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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. 
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