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Abstract 

This paper examines the underexplored relationship between Sustainable Human Resource 

Management (Sustainable HRM) and employee engagement. While Sustainable HRM integrates 

economic, social, and environmental goals into HR practices, its impact on employee 

engagement remains limited in academic discourse. Through a review of key literature and 

illustrative case studies, the study highlights how practices such as green training, wellness 

initiatives, ethical leadership, and inclusive policies contribute to higher levels of engagement. 

Grounded in the Resource-Based View, Stakeholder Theory, and Social Exchange Theory, the 

analysis reveals that sustainability-oriented HR strategies not only foster employee commitment 

and purpose but also enhance organizational resilience and long-term performance. The findings 

underscore the strategic value of aligning HRM with sustainability principles, offering practical 

insights and future research directions. 

Keywords: Sustainable Human Resource Management, HRM, Employee Engagement, 

Organizational Sustainability, Ethical Leadership, Employee Well-being 

Introduction 

Sustainability has become a strategic imperative in modern business, extending beyond 

environmental concerns to include economic and social dimensions. Within this context, Sustainable 

HRM has emerged as a framework that integrates sustainable development goals with human 

resource practices. Concurrently, employee engagement has gained prominence as a determinant of 
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organizational performance. However, the potential synergy between Sustainable HRM and 

employee engagement remains underexplored. This paper seeks to bridge this gap by examining 

whether sustainable HRM practices can enhance employee engagement. 

Literature Review 

Conceptualizing Sustainable HRM 

Sustainable Human Resource Management (Sustainable HRM) extends traditional HRM by 

incorporating principles of sustainability—economic efficiency, social equity, and environmental 

responsibility—into the management of people (Ehnert, 2009; Zaugg et al., 2001). It promotes 

practices that not only enhance organizational performance but also safeguard the well-being of 

employees and future generations. According to Ehnert et al. (2014), Sustainable HRM operates 

at the intersection of human resource practices and sustainable development goals, encompassing 

areas such as long-term talent development, ethical labor relations, employee voice, and 

ecological mindfulness in organizational processes. Unlike traditional HRM, which often 

prioritizes short-term performance outcomes, Sustainable HRM adopts a broader perspective 

aligned with the principles of corporate sustainability. 

Employee Engagement: Definitions and Drivers 

Employee engagement is commonly defined as a positive, fulfilling, and work-related state 

characterized by vigor, dedication, and absorption (Kahn, 1990; Saks, 2006). Engaged 

employees are more productive, innovative, and aligned with organizational values. Traditional 

HRM literature attributes engagement to supportive leadership, recognition, meaningful work, 

and career growth (Shuck & Wollard, 2010). However, these models often lack integration with 

broader organizational commitments such as sustainability and social responsibility. 

The Emerging Role of Green HRM 

Recent research suggests that employees are more likely to be engaged when they perceive their 

organizations as socially responsible and environmentally conscious (Glavas, 2016; Brammer et 

al., 2007). This link is particularly evident in the context of Green HRM, a subset of Sustainable 
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HRM that focuses on environmentally responsible HR practices. Studies by Renwick et al. 

(2013) and Jabbour (2011) indicate that Green HRM initiatives—such as green training, eco-

friendly workplace policies, and sustainability-oriented leadership—can positively influence job 

satisfaction, organizational commitment, and employee engagement. 

Jabbour (2011) further emphasizes that when employees are trained and empowered to 

contribute to environmental goals, their sense of purpose and engagement increases. These 

practices foster a stronger identification with the organization’s mission, leading to higher 

intrinsic motivation. 

Collectively, the literature supports the notion that sustainability-focused HRM practices can 

enhance the psychological and emotional investment employees make in their organizations. 

However, empirical research specifically examining this relationship remains limited, 

underscoring the need for further scholarly attention. 

Linking Sustainability and Engagement through Theoretical Lenses 

This study draws on three key theoretical frameworks to establish the connection between 

Sustainable HRM and employee engagement: 

 Resource-Based View (RBV): Sustainable HRM is a source of competitive advantage 

by developing valuable, rare, and inimitable human capital. Suggests that human capital 

developed through sustainable HRM practices can serve as a source of sustained 

competitive advantage (Pfeffer, 2010). 

 Stakeholder Theory: Organizations have a responsibility to consider the interests of all 

stakeholders, including employees, in sustainability efforts. Emphasizes that 

organizations must consider the needs and expectations of all stakeholders, including 

employees, when pursuing sustainability goals (Ehnert et al., 2014). 

 Social Exchange Theory:Employees reciprocate positive organizational practices, such 

as those promoting sustainability, with higher levels of engagement and loyalty. Posits 
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that employees tend to reciprocate favorable organizational practices, such as those 

aligned with sustainability, with heightened levels of engagement and loyalty (Saks, 

2006). 

Empirical Evidence and Gaps 

Emerging empirical research supports the connection between sustainability practices and 

engagement. For instance, Glavas (2016) found that employees are more engaged when they feel 

their work contributes to a greater social or environmental purpose. Brammer et al. (2007) 

showed that corporate social responsibility (CSR), a core element of sustainability, positively 

influences organizational commitment. Yet, despite these findings, there is limited integrated 

research that explicitly links Sustainable HRM practices (beyond CSR or environmental 

initiatives alone) to employee engagement. Most existing studies are fragmented or industry-

specific, highlighting a significant gap in holistic, cross-sectoral analysis. 

Methodology 

This study employs a qualitative research design, utilizing literature analysis and visual case 

illustrations to investigate the relationship between Sustainable Human Resource Management 

(Sustainable HRM) and employee engagement. The approach is grounded in a conceptual 

framework that draws from established theoretical models—namely the Resource-Based View 

(RBV), Stakeholder Theory, and Social Exchange Theory—to analyze how sustainable HRM 

practices influence employee attitudes and behaviors. Data sources include Peer-reviewed 

academic journals, Organizational reports and sustainability frameworks, and Quantitative 

insights from various industries. 

Objectives of the Study 

1. To Examine the Link between Sustainable HRM and Employee Engagement: The 

primary objective is to explore how Sustainable HRM practices—those that are socially 
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responsible, environmentally sustainable, and economically viable—can influence 

employee engagement in organizations. 

2. To Identify Key Sustainable HRM Practices that Enhance Employee Engagement: 

This study seeks to identify specific HR practices related to sustainability (such as green 

HRM, wellness programs, ethical leadership, and diversity initiatives) that contribute to 

increased levels of employee engagement. 

3. To Analyze the Role of Theoretical Frameworks in Understanding the Relationship: 

The study aims to apply relevant theoretical frameworks such as the Resource-Based 

View (RBV), Stakeholder Theory, and Social Exchange Theory to explain how 

Sustainable HRM practices drive employee engagement. 

4. To Investigate the Barriers and Challenges in Implementing Sustainable HRM: The 

study will explore the organizational and contextual barriers that prevent the effective 

implementation of Sustainable HRM practices and their impact on employee 

engagement. 

5. To Provide Practical Implications for HR Practitioners: The study intends to offer 

actionable recommendations for HR practitioners, based on the findings, to help them 

implement Sustainable HRM practices that can foster a more engaged and committed 

workforce. 

6. To Suggest Areas for Future Research: The paper aims to identify gaps in the current 

literature and propose areas for future research to further investigate the relationship 

between Sustainable HRM and employee engagement across different industries and 

cultural contexts. 
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Figure 2: Conceptual Model Linking Sustainable HRM and Employee Engagement

Figure 1: Impact of Sustainable HRM Practices on Employee Engagement

Findings and Discussion

 The analysis reveals that organi

levels of employee engagement. Specific practices that contribute include:

 Green Training and Development:

sustainability initiatives increases their sen

Conference Proceedings International Conference on Sustainable Development Goals
Challenges, Issues & Practices by TMIMT- College of Management, Teerthanker 
University, Moradabad 25th & 26th April 2025. TMIMT International Journal (ISSN: 2348

                                                           ICSDG-CIP-2025 

Figure 2: Conceptual Model Linking Sustainable HRM and Employee Engagement

Figure 1: Impact of Sustainable HRM Practices on Employee Engagement

Findings and Discussion 

The analysis reveals that organizations with strong Sustainable HRM practices report higher 

levels of employee engagement. Specific practices that contribute include:

Green Training and Development: Equipping employees with skills to support 

sustainability initiatives increases their sense of purpose. 
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 Wellness Programs: Enhancing employee well-being leads to higher satisfaction and 

engagement. 

 Ethical Leadership: Leaders who model sustainable behavior inspire trust and 

commitment. 

 Diversity and Inclusion Initiatives: Inclusive environments foster belonging and 

engagement. 

Barriers to implementation include lack of awareness, short-term focus, and insufficient 

leadership support. However, organizations that overcome these barriers benefit from a more 

engaged and resilient workforce. 

Key Findings 

1. Positive Correlation between Sustainable HRM Practices and Employee 

Engagement: The study found that organizations that integrate Sustainable HRM 

practices—such as green training, wellness programs, ethical leadership, and diversity 

initiatives—report higher levels of employee engagement. Employees feel more 

motivated, committed, and aligned with organizational goals when these practices are in 

place. 

2. Green HRM Practices Enhance Engagement: Specific HR practices related to 

environmental sustainability, such as training employees in green initiatives or providing 

resources for sustainable practices, were particularly impactful in increasing engagement. 

Employees who are equipped with knowledge and skills to contribute to sustainability 

initiatives experience a higher sense of purpose and fulfillment in their roles. 

3. Wellness Programs and Employee Well-being: Wellness initiatives, which form a 

crucial aspect of Sustainable HRM, were found to contribute significantly to employee 

satisfaction and engagement. Organizations that prioritize employees' physical and 

mental well-being tend to have a more engaged and loyal workforce, which positively 

impacts productivity and reduces turnover. 
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4. Ethical Leadership and Trust: Ethical leadership was identified as a key driver of 

employee engagement. Leaders who model sustainability-oriented behaviors—such as 

making ethical decisions and demonstrating a long-term vision—foster trust, respect, and 

commitment among employees. This, in turn, leads to greater engagement as employees 

feel supported and valued. 

5. Diversity and Inclusion Promote Engagement: The study found that diversity and 

inclusion initiatives within Sustainable HRM practices also play a vital role in fostering 

an engaged workforce. By creating an inclusive environment where employees from 

diverse backgrounds feel respected and heard, organizations improve employee morale, 

job satisfaction, and overall engagement. 

6. Barriers to Implementation: Despite the positive effects, several barriers to 

implementing Sustainable HRM practices were identified. These include a short-term 

focus on profits, lack of awareness about the benefits of sustainability, and insufficient 

support from top leadership. Overcoming these barriers is critical for realizing the full 

potential of Sustainable HRM in fostering employee engagement. 

7. Organizational Resilience and Long-Term Success: The study concludes that 

Sustainable HRM practices contribute to long-term organizational resilience and success. 

Companies that successfully align their HR strategies with sustainability principles 

benefit not only from higher employee engagement but also from improved 

organizational performance and competitive advantage in the long run. 

Conclusion 

This paper concludes that Sustainable HRM and employee engagement are indeed linked, with 

the former acting as a key enabler of the latter. By aligning HR practices with sustainability 

principles, organizations can foster deeper engagement, drive performance, and achieve long-

term success. Future research should further investigate this relationship using empirical methods 

across diverse contexts. 
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This study has explored the intersection between Sustainable Human Resource Management 

(Sustainable HRM) and employee engagement, highlighting the significant but often 

underexplored relationship between these two concepts. The findings suggest that Sustainable 

HRM practices—ranging from green training and wellness programs to ethical leadership and 

diversity initiatives—are crucial drivers of employee engagement. Organizations that integrate 

sustainability principles into their HR strategies not only foster a more engaged workforce but 

also build a foundation for long-term organizational resilience and success. 

The study also underscores the importance of leadership commitment in the successful 

implementation of Sustainable HRM. Ethical leadership and a clear focus on sustainability can 

inspire trust and commitment, resulting in higher employee satisfaction and loyalty. However, 

barriers such as short-term profit orientation, lack of awareness, and insufficient leadership 

support hinder the full realization of Sustainable HRM’s potential. 

In conclusion, the study affirms that Sustainable HRM and employee engagement are 

intrinsically linked. By aligning HR practices with sustainability principles, organizations can 

enhance employee engagement, improve organizational performance, and secure a competitive 

advantage in the long run. The study calls for further empirical research to explore this 

relationship across diverse industries and cultural contexts, offering valuable insights for both 

academia and HR practitioners. 
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