. T. (2017, November). A comparative study of active learning with
and without using mind mapping approach. In 2017 7th World Engineering Education Forum (WEEF) (pp.
839-843). IEEE. https://doi.org/10.1109/WEEF.2017.8467158

Kakepoto, I., Bhutto, N. A., & Umrani, A. 1. (2022). Biometric attendance management system: A university
perspective. Global Social Sciences Review, VII, 309-318. http://dx.doi.org/10.31703/gssr.2022(VII-II).31

Kakepoto, I., Said, H., Habil, H., Umrani, A. 1., & Memon, I. A. (2013). Workplace communication: Oral
communicative competence of engineers in engineering workplace of Pakistan. Journal of Economics and
Sustainable Development, 3(2), 131-139.



KHAN, S., RASHEED, R., RASHID, A., ABBAS, Q., & MAHBOOB, F. (2022). The effect of demographic
characteristics on job performance: an empirical study from Pakistan. The journal of asian finance,
economics and business, 9(2), 283-294.

Qader, G., Shahid, Z. A., Junaid, M., Shaikh, I. M., & Qureshi, M. A. (2023). The role of diffusion of innovation
theory towards the adoption of halal meat supply chain. Journal of Islamic Marketing, 14(5), 1211-1228.
https://doi.org/10.1108/JIMA-01-2021-0032

Qureshi, M. A., Khaskheli, A., Qureshi, J. A., Raza, S. A., & Khan, K. A. (2023). Factors influencing green
purchase behavior among millennials: the moderating role of religious values. Journal of Islamic
Marketing, 14(6), 1417-1437. https://doi.org/10.1108/JIMA-06-2020-0174

Rafique, M. O., & Siddiqui, F. (2024). Building Ethical Financial Pathways: Mabrook and the Future of
Shariah-Compliant Crowdfunding.

Rafique, M. O., Abdullah, A. S. C., & Fatoni, M. A. W. (2023). Analysis of Hiyal (Legal Stratagems) Cases in
Islamic Financial Law. Russian Law Journal, 11(2), 299-308. https://doi.org/10.52783/rlj.v11i2.666

Rafique, M. O., Abdullah, A. S. C., Fatoni, M. A. W., & Lubis, A. (2023). Hiyal (Legal Stratagems) in Islamic
Finance: Systematic Literature Review. International Journal of Professional Business Review, §(6),
https://doi.org/10.26668/businessreview/2023.v816.1752

Rafique, M. O., Hureri, M. A., & Igbal, H. A. (2023). FORM OVER SUBSTANCE APPROACH IN ISLAMIC
FINANCE DUE TO DARURAH CONCEPT. Pakistan Journal of Qur’anic Studies, 2(2), 158-171.

Rafique, M. O., Qureshi, M. A., Muhaimin, A., & Shah, M. H. (2024). Irrigating Arid Lands: Sustainable
Development Through Blue Sukuk. In Climate Change and Finance: Navigating the Challenges and
Opportunities in Capital Markets (pp. 323-341). Cham: Springer Nature Switzerland.

Shen, Z., Zhao, M., & Zaib, K. (2024). Cultural aesthetics in language use: Examining expressive elements in
novel, short story, and movie communication. Cultura: International Journal of Philosophy of Culture and
Axiology, 21(5), 1-21.

Tunio, M. N., Shaikh, E., & Lighari, S. (2021). Multifaceted perils of the Covid-19 and implications: A
Review. Studies of Applied Economics, 39(2).

Tunio, M. N., Shaikh, E., Katper, N. K., & Brahmi, M. (2023). Nascent entrepreneurs and challenges in the
digital market in developing countries. International Journal of Public Sector Performance
Management, 12(1-2), 140-153.



