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management: A literature review

CrossMark

Orientation: Truly, organisations face the challenge of implementing sustainability in their
daily activities.

Research purpose: This article examines the ways in which sustainability has been
implemented in human resource management (HRM).

Motivation for the study: Sustainability has become increasingly important in organisations,
particularly regarding HRM.

Research approach/design and method: This study used qualitative methodology and
collected data by means of an integrative literature review that retrieved appropriate and
relevant journal articles from the Business Source Ultimate database, as one of the EBSCOhost
databases.

Main findings: The findings suggest that green human resource management (GHRM) was
the most frequently implemented concept and was combined with rare cases of corporate
social responsibility (CSR) implementation. Sustainable human resource management
(SHRM) was seldom implemented.

Practical/managerial implications: Interestingly, contemporary studies revealed the circular
economy (CE) as an economic sustainability dimension in HRM, and likewise, the ascendance
of sustainable development goals (SDGs) in HRM. Regarding the process of sustainability
implementation in HRM, some links have been established between sustainability
dimensions and HRM, but the incorporation of sustainability into HRM was not evident from
the reviewed literature.

Contribution/value-add: This article ends with a discussion of some insights for future
research. Moreover, the selection of sustainability and HRM in this article was significant
given that sustainability can contribute towards a way of addressing and solving environmental,
social and economic problems associated with organisations” activities that could be fixed by
HR. This demonstrates the existing strong compatibility between sustainability and HRM
because HRM could fit in each sustainability dimension.

Keywords: sustainability; human resource management; green human resource management;
corporate social responsibility; circular economy; sustainable human resource management.

Introduction

Sustainability is a multi-layered phenomenon according to various authors (Bradford & Williams,
2014; Bulter et al., 2011; Nhamo et al., 2019; Stankeviciute & Savaneviciene, 2013), which entails
the three Ps, symbolising the planet, persons and profit (Chaka, 2018; Elkington, 1997; Inwood &
Dale, 2019), with the purpose of achieving economic prosperity, ecological safety and societal
impartiality, and striking an effective balance among them (Mufoz-Torres et al., 2019). It is three-
dimensional (Chofreh & Goni, 2017), which is commonly referred to as the ‘triple bottom line’
(TBL) (Chaka, 2018; Inwood & Dale, 2019; Munoz-Torres et al., 2019).

Sustainability is a paradigm that recently emerged in human resource management (HRM)
(Adam, 2018; De Lange et al., 2015; Freitas et al., 2011; Jabbour & Santos, 2008; Jackson et al., 2012;
Kazlauskaite & Buciuniene, 2008; Kennedy, 2017; Lorincova et al., 2018; Pellegrini et al., 2018;
Prasetyo & Kistanti, 2020; Schroeder, 2012; Schroeder & Harold, 2012; Stahl et al., 2020; Zaugg
et al., 2001). On the one hand, contemporary management perceived the importance of the new
concept of green human resource management (GHRM) (Sardana, 2018). Green human resource

Note: Additional supporting information may be found in the online version of this article as Online Appendix 1.
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management aims to improve organisations” environmental
management (EM) efficiency (Ren et al., 2018, p. 769),
promote practices related to environmental maintenance,
fortification and steadiness (Saeed et al., 2019), and enhance
awareness and regulation of ecological sustainability (Ren
et al., 2018). Currently, GHRM is viewed as a noteworthy
organisational strategy (Sardana, 2018, p. 63). On the other
hand, Krama (2014) acknowledged that the sustainable HRM
approach has evolved over the past decade. The introduction
of sustainable HRM is among the current embryonic topics
(Esfahani et al., 2017). However, sustainable HRM (SHRM)
remains a forthcoming theme (Mazur, 2015) and is still in its
developing stages (Stankeviciute & Savaneviciene, 2019),
which means that it has not been widely researched yet
(Mazur, 2015). In light of this, it might be necessary to expand
studies on sustainable HRM. Furthermore, social HRM and
economic HRM are still infrequent themes in the literature on
sustainability and HRM.

According to Truss et al. (2013) and Lai et al. (2017), the
connection between HRM and performance is arbitrated
by attitudinal variables such as a planned social exchange.
For successful arbitrage, the social facet needs to be linked
to HRM. Sanyal and Sett (2011) emphasised the causal
relationship between ecological uncertainties and HR
options, as well as strategic HRM. Similarly, Ren et al.
(2018) recognised the increasing prevalence of studies
establishing the relationship between several EM aspects
and overall ecological performance. However, Krama
(2014) acknowledged the semantic challenges in linking
sustainability concepts to HRM. Because the possibilities
of connecting HRM practices to organisations’ ethical
climates and sustainability have not been sufficiently
explored yet (Guerci et al., 2015), it is necessary to provide
organisations with various options for linking sustainability
to HRM. More precisely, demonstrating the way in which
environmental, social and economic dimensions of
sustainability can be integrated into HRM might facilitate
its implementation.

Misunderstandings regarding sustainability might affect its
implementation in HRM and the connection between the two
areas. In particular, the miscellaneous interpretations of
sustainability hinder its incorporation into HRM (Mazur,
2015; Sanyal & Sett, 2011). Similarly, although numerous
studies focussed on common GHRM practices (Odamkula
et al., 2018; Ooi et al., 2017; Renwick et al., 2013; Saeed et al.,
2019; Tang et al., 2018), only a few studies focussed on the
role played by GHRM in integrating EM with HRM (Shah,
2019). Furthermore, the sustainability theme is extensively
separated from several HRM subfields (Mazur, 2015).
Therefore, there is a need to incorporate sustainability into
the overall HRM field, as well as its thinking, fundamentals,
processes and practices, and to establish a link between them.
The aim of this article is to examine previous studies that
have linked sustainability and its implementation to HRM.
By doing so, it seeks to enhance our understanding of the
role sustainability can play in HRM.
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Problem statement

Incorporating sustainability into HRM has been the main
problem in terms of its implementation. As already
mentioned, the sustainability theme is extensively separated
from several HRM subfields (Mazur, 2015). However,
modern HR experts are frequently confronted with the need
to incorporate ecological sustainability into human resource
policies in an appropriate manner (Saeed et al., 2019). Also
incorporating environmental, social and economic aspects
into HRM policies, performance, thinking, fundamentals,
processes and practices.

The establishment of a connection between sustainability
and HRM does, however, present a challenge. For instance,
sustainability has not been methodically linked to HRM
(Mazur, 2015), because theorising about the relationship
between sustainability and HRM is problematic (Krama,
2014). This has been demonstrated by Ren et al. (2018), who
confirmed the lack of studies concerning the relationship
between GHRM and HRM. Moreover, as previously
indicated, misunderstandings regarding sustainability
hinder the establishment of a link with HRM (Mazur, 2015;
Sanyal & Sett, 2011). Therefore, there is a need to investigate
how previous studies have linked sustainability and its
implementation to HRM.

Research objectives

The aim of this article is to review the existing literature on
HRM in sustainability and the implementation of
sustainability in HRM. It further examines various studies
that demonstrate the integration of sustainability dimensions
into HRM and discusses existing research on this topic.
Lastly, it reviews the literature on the incorporation of
sustainability into HRM and the relationship between
sustainability and HRM. Guided by these objectives, the
research design, methods, data collection and analysis are
discussed in the ‘Literature review’ section.

Literature review

Research on sustainability and HRM has gained the attention
of many scholars. For this reason, several studies combining
the two phenomena, sustainability and HRM, have been
conducted (Aydin & Turan, 2023; Ehnert, 2011; Ehnert et al.,
2013; Hirsig et al., 2013; Mak et al., 2014; Spooner & Kaine,
2010; Stahl et al., 2020; Stankeviciute & Savaneviciene, 2013;
Zaugg et al., 2001). To illustrate, Tony et al. (2016), Santana
and Lopez-Cabrales (2019), Janakiram and Narayanamma
(2019), Duvnjak and Kohont (2021) and Mukhuty et al. (2022)
investigated sustainable development and HRM. While
Pérez-Lopez et al. (2015), Ehnert et al. (2016), Srpova (2018),
and Lubis and Pratama (2022) focussed on sustainability
reporting and HRM.

Furthermore, many studies covered sustainability and
strategic HRM practices (Boudreau, 2003; DuBois & Dubois,
2012; Ehnert & Ehnert, 2009; Guerci et al., 2015; Gupta, 2014;
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Hamadamin & Atan, 2019; Harry, 2013; Martin et al., 2016;
Parkes & Borland, 2012; Ren et al, 2023). Whereas
sustainability through HRM practices was the focus of
Mariappanadar (2012), Buller and McEvoy (2016), Nisa et al.
(2016), Rahman and Hosain (2021), and Suleman et al.’s
(2023) studies. However, further attention needs to be
paid toHRM in sustainability, sustainability dimensions
implementation in HRM, sustainability integration into
HRM and the establishment of sustainability and HRM
relationships.

Definitions of key concepts

This section presents various definitions of key concepts of
this article.

Definition of sustainability

Although there is no universally accepted definition of
sustainability (Dimitrov, 2010; Ridsdale & Noble, 2016), the
term ‘sustain” has led to the understanding that sustainability
involves the management of the continuous existence of
something over a long period (Dignen, 2000; Burger &
Middelberg, 2018). Thus, it has been stated that ‘sustainability
is the ability to meet current social, environmental and
economic needs without negatively impacting the ability of
future generations to meet their social, environmental and
economic needs’ (Brundtland Report for the World
Commission on Environment and Development [WCED],
1987; Gachie, 2019; Joy & Pefia, 2017; Niehaus et al., 2018;
United Nations, 1987, World Summit on Sustainable
Development, 2002). Moreover, Boso et al. (2017)
acknowledged sustainability as the money quantity involved
in ecological and social causes. Sustainability is the new
standard of contemporary organisations in developed
nations (Ahmad et al, 2021). Naturally, considering
sustainability as a novel principle for modern organisations
might motivate organisations to embrace such a notion.

Definition of human resource management

Several authors provided different definitions of HRM in
various studies. According to French (1978), every
individual engaged in the activities of an organisation
regardless of their roles constitutes the human resources.
For Bernadin and Russell (1993), HRM is involved in making
decisions related to the organisational workforce. However,
policies, practices and systems influencing the behaviour,
attitudes and performance of employees are referred to as
HRM (Noe et al., 2007). The overall strategic, integrated and
coherent approach to people employment, management,
well-being and development within organisations is
attributed to HRM (Armstrong & Taylor, 2014). Acquisition,
training, appraisal and compensation to employees as well
as attending to employees’ health, safety, fairness concerns
and labour relations are the processes of HRM functioning
(Dessler, 2017). In the same way, Opatha (2021) supported
that HRM and organisational outcomes are indispensably
achieved through a wide range of functions, including job
design, job analysis, human resource planning, recruitment,
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selection, hiring, induction, training and development,
performance evaluation, career management, pay
management, incentives management, welfare management,
employee movements, health and safety, discipline
management, grievance management and labour relations.
He further suggested integrating strategic, stakeholder and
sustainable perspectives into HRM functions.

Theoretical foundation

This section discusses contingency theory (CT) as the
grounding theory of this article.

Contingency theory

According to Cui et al. (2014), CT was introduced in the
influential works of Burns and Stalker (1961), Chandler
(1962), and Lawrence and Lorsch (1967). In CT, factors
clarifying or predicting anticipated phenomena are
analysed (Gacenga et al., 2011; Umanath, 2003). Similarly,
the development of various theories has been based on
contingency analysis (Thai, 2014). Contingency theory
allows for the reduction of assumptions regarding
theoretical propositions (Gacenga et al., 2011). This study
will refer to the concepts and theories falling under
‘contingency theory’ which have the potential of
expanding existing theories or developing new theories.
Contingency theory helps to expand the existing concepts of
sustainability and operational performance (OP) in a small
and medium-sized enterprise (SME) context or build a
new theory from different aspects of these concepts were
explored in this study (Liao & Tsai, 2017). The
CT in this article is based on the contingencies of
sustainability.

Contingency theory of sustainability

The alignment of an organisation’s structures, strategies and
environmental conditions has been a concern of CT (Chung &
Davies, 2003). Contingency theory suggests that the necessary
organisational design responses for improved performance
are determined by ecological conditions (Donaldson, 2001;
Lawrence & Lorsch, 1967). In CT, the environment, size and
commitment to sustainability influence an organisation’s
behaviours (Fernandez-Robin et al., 2019). Additionally,
Maleti¢ et al. (2018) suggest that CT offers a novel and
valuable perspective on the implementation of sustainability
practices.

This study intends to explore the will underlying
contingencies of sustainability and the implementation of
sustainability in HRM. Through CT, the most influential
contingent factors in the espousal, implementation and
consequences of ecological practices are identified
(Fernandez-Robin et al., 2019). Contingency theory was used
in this study to identify contingent factors related to HRM
and environmental, social, and economic HRM practices., as
well as factors related to the integration, implementation,
and relationship between of these sustainability aspects
and HRM.
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Organisationalbehaviours are determined by the environment
in which the business operates and the size of the
establishment. Large and medium-sized organisations are
generally more committed to sustainable development.
Regarding the relevance to the topic under investigation,
appropriate contingency concepts and theories are used to
support the design of sustainable performance. Therefore,
theories on environmental sustainability, social sustainability
and economic sustainability are considered.

Contingency theory of human resource management

The CT of HRM devolution by Stone and Smith (1996) assumes
that employment contracts predict the variation of human
resource management practices. The authors add that
organisational economics and psychological contracts
perspectives allow changes in HRM evolution and devolution.
The CT by Youndt et al. (1996) and Arcand (2004) asserts that
the direct relationship between the strategy adopted by the
firm and the HRM practices is examined by the contingency
perspective of SHRM. This was supported by Jery and Souai
(2014) who acknowledge the improvement of organisational
performance through the implementation of strategy types
that are adopted by HRM practices and accept business
strategy as a contingent variable of HRM practices for the
strategic direction of the company. To conclude, HRM system
specifics aligned with the business strategy can positively
influence performance within the firm (Youndt et al., 1996)
through the administrative system and cost reduction strategy.

Research methodology

This section discusses the research methodology adopted for
this article.

Research paradigm

Logically, this interpretive study intended to explore
sustainability and HRM (Cohen & Manion, 1994; Mackenzie
& Knipe, 2006) through the interaction of sustainability in
HRM literature, to elicit information regarding their
background and experiences, which could have an impact on
the investigation (Creswell, 2003). An interpretive research
outcome involves describing the existing literature on HRM
in sustainability, the implementation of sustainability in
HRM, the incorporation of sustainability dimensions in
HRM and the relationship between sustainability, HRM and
sustainable development goals (SDGs).

According to Healy and Perry (2000), the constructivism
paradigm is appropriate for social science research. Of
course, it emphasises the understanding of the surrounding
world of individuals (Creswell, 2014). Bashir et al (2008)
stated this:

[Clonstructivism in social perspective is defined as the view that
all knowledge and therefore all meaningful reality, is contingent
upon human practices, being constructed in and out of interaction
between human beings and their world and developed and
transmitted within an essentially social context. (p. 42)
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Truly, grounded on the review of literature, this study
focussed on the expressive reality of knowledge on
sustainability and HRM generated from the interaction
between scholars and HRM professionals, published between
2016 and 2024. Moreover, social constructivism is frequently
combined with interpretivism (Creswell, 2007; Mertens, 1998).

In alignment with the aforementioned points, this article is
situated within two research paradigms: interpretivism and
constructivism. From an interpretive perspective, it analyses
the existing literature on sustainability in HRM. Concurrently,
under the constructivist paradigm, it develops a conceptual
framework based on the findings derived from the reviewed
literature.

Research design

This article explores the implementation of sustainability in
HRM. Using an exploratory design, a variety of literature
from different journals provides case studies that show how
sustainability is implemented in HRM (Poulter, 2006), with
the potential of providing recommendations for future
research in this field (Babbie, 2007). The exploratory design
is most appropriate for responding to the research questions
and revealing the existing limitations of the literature
regarding this topic. In addition, the present study is part of
the interpretive paradigm, which means that it seeks to
explore, understand and interpret the implementation of
sustainability, as presented through the literature review, in
acomprehensive manner (Cohen & Manion, 1994; Mackenzie
& Knipe, 2006). In essence, this qualitative article reviews
the literature on sustainability implementation in HRM.

Research method

Integrative reviews, semi-systematic reviews and systematic
reviews are three different types of literature reviews, as
described by Snyder (2019). The research method adopted
for this qualitative article was an integrative literature review.
This method was chosen in order to explore the diverse types
of reviews that have been used in the investigation of
sustainability implementation in HRM (Snyder, 2019). An
integrative literature review was relevant in this instance
because it helps to remain focussed on the topic and the
context of the research. Further, facilitating a deeper
understanding of the topic and its context involves breaking
down a broad subject to collect adequate and relevant
information. This type of review is therefore suitable, as it
provides the researcher with structured content and the tools
to manage a rapidly growing area of research (Torraco, 2016)
that appears to lack sufficient coverage. An integrative
review will assist in filling this gap.

Target population

This section discusses the targeted literature for this study.
According to Kothari (2004), a population or universe
encompasses all items in any field of investigation. In this
study, literature represented the target population chosen
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following the rule of some characteristic of the population
under study (Kothari, 2004). The databases appropriate to
this study were selected from the E-Resources databases. The
EBSCOhost suite of databases was then selected, as it
provides abstracts of articles in magazines, journals and
newspapers as well as full-text articles that are relevant to
business and management studies. Business Source Ultimate,
which falls under the list of EBSCOhost databases, was
chosen as the preferred database because of the valuable
collection of peer-reviewed, full-text journals and other
resources that it offers. Furthermore, this database provides
sources that include past and present information relevant to
debates about future trends in business transformation and
growth.

Business Source Ultimate was the only database used to
collect journal articles that were appropriate to this study.
Furthermore, the process entailed searching for articles based
on the names of the journals in which they were published.
These included journals covering topics such as management,
organisation management, business ethics, business strategy
and the environment, human resource management,
corporate social responsibility (CSR) and EM, business and
management research and green management.

Sampling

This section discusses the literature collection approach
adopted in this article. Although it is not easy to apply
sampling techniques in studies like Integrative literature
review (ILR), the data collection process for secondary data is
similar to that for primary data (Kumar, 2018). This study
followed the necessary process to determine the type of
information needed to answer the research questions
regarding the existing literature on HRM in sustainability,
the implementation of sustainability in HRM, the
incorporation of sustainability into HRM and the relationship
between sustainability, HRM and the SDGs.

Data collection techniques

Firstly, the integrative literature review began with the
collection of literature on sustainability and human
resource management. The authors collected articles using
an online library repository at a selected university,
selecting databases listed alphabetically and by title.

Secondly, journal articles were selected according to the
topic. The following terms were used to conduct the online
searches, and the results for each term are indicated in
brackets: implementation of sustainability in HRM (4 results),
sustainability and HRM (783 results) and sustainability in
HRM (105 results). In order to obtain a small but relevant
sample, we searched for articles on sustainability and HRM
from 2016 to 2024. Thirdly, we searched for articles using the
keywords mentioned on the cover page of this article. The
following are the terms used and their results: sustainability
in HRM (5 results), green HRM (18 results), CSR (8 results)
and sustainable HRM (8 results). However, some articles
were not included in this study because their topics were not
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related to sustainability and HRM or did not contain the
keywords of this study, or the name of the journal did not
sound appropriate to the field of business or management.
Furthermore, nine results were excluded because they were
not related to the topic and keywords, and the names of the
journals were irrelevant to this study. The tables containing
details of the results found during the selection of the journal
articles can be seen in Online Appendix 1.

Data analysis techniques

Literature reviews entail the examination, assessment and
interpretation of existing literature to conduct a thorough
analysis (Bowen, 2009). Thus, after classifying all the
reviewed literature, content analysis (CA) was used to
analyse the content of the literature in terms of sustainability
and its dimensions, as well as HRM and its related aspects
(Saldana, 2013). Content analysis was deemed suitable as it
allowed for the identification of concepts displayed in the
reviewed literature that were relevant to the topic and
keywords of the study. In line with this, the article used
conventional qualitative CA, because the coding categories
were initially generated directly from the literature itself
(Hsieh & Shannon, 2005). The reviewed literature was then
analysed and interpreted in terms of the key concepts of the
study. These concepts are part of the coding categories
generated from the literature (Krippendorff, 2004).

Furthermore, an amalgamation of literature helped clarify
fundamental facets (Schryen et al., 2015). After collecting
the literature, the publications were grouped according to
their respective literature review categories: HRM in
sustainability, sustainability implementation in HRM,
sustainability integration in HRM and the establishment of
the relationship between sustainability and HRM. To
describe all content aspects, the written material regarding
the review of all literature publication categories of this
study was read several times (Burnard, 1991, 1996; Elo &
Kynga's, 2008; Hsieh & Shannon, 2005).

Truthfulness

This section evaluates the truthfulness of this study. Bashir
etal. (2008) made the following statement: ‘Because a paradigm
is a world view, spanning ontology, epistemology and
methodology, the quality of scientific research carried out
within a paradigm has to be judged by its own paradigm’s
terms’. To ensure the truthfulness of the findings, the processes
of CA are explained in this article (Elo et al., 2014) with more
details. In a similar fashion, the sampling frames and numbers
of the collected literature were identified, and are available in
Online Appendix 1 and described accurately and mentioned
in the findings (Elo et al, 2014). While EBSCho and, in
particular, Business Source Ultimate, were the appropriately
selected databases, literature was chosen based on the research
topic, objectives and context of the study. Furthermore, the
information collected on both sustainability and HRM
reinforced the trustworthiness of the research findings (Lincoln
& Guba, 1985). To ensure the credibility of the findings,
literature was also gathered from the most recent studies
published in 2024.
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Ethical considerations

An application for full ethical approval was made to the
University of the Witwatersrand Human Research Ethics
Committee and ethics consent was received on 22 October
2021. The ethics approval number is H21/10/03.

Results

This section presents the findings of the study conducted
in this article. According to Guerin et al. (2018), a literature
review involves examining documents published on a
specific subject. This process allows the researcher to
synthesise and summarise the reviewed materials. Table 1
to Table 3 displays the literature reviewed in this article.
By analysing existing literature on human resource
management and sustainability, a novel perspective has
been adopted (Jasperson et al., 2002).

Presentation of the overall collected and
reviewed literature on sustainability and human
resource management

This section presents all the literature collected and reviewed
for this study, with more details provided in Table 1.

Table 1 displays all collected literature for an integrative
literature review. Table 1 was derived from Online Appendix 1.
Objectives and indicators were identical and taken from the
same perspective. In fact, Table 1 shows the total number of
literature publications that covered sustainability and HRM.
During the transcription of the collected data, they were
classified into seven categories, namely, HRM in sustainability
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literature, sustainability in HRM literature, environmental
sustainability and HRM, social sustainability and HRM
literature, economic sustainability and HRM literature,
sustainable HRM literature, and HRM and sustainable
development goals (SDGs) literature.

The first column lists the number of items, while the
second describes the items. The third column shows the
number of publications in 2016; the fourth column shows
the number of publications in 2017; the fifth column shows
the number of publications in 2018; the sixth column
shows the number of publications in 2019; the seventh
column shows the number of publications in 2020; the
eighth column shows the number of publications in 2021;
the ninth column shows the number of publications in
2022; the 10th column shows the number of publications in
2023,
publications in 2024. These publications cover topics such
as HRM in sustainability literature, sustainability in HRM
literature, environmental sustainability and HRM, social
sustainability and HRM, economic sustainability and
HRM, sustainable HRM literature, and HRM and SDGs
pieces of literature.

and the 11th column shows the number of

Furthermore, a total of approximately 240 pieces of literature
were collected for review. Of these, 24 focussed on HRM
in sustainability, 50 on sustainability in HRM, 75 on
environmental sustainability and HRM, 24 on social
sustainability and HRM, 19 on economic sustainability and
HRM, 39 on sustainable HRM and 9 on HRM and sustainable
development goals (SDGs).

TABLE 1: Collected and reviewed literature on sustainability and human resource management.

No. Descriptions 2016 2017 2018 2019 2020 2021 2022 2023 2024 Total
01 HRM in sustainability literature 6 0 0 4 2 2 4 4 2 24
02 Sustainability in HRM literature 6 5 7 8 3 5 8 6 2 50
03 Environmental sustainability and HRM 11 12 8 7 8 5 4 12 8 75
04 Social sustainability and HRM literature 1 3 4 5 3 1 3 2 24
05 Economic sustainability and HRM literature 0 0 0 1 3 4 5) 4 2 19
06 Sustainable HRM literature 1 3 3 2 1 2 7 12 8 39
07 HRM and sustainable development goals (SDGs) literature 0 0 0 1 0 0 1 1 6 9
Total 25 23 22 28 20 19 32 41 30 240
HRM, human resource management.

TABLE 2: Number of collected literature per year.

Year of publication 2016 2017 2018 2019 2020 2021 2022 2023 2024 Total
Number of the reviewed literature 25 23 22 28 20 19 32 41 30 240

TABLE 3: Excluded and selected literature.

No. Descriptions Number of the collected literature ~ Number of excluded literature  Number of included and selected
literature for discussions

01 HRM in sustainability literature 24 10 14

02 Sustainability in HRM literature 50 36 14

03 Environmental sustainability and HRM 75 5 60

04 Social sustainability and HRM literature 24 11 13

05 Economic sustainability and HRM literature 19 8 11

06 Sustainable HRM literature 39 15 24

07 HRM and sustainable development goals (SDGs) literature 9 2 6

Total 240 97 143

HRM, human resource management.

http://www.sajhrm.co.za . Open Access
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Presentation of the number of literature per year

This section presents the number of the collected and
reviewed literature for this article following the year of
publication, with more details provided in Table 2.

Grounded in Online Appendix 1 and Table 1 of this article,
the total number of publications from 2016 to 2024 is
presented.

Presentation of the excluded and selected
literature

This section presents literature that was extracted and
included following the eligibility criteria.

Based on Online Appendix 1, Table 3 combines all the
literature publications collected for this study. There were a
total of about 240; however, some were excluded before the
discussions of the contents, while others were selected for
further consideration. Following this representation, out of
the 240 collected literature publications, 97 were removed
from the discussions, while 143 were selected for discussion.

Content analysis

This section presents the analysis of the literature collected
and discussed in this article.

Content analysis of the overall collected and reviewed
literature on sustainability and human resource
management

This section presents the CA of themes generated from the
categorisation of the reviewed literature.

Figure 1 presents the findings from the overall collected and
reviewed literature, revealing that fewer than 250 publications
were available in the EBSCOhost database, specifically in
Business Source Ultimate, to address the research questions
formulated for this study. These representations summarise
the content of the reviewed literature. They indicate that
seven categories are involved in the topic of HRM and
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sustainability, which include literature on (1) HRM in
sustainability, (2) sustainability in HRM, (3) environmental
sustainability and HRM, (4) social sustainability and HRM,
(5) economic sustainability and HRM, (6) sustainable HRM,
and (7) HRM and SDGs.

Figure 1 displays the concepts generated from the published
literature and their frequency in the reviewed works.
Moreover, it outlines the number of publications related to
those concepts per year, as specifically demarcated for this
article. The charts in the figure exhibit the extent to which
those concepts have been identified in the reviewed
literature. The figure shows that the publications were
predominantly focussed on environmental HRM, followed
by sustainability in HRM and sustainable HRM literature.
The fourth position was occupied by literature on HRM in
sustainability and social HRM, while the literature on
economic HRM ranked fifth. The sixth position was held by
literature on SDGs.

Content analysis of the publication year of the overall
collected and reviewed literature on sustainability and
human resource management

This section presents the CA of the collected literature per the
year of publication.

Figure 2 shows that the majority of publications occurred
in 2023, followed by those published in 2022 and then in
2024. This was followed by publications from 2019. Next
came publications from 2016, followed by those from 2017
and again from 2022. Subsequently, there were publications
from 2021, followed by those from 2019.

Content analysis of the eligible literature

This section analyses the eligibility criteria of the collected
and reviewed literature as displayed in Figure 3.

Figure 3 exhibits the volume of collected literature,
extracted literature from the discussions and those that
were selected and included in the discussions and
interpretations.

‘ I HRM in sust Sust in HRM

Env sust and HRM [ Soc sust and HRM [l Econ sust and HRM [l Sustainable HRM [l HRM and (SDGs) [l Total ‘

250

200 H

150

100

50

Number of published literature

2016 2017 2018 2019 2020
Year of publications

2021 2022 2023 2024 Total

HRM, human resource management; Sust., sustainability; Env., Environmental; Soc., Social; Econ., Economic; SDG, Sustainable Development Goals.

FIGURE 1: Content analysis of themes generated from the reviewed literature.
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Discussions

The discussions in this section focus on sustainability
implementation in HRM in terms of sustainability dimensions,
particularly green HRM, social HRM, economic HRM and
sustainable HRM, as they appear in the titles of the reviewed
literature. This is followed by a summary of the contents of
this literature. The aim of this discussion is to discover the
level of sustainability integration with HRM and the
relationship between sustainability and HRM, as revealed by
the reviewed literature. The discussion in this section is related
to the objectives set for this study which include the exploration
of HRM roles in sustainability implementation, sustainability
incorporation into HRM, sustainability implementation in
HRM, the implementation of sustainability dimensions in
HRM, particularly green HRM, social HRM, economic HRM
and sustainable HRM as they appear in the titles and contents
of the reviewed literature. The aim of this discussion is to
discover the level of sustainability integration with HRM and
the approach of sustainability and HRM relationships in
achieving SDGs as revealed by the reviewed literature.

Human resource management in sustainability
implementation

The finding of this integrative review examined the existing
literature on roles played by HRM in sustainability (Alcaraz
et al., 2019; Blake & Foster, 2016; Buller & McEvoy, 2016;

‘ I Number of reviewed literatures ‘

Number of published
literatures

2016 2017 2018 2019 2020 2021 2022 2023 2024 Total
Year of publications

FIGURE 2: Evaluation of the publication year of the reviewed literature.
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Curado et al., 2022; Diaz-Carrion et al., 2021; Hameed et al.,
2024; Luu, 2023b; Martin et al., 2016; Okreglicka, 2022; Onnis,
2019; Ozgul et al., 2020; Stahl et al., 2020).

In fact, the human resources’ role possibly enabled incessant
sustainability innovation (Blake & Foster, 2016). The pursuit of a
sustainability strategy for organisational performance was driven
by the combination of group competencies, individual aptitudes
and supplementary features (Buller & McEvoy, 2016; Abolade,
2019). Further, strategic HRM can deal with key corporate
sustainability challenges faced by organisations and individual
management (Martin et al., 2016). In addition to this, there was a
significant influence of HRM policy choices on remote workforce
sustainability (Onnis, 2019). In the same way, human resource
management plays an important role in corporate sustainability
and social responsibility (Stahl et al., 2020), particularly in
achieving human sustainability beyond the employment
association and workplace (Hameed et al., 2024; Segalla & De
Nisi, 2019; Taghavi, 2019).

The findings also revealed that HRM potentially contributed to
sustainability (Curado et al., 2022) such as corporate sustainability
(Stahl et al., 2020), social responsibility efforts (Alcaraz et al., 2019;
Stahl et al., 2020) and environmental sustainability (Alcaraz et al.,
2019). Similarly, sustainable careers of employees and sustainable
employability enhancement (Curado et al., 2022; Ybema et al.,
2020; Segalla & De Nisi, 2019; Taghavi, 2019) are HR practice
inputs. Moreover, the advancement of sustainable organisations
is strengthened by human resource practices (Curado et al., 2022;
Seele & Lock, 2017). Similarly, green creativity among workers
is fostered by HRM practices through green crafting and
harmonious environmental passion (Luu, 2021).

Furthermore, sustainable production and consumption
were piloted by HRM (Okreglicka, 2022). Besides, HRs were
aligned with sustainability standards (Ozgul et al., 2020).
Equally important, HR implementation was helpful in
realising corporate sustainability vision and mission as well

80

Number of published literature
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sustainability
and HRM

HRM in sustainability
literatures

Sustainability in
HRM lliteratures

HRM, Human resource management.

FIGURE 3: Content analysis of the eligible literature.
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as in attaining sustainability-oriented transformation (Ozgul
et al., 2020). Finally, according to Diaz-Carrion et al. (2021),
addressing the national institutional impact on firms” HRM
sustainability should be required.

Sustainability implementation in human
resource management

Sustainability has been implemented in HRM (Asis-Castro &
Edralin, 2018; Belfort et al., 2021; Berzin et al., 2016; Buller &
McEvoy, 2016; Ehnert et al., 2016; Fobbe & Hilletofth, 2021;
Lepisto et al.,, 2023; Santana & Lopez-Cabrales, 2019;
Saeed et al., 2019; Stan, 2018; Sult et al., 2024; Vasantha et al.,
2017; Vatansever et al., 2018) through various activities
such as implementing sustainable development (Lepistd
et al, 2023; Santana & Lopez-Cabrales, 2019) and
sustainability strategy in HRM practices (Buller & McEvoy,
2016). The combination of innovation and sustainability has
led to new service agendas and improvements in existing
services (Berzin et al., 2016), as well as the cultivation of
sustainability behaviours among employees (Vatansever
etal., 2018) and an increase in pro-environmental behaviour
(Saeed et al., 2019). This approach fosters a sustainable
work-life (Vatansever et al., 2018) and includes training
for corporate sustainability implementation (Sult et al.,
2024). Furthermore, the adoption of corporate sustainability
contributes to HR development (Belfort et al.,, 2021),
facilitates networking with stakeholders for coastal town
sustainability (Fobbe etal., 2021) and promotes sustainability
reporting (Ehnert et al., 2016). Sustainability programmes
have also influenced behavioural changes and health
improvements (Stan, 2018) and have led to greater adoption
of humanistic sustainability HRM practices (Asis-Castro &
Edralin, 2018).

The effects of sustainability on HRM are also revealed in
the literature. In particular, some studies highlight the
moderating effects of employee work experiences on
the social harm of work (Mariappanadar & Aust, 2017), the
impact of the economic crisis on CSR (Martinez-Garcia
et al., 2018), the influence of GHRM practices on ecological
performance (Gilal et al., 2019), the effects of green practices
on employees’ pro-environmental behaviour (Saeed et al.,
2019), and the relationship between GHRM practices and
sustainability (Yong et al., 2020). In light of this, further
research is needed on the impact of employee work
experiences on both the environmental and economic harm
of work, as well as the effects of social and environmental
crises not only on CSR, but also on corporate environmental
responsibility and corporate economic responsibility.
Additionally, exploring the influence of social practices on
social performance and the impact of economic practices on
economic performance could significantly contribute to the
HRM field. Similarly, examining how social practices affect
employees” pro-social behaviour and how economic
practices influence employees’ pro-economic behaviour
would be valuable areas of research. Lastly, the effects of
social and economic practices on sustainability should be
considered in future studies.
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In fact, perceptions regarding sustainability in HRM have
been discussed in the literature. This includes the perception
of emerging ecological sustainability in HRM (Guerci &
Carollo, 2016) and the perception of GHRM practices
(Guerci et al., 2016). At the same time, the understanding of
sustainability in HRM has been demonstrated in various
studies. Examples include the understanding of GHRM's
growth (Ren et al., 2018) and role (Chaudhary, 2020), as
well as SHRM and top managers’ responsibilities, and
stakeholder identification and priority (Ja'rlstro'm et al.,
2018). Furthermore, the review of contemporary GHRM
(Renwick et al., 2016) and SHRM themes, evolution and
trends (Santana & Lopez-Cabrales, 2019), the readiness for
GHRM implementation (Ooi et al., 2017) and the adoption
of green practices (Longoni et al., 2018) were focal points of
some studies. Other studies prioritised the analysis of
similarities and differences between GHRM approaches
(Haddock-Millar et al., 2016); the analysis of HRM and
community organisations (Ang et al., 2017); and the analysis
of antecedents and outcomes of GHRM (Obeidat et al.,
2020). Moreover, some literature focussed on the importance
of employees’ green behaviour (Bohlmann et al., 2018), the
measurement of green practices (Shah, 2019) and the
establishment of socially responsible human resource
practices (Barrena-Martinez et al.,, 2019). However, the
sustainability dimensions that are missing from these
studies need to be considered in future research.

Overall, the concepts of green HRM and CSR can be difficult
to understand, particularly for professionals in the field.
While frequently employing environmental HRM and social
HRM concepts could help scholars and practitioners and
professionals in the field to better understand these concepts,
their implications and expected actions require further
research. Similarly, the concepts of economic HRM and
financial HRM also need to be explored by researchers and
scholars in the field.

Implementation of sustainability dimensions in
human resource management

This section discusses the implementation of sustainability
dimensions in HRM.

Implementation of environmental sustainability in human
resource management

Various environmental sustainability practices in HRM,
revealed by the conducted integrative literature review, are
discussed in this section. Furthermore, Figure 4 lists multiple
aspects of the environmental sustainability dimension
addressed in HRM.

Figure 4 exhibits various environmental sustainability
activities such as sustainable environment (Kozar, 2017) and
GHRM (Kozar, 2017). The reviewed literature revealed that
GHRM was the term most commonly used to refer to
environmental HRM (Bohlmann et al., 2018; Chaudhary,
2019; Davis et al., 2020; Gilal et al.,, 2019; Guerci &
Carollo, 2016; Guerci et al., 2016; Haddock-Millar et al., 2016;
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Longoni et al., 2018; Obeidat et al., 2020; Ooi et al., 2017; Ren
et al., 2018; Renwick et al., 2016; Roscoe et al., 2019; Saeed
et al., 2019; Shah, 2019; Shen et al., 2018; Yong et al., 2020).
Green HRM refers to environmental HRM (Bohlmann
et al., 2018; Chaudhary, 2019; Davis et al., 2020; Gilal et al.,
2019; Guerci & Carollo, 2016; Guerci et al., 2016; Haddock-
Millar et al., 2016; Longoni et al., 2018; Obeidat et al., 2020;
Ooi et al.,, 2017, Ren et al., 2018; Renwick et al., 2016;
Roscoe et al., 2019; Saeed et al., 2019; Shah, 2019; Shen
etal., 2018; Yong et al., 2020). These environmental aspects
need to be investigated from both social and economic
perspectives. In other words, there should be a connection
between social HRM practices, social organisational
culture and organisations’ social performance, as well as
between economic HRM practices, economic organisational
culture and organisations’” economic performance.

The effects of sustainability on HRM were also revealed in
the literature. In particular, some studies highlighted the
moderating effects of employee work experiences on
the social harm of work (Mariappanadar & Aust, 2017), the
effects of the economic crisis on CSR (Martinez-Garcia
et al., 2018), the influence of GHRM practices on ecological
performance (Gilal et al., 2019), the effects of green
practices on employees’ pro-environmental behaviour
(Saeed et al., 2019) and the influence of GHRM practices on
sustainability (Yong et al., 2020). Additionally, the roles of
perceived GHRM practices on green creativity and
perceived environmental leadership (Luu, 2023a) were
discussed, as well as the role of GHRM in employee green
advocacy (Liu et al., 2024).

Perceptions regarding sustainability in HRM were provided
in the literature. This included the perception of emerging
ecological sustainability in HRM (Guerci & Carollo, 2016)
and the perception of GHRM practices (Guerci et al., 2016).

At the same time, the understanding of sustainability in
HRM has been explored in several studies. Examples include
the examination of GHRM’s growth (Ren et al., 2018) and

{ Green human resources management (GHRM) }

[Environmental goals and environmental protection}

{ Natural resouce management and green lifestyles J

Workplace green bahaviours and employees’
green behaviours

Non-green employees’ work and employees’
pro-environmental behaviours

{ Ecological footprint and environmental awareness }

[Environmental performance and green recovery performance}

[ Green human capital and green intellectual capital }

{ Employees’ green behaviours ]

[ Green supply chain management and sustainable environment ]

Page 10 of 18 . Original Research

role (Chaudhary, 2020), as well as SHRM and the
responsibilities of top managers, stakeholder identification
and prioritisation (Ja'rlstro’m et al., 2018). Furthermore, the
review of contemporary GHRM (Renwick et al., 2016) and
SHRM themes, evolution and trends (Santana & Lopez-
Cabrales, 2019), as well as the readiness for GHRM
implementation (Ooi et al., 2017) and the adoption of green
practices (Longoni et al., 2018) have been focal points of
some studies. Other research prioritised the analysis of
similarities and differences among GHRM approaches
(Haddock-Millar et al., 2016), the relationship between HRM
and community organisations (Ang et al., 2017), and the
analysis of antecedents and outcomes of GHRM (Obeidat
et al.,, 2020). Moreover, some literature focussed on the
importance of employees’ green behaviour (Bohlmann et al.,
2018), the measurement of green practices (Shah, 2019) and
the establishment of socially responsible human resource
practices (Barrena-Martinez et al.,, 2019). However, the
sustainability dimensions that are absent from these studies
need to be addressed in future research.

Implementation of social sustainability in human resource
management

This section discusses the findings of social sustainability
implementation in HRM as revealed by the reviewed
literature as displayed in Figure 5.

Figure 5 exhibits various sustainability activities implemented
and the sustainability questions addressed in HRM as shown
in Online Appendix 1 of this study.

In fact, social responsibility was the common term used in
reference to social sustainability within social HRM (Stahl
et al.,, 2019). Corporate social responsibility was identified as
the primary societal practice for implementing sustainability
in HRM (Andrei et al., 2018; Bartolovi¢ et al., 2019; De Stefano
et al, 2018; Getele et al., 2020; Kozar, 2017), which
encompassed CSR directive (Humbert, 2019) and CSR
strategies (Saru & Seeck, 2022). Besides, to make the concept’s
name shorter, Barrena-Martinez et al. (2019) employed the
terms socially responsible HRM and sustainable and socially
responsible HRM (Latan et al., 2022). Furthermore, social

Corporate social responsibility ]

Employees’ engagement and career satisfaction ]

Blockchain implementation ]

Health and well-being J

(
[
[
[ Social network ]
[
[

Social sustainability improvement }

{ Sustainable societies building }

[ Social harm of work and social environment value }

[ Corporate human development J

[ Socially responsible human resource management J

FIGURE 4: Environmental sustainability aspects in human resource management.
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FIGURE 5: Social sustainability aspects in human resource management.
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sustainability ~practices within HRM included social
connectedness (Ang et al, 2017), building sustainable
societies (Cooke et al., 2021) and addressing social harm
related to work (Mariappanadar & Aust, 2017), health (Ang
et al., 2017) and well-being (Ang et al., 2017).

Likewise, CSR is the common term used to refer to social
sustainability in HRM or social HRM (Andrei et al., 2018;
Getele et al., 2020; Igbal et al., 2024; Macaulay et al., 2018).
Furthermore, to simplify the terminology, Barrena-Martinez
et al. (2019) used the term socially responsible human
resource management. However, Ang et al. (2017) focussed
more on HRM and social connectedness. Nevertheless, no
concepts related to economic HRM were identified. In other
words, the economic dimension of sustainability appears to
be overlooked in the existing literature on sustainability
implementation in HRM. This underscores the need to pay
attention to the area of economic HRM. Overall, the concepts
of green HRM and CSR seem to be challenging to understand,
particularly for professionals in the field. While frequently
employing the concepts of environmental HRM and social
HRM could help scholars, practitioners and professionals in
the field better comprehend these ideas, their implications
and expected actions require further research. Similarly, the
concepts of economic HRM and financial HRM need to be
explored by researchers and scholars in the field.

In light of this, research should be conducted on the impact of
employee work experiences on the environmental and
economic harm associated with work, as well as the effects of
social and environmental crises not only on CSR, but also on
corporate environmental responsibility and corporate
economic responsibility. Additionally, exploring the influence
of social practices on social performance and the influence of
economic practices on economic performance could significantly
contribute to the HRM field. Similarly, investigating how
social practices affect employees’ pro-social behaviour and
how economic practices influence employees’ pro-economic
behaviour would be valuable areas of research. Lastly, future
studies should consider the effects of social and economic
practices on sustainability.

The current discussions in this section demonstrated that it
might be necessary to consider all social aspects when
implementing social sustainability in HRM.

However, the findings of economic sustainability and HRM
implementations are also discussed.

Implementation of economic sustainability in human
resource management

This section discusses the findings on the implementation of
economic sustainability in HRM as revealed by the reviewed
literature.

Figure 6, also referred to as Online Appendix 1 of this study,
presents the aspects generally covered by economic
sustainability implementation in or by HRM. However,
based on the reviewed studies from management, business,
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performance, human resources management, organisation
and sustainability or sustainable development-related
journals, circular economy (CE) emerged as the most
prevalent practice of economic sustainability implementation
in HRM (Ahmad et al., 2020; Dibia et al., 2020; Lavagnini-
Barboza et al., 2022; Obeidat et al.,, 2023; Subramanian &
Suresh, 2022, 2023), including its components such as CE
practices (Chowdhury et al., 2022) and CE performance
(Chau et al., 2024; Khan et al., 2023), while the study by
Merawati et al. (2023) focussed more on profit sustainability.
This indicates a noticeable need for further investigations
into economic sustainability and HRM-related studies.

Implementation of sustainable human resource
management

This section discusses the findings on the implementation of
sustainable HRM, as revealed by the reviewed literature.

Sustainable HRM was implemented by Mariappanadar and
Aust (2017), Jarlstrom et al. (2018), Pellegrini et al. (2018) and
Guerci et al. (2019) (Figure 7). However, the literature
reviewed on sustainable HRM emphasised sustainable
development and human resource management more than

Economic performance

-
Financial management
Service quality
.

Profit sustainability

Any economic sustainability factors

-
Financial indicators
-
Circular economy (CE)

FIGURE 6: Economic sustainability aspects in human resource management.
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All environmental HRM aspects
\
>
All social HRM aspects
A

All economic HRM aspects

HRM, human resource management.

FIGURE 7: Sustainable human resource management aspects.
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sustainable HRM itself (Martinez-Garcia et al., 2018; Santana &
Lopez-Cabrales, 2019). Furthermore, although the concept of
sustainable HRM appears in the literature, none of the
reviewed studies utilised all three sustainability dimensions
simultaneously. The term ‘sustainable’ is intended to
address these three dimensions of sustainability. Therefore,
sustainable HRM should incorporate the economic,
environmental and social aspects of HRM. This gap needs to
be addressed by scholars and experts in the field.

Sustainability implementation through its incorporation
into human resource management

Sustainability can be implemented through its incorporation
into HRM. However, not much has been found in the
reviewed studies on sustainability implementation in HRM
as conducted in this study. However, GHRM has been
associated with sustainable performance improvements
(Obeidat et al., 2023; Subramanian & Suresh, 2023); similarly,
CE was incorporated to advance sustainable performance
(Obeidat et al., 2023; Subramanian & Suresh, 2023).
Nevertheless, there is no study revealing the incorporation of
social sustainability into HRM. This highlights the need for
further research to explore why sustainability has not been
integrated into HRM practices.

Sustainability and human resource management
relationships

There should be a relationship between HRM and
sustainability. This has been proven by Guerci et al. (2019),
Curado et al. (2022) and Wojtaszczyk et al. (2024).

In fact, the findings of this study revealed the existing link
between HRM and economic performance (Guerci et al.,
2019) which is a dimension of sustainability performance. At
the same time, sustainable development was connected to
sustainable lifestyles (Wojtaszczyk et al., 2024), which is a
feature of sustainable HRM. While Ang et al. (2017) focussed
more on HRM and social connectedness, Tanveer et al. (2023)
mapped the relationships between CSR and sustainability
performance through GHRM practices. Additionally, Curado
et al. (2022) suggested that the relationship between HRM
and sustainability calls for reflection on methods to be
adopted to achieve sustainability goals through HRM
practices. Furthermore, Brewster and Brookes (2024)
discussed the relationship between HRM and the SDGs.

The literature review revealed the relationships between
sustainability dimensions and HRM. This includes the link
between GHRM practices, green organisational culture and a
firm’s environmental performance (Roscoe et al., 2019), the
relationship between GHRM and job pursuit intention
(Chaudhary, 2019), as well as the association between GHRM
and non-green workplace outcomes (Shen et al., 2018). These
environmental aspects need to be investigated from social and
economic perspectives. In other words, there should be a
connection between social HRM practices, social organisational
culture and organisations’ social performance, as well as
between economic HRM practices, economic organisational
culture and organisations’ economic performance.
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In a similar vein, this study investigated the relationships
between HRM and CSR (Andrei et al., 2018), employee
perceptions of HR practices and the adoption of sustainable
behaviour (Pellegrini et al., 2018) and human resource
management and corporate sustainability (Guerci et al.,
2019). For sustainable HRM, CSR should be linked to GHRM
and economic HRM. Additionally, to achieve sustainable
behaviour, HR practices should connect to economic,
environmental and social behaviours.

The discussions above confirmed the significant links
between sustainability and HRM, as well as between the
SDGs and HRM. This implies that HRM cannot operate
without the implementation of sustainability and cannot
function without referencing the SDGs.

Human resource management and sustainable
development goals achievement

There are still very few studies that examine HRM and SDGs
together (Aust et al., 2024; Bhattacharya & Sharma, 2023;
Brandl et al., 2024; Brewster & Brookes, 2024; Campos-Garcia
et al, 2024; Cooke & Wood, 2024). Human resource
management should focus on customer communication and
education regarding sustainable practices (Bhattacharya &
Sharma, 2023). Space and incentives are essential for promoting
sustainability through HRM (Aust et al., 2024). Human
resource management is responsible for the promotion or
obstruction of the United Nations SDGs (Cooke & Wood,
2024). Human resources play a crucial role in achieving
corporate sustainability (Campos-Garcia et al., 2024). Human
resources are also responsible for implementing sustainable
principles into HRM practices (Campos-Garcia et al., 2024).
Additionally, Brewster and Brookes (2024) acknowledged the
value of the SDGs for HRM experts. However, HRM has failed
to improve its prospective goals (Brewster & Brookes, 2024).
Certainly, HRM should make more effort to implement
sustainability and achieve the SDGs.

This section provides an overview of the SDGs. Sustainability
dimensions have the purpose of achieving economic
prosperity, ecological safety and societal impartiality
(Munoz-Pascual et al., 2019; Mufioz-Torres et al., 2018). In
fact, sustainability achievement in companies should aim for
the realisation of business goals (Mazur, 2014), corporate
sustainability (Beneke et al., 2016) and the attainment of
SDGs (Pop et al., 2019). Figure 8 lists various goals of
sustainable development.

Figure 8 displays the 17 SDGs. These goals have garnered the
attention and efforts of governments and international
assistance agencies, reflecting the agreement of the global
community during the globalisation period (Auemsuvarn,
2019; Vandenberg, 2017). The objective is to achieve these
relevant goals. According to Kuwornu (2017), sustainability,
or the triple bottom line, has evolved into a broad multi-focal
agenda. It is essential that the development goals are related
to each pillar of sustainability.
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FIGURE 8: Sustainable development goals.

The following items are the 17 SDGs:

1.

10.
11.

12.

13.

14.

End poverty in all its forms everywhere.

End hunger, achieve food security and improved
nutrition, and promote sustainable agriculture.

Ensure healthy lives and promote well-being for all at all
ages.

Ensure inclusive and equitable quality education and
promote life-long learning opportunities for all.

Achieve gender equality and empower all women and
girls.

Ensure availability and sustainable management of water
and sanitation for all.

Ensure access to affordable, reliable, sustainable and
modern energy for all.

Promote sustained, inclusive and sustainable economic
growth, full and productive employment and decent
work for all.

Build resilient infrastructure, promote inclusive and
sustainable industrialisation and foster innovation.
Reduce inequality within and among countries.

Make cities and human settlements inclusive, safe,
resilient and sustainable.

Ensure sustainable consumption and production
patterns.
Take urgent action to combat climate change and its
impacts.

Conserve and sustainably use the oceans, seas and marine
resources for sustainable development.
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15. Protect, restore and promote sustainable use of
terrestrial ecosystems, sustainably manage forests,
combat desertification, and halt and reverse land
degradation and halt biodiversity loss.

16. Promote peaceful and inclusive societies for sustainable
development, provide access to justice for all and build
effective, accountable and inclusive institutions at all
levels.

17. Strengthen the means of implementation and revitalise
the global partnership for sustainable development.

Consequently, it may be necessary to identify approaches for
implementing SDGs through HRM and sustainability-OP.

Conceptual framework

This section presents the conceptual framework generated
from the findings of the ILR.

Figure 9 shows the concepts generated from the reviewed
literature and the links between them. Environmental
sustainability is related to GHRM and can also be
considered as environmental HRM. Social sustainability
refers to CSR and can be considered as social HRM, and
when implemented by HRM, it can lead to socially
responsible HRM. Economic sustainability is associated
with the circular economy and can be considered as
economic HRM. All these components are included in the
SDGs, which can be integrated into HRM to achieve
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FIGURE 9: Conceptual framework of sustainable human resource management.

sustainable HRM. It should be noted that the SDGs are
part of sustainable development, which refers to
sustainability. For sustainable HRM, the link between
GHRM, CSR and CE needs to be established.

Practical and managerial implications

For sustainable HRM, management should first integrate
sustainability into HRM practices and then implement
sustainability in daily HR activities by considering the
economic, environmental and social aspects of the organisation
while complying with the SDGs agenda. To achieve a
sustainable organisation, top management should equip HRM
with the necessary means to develop a sustainability culture in
employees’ mindsets and behaviours through communication
and various educational programmes, such as workshops and
training sessions. Moreover, management should encourage
everyone in the company to participate, either directly or
indirectly, in the process of sustainability implementation and
the achievement of the SDGs. Furthermore, management
needs to invest in these efforts.

Limitations and recommendations

By reviewing the existing literature on human resource
management and sustainability, a novel perspective has
been adopted (Jasperson, Carte, Saunders, Butler, Croes &
Zheng, 2002). Further investigations are needed in
HRM-sustainability-related topics. Similarly, studies on
sustainability in HRM should be increased. Regarding
sustainability dimensions, research on environmental
aspects should be maintained, while much more focus
should be placed on social sustainability dimensions.
Additionally, future research on economic sustainability
dimensions will greatly enrich HRM-sustainability
studies.

Sustainability should be implemented with the goal of
achieving the SDGs. Therefore, SDGs should be integrated
into HRM strategies, plans and practices. To effectively
implement sustainability and achieve the SDGs, further
investigations are needed to equip HR managers with
knowledge about sustainability dimensions, integration,
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implementation and the role of HRM in achieving SDGs.
Additionally, these findings could inform similar studies
using various research approaches, such as quantitative,
qualitative or mixed methods.

Conclusion

This article is based on an integrative literature review that
explores HRM. It presents the topic areas covered by various
studies. The reviewed literature reveals that GHRM has been
the most commonly implemented practice, followed by rare
SHRM implementation, with CSR coming next. More recent
studies have highlighted the implementation of CE principles
in HRM. Relationships have been established between
sustainability dimensions and HRM during the process of
sustainability implementation; however, the incorporation of
sustainability into HRM remains largely unexplored.
Additionally, a substantial amount of literature on HRM and
sustainability is identified in this article. Following the
discussion of the study’s findings, several recommendations
are made for future research, which could contribute to the
growing body of literature in this area. Furthermore, the
findings could serve as a basis for conducting similar studies
using other research approaches, such as quantitative,
qualitative or mixed-methods approaches.
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