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Abstract: This article examines the incorporation of sustainability into Human Resource
Management (HRM) practises, emphasising the role of HR as a catalyst for sustainable
growth within organisations. The study employs a qualitative research methodology, re-
lying on comprehensive interviews with HR specialists from various businesses. These
interviews explore the methods, problems, and triumphs related to integrating sustaina-
bility into HR services, including recruitment, training, performance management, and
employee engagement. The qualitative insights indicate essential strategies, such as the
implementation of eco-friendly recruitment procedures, the execution of sustainability-
oriented training, and the incorporation of environmental and social objectives into per-
formance evaluations. This study elucidates recommended methods for cultivating a cul-
ture of sustainability in organisations, as well as the perceived effects of staff dedication,
organisational morale, and company image. The results underscore the crucial role of
HRM in advancing sustainability, illustrating how qualitative insights may guide practi-
cal measures for developing a workforce fit with long-term social and environmental ob-
jectives.

Keywords: sustainable HRM; green recruitment; sustainability-oriented training;
performance management metrics; corporate sustainability; employee engagement

1. Introduction

Incorporating sustainability into organisational strategy is essential for tackling the
urgent issues of resource depletion, climate change, and social disparities [1,2]. HRM has
become a crucial element in this change, serving as a link between organisational objec-
tives and employee engagement [3]. Sustainable HRM broadens conventional HR prac-
tises to include social and environmental obligations, in alignment with overarching busi-
ness sustainability goals [4,5]. The incorporation of system dynamics in the examination
of human factors and error reliability has demonstrated efficacy in comprehending the
obstacles and prospects of sustainable HRM, as evidenced by the case study of an LPG
firm conducted by [6].

This article examines how HRM can serve as a catalyst for integrating sustainability
into organisational processes. It analyses sustainable HRM methods, including eco-
friendly recruitment, sustainability-focused training, and performance indicators aimed
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at cultivating an atmosphere of responsibility for the environment [7,8]. This study exam-
ines the practical reasons, problems, and advantages of incorporating sustainability into
HR operations, based on qualitative research and interviews with HR experts [9,10].

The insights provided herein seek to establish a framework for organisations to im-
prove staff engagement with sustainability objectives while simultaneously bolstering
their resilience over time and competitive advantage [11,12]. This study aims to elucidate
the connections between HRM and sustainability to foster a more socially responsible and
environmentally friendly future [13].

2. Literature Review

Sustainable HRM signifies a transformative approach to workforce management, in-
corporating social, environmental, and economic factors into conventional HR proce-
dures. As worldwide problems like warming temperatures and social inequality intensify,
organisations are becoming more aware of the significance of HR in promoting sustaina-
bility [2]. This alignment converts HR from a transactional role into a strategic ally in pro-
moting company accountability and sustainable viability [1].

The progression of HRM towards sustainability reflects wider cultural and business
trends. Initially concentrated on administrative functions, HR has transitioned to incor-
porate strategic goals, with sustainability being a fundamental emphasis in the 21st cen-
tury [5]. The notion of “green HRM” highlights this transition, with HR services being
reorganised to attain the dual objectives of economic expansion and environmental re-
sponsibility [7,14,15]. Historical study identifies key events, like the establishment of the
United Nations Sustainable Development Goals (SDGs), which have stimulated sustaina-
bility initiatives across several sectors. Additionally, other researchers such as Di Nardo
et al. (2015) provide a conceptual model of human behaviour in socio-technical systems
that emphasises the necessity of harmonising HR practises with technological and behav-
ioural elements. This congruence is also essential for promoting a comprehensive ap-
proach to sustainability in Human Resource Management [16].

2.1. Fundamental Practises in Sustainable Human Resource Management
2.1.1. Eco-Friendly Recruitment and Selection

Green hiring methods seek to attract people whose beliefs correspond with sustain-
ability goals. Methods encompass electronic applications, interview videos to mitigate
travel carbon dioxide emissions, and the promotion of organisational sustainability initi-
atives in job advertisements. These activities bolster company image and appeal to eco-
logically conscientious job searchers, especially younger people who emphasise sustaina-
bility [2].

2.1.2. Training and Development Focused on Sustainability

Organisations are integrating sustainability into educational courses to cultivate en-
vironmental awareness and implement environmentally friendly procedures. Initial ori-
entations frequently incorporate modules focused on minimising energy and wasteful
use. Customised seminars and certifications in areas such as energy efficiency, sustainable
procurement, and corporate social responsibility (CSR) have emerged as effective strate-
gies for cultivating a trained and environmentally aware staff [11].

2.1.3. Performance Management Utilising Sustainability Metrics

Integrating sustainability criteria into performance evaluations motivates staff to em-
brace environmentally friendly activities. Examples encompass establishing quantifiable
objectives for diminishing resource use or achieving recycling benchmarks. Employees
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that surpass these goals are frequently acknowledged with rewards or incentives, pro-
moting an environment of responsibility and creativity [9].

2.1.4. Workforce Engagement and Organisational Culture

Establishing a company culture focused on sustainability necessitates ongoing HR
interventions. Effective initiatives encompass employee-led green task groups, and inter-
active forums for the exchange of eco-friendly thoughts. Influence from peers has demon-
strated significant efficacy, in terms of motivating their colleagues to embrace environ-
mentally friendly practises [13].

2.2. Benefits and Challenges of Sustainable HRM

Sustainable HRM produces both real and intangible advantages, such as enhanced
company image, elevated employee happiness, and augmented rates of retention. By in-
corporating sustainability into their fundamental operations, HRM departments enhance
long-term organisational resilience and adaptation in a swiftly evolving corporate land-
scape [3]. Implementing sustainable HRM is fraught with challenges. Monetary limita-
tions, opposition to transformation, and insufficient competence often impede advance-
ment. Organisations frequently encounter difficulties in rationalising initial expenditures
on green projects owing to perceived minimal short-term benefits. Strategies to surmount
these obstacles encompass budget reallocation, presenting sustainability as a cost reduc-
tion strategy, and utilising external collaborations for resources and expertise [9,17].

Despite increasing interest in sustainable HRM, there are still deficiencies in compre-
hending employee viewpoints, cross-cultural implementations, and the role of technology
in promoting sustainability. Empirical research examining the impact of green HRM on
staff behaviour and organisational results across different industries is scarce.

3. Methodology
3.1. Qualitative Research Design

This research employed a qualitative design, consistent with [18]'s approach for in-
vestigating complicated social phenomena. Qualitative methods are very effective for an-
alysing sustainable HRM practises, as they provide a profound comprehension of indi-
viduals’ thoughts and feelings. The study aimed to identify the strategies utilised, as well
as the motivations and obstacles encountered by HR managers in incorporating sustaina-
bility into their organisational structures. The principal method of data gathering con-
sisted of semi-structured interviews (see Appendix A), allowing respondents to articulate
their perspectives while maintaining consistency across essential themes. This approach
corresponds with [19]’s framework for the analysis of themes, eliciting comprehensive,
nuanced insights on sustainable HR practises.

A deliberate sample method was utilised to locate HR experts in organisations with
defined sustainability initiatives. This guaranteed the participation of individuals pos-
sessing pertinent skills and experience. Ref. [20] underscores the effectiveness of purpos-
ive sampling in identifying cases with ample data for comprehensive qualitative investi-
gation. A framework was created to address essential themes, encompassing hiring, train-
ing, performance management, and engagement among workers. Questions were de-
signed to obtain comprehensive replies regarding certain sustainable HRM strategies,
their execution, as well as perceived results.

The guide for interviews was tested with two human resources employees to verify
its simplicity, significance, and thoroughness. Insights from the pilot stage prompted
modifications to the wording and order of questions to improve the value of the obtained
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data [21]. The interview procedure was executed in person, allowing for enhanced en-
gagement and more intricate data collecting. Five Cypriot organisations were chosen for
this research, providing a concentrated framework to examine sustainable HRM practises
comprehensively. Interviews were conducted on the premises of each organisation, offer-
ing a pleasant and familiar environment for participants.

The aforementioned organisations were selected as the study’s focus point because
of their evident dedication to incorporating sustainability into its organisational proce-
dures, particularly in HRM. This study aims to carry out the following:

e Investigate Practical Applications: Assess the implementation and perception of sus-
tainable HRM principles within a particular organisational setting.

e Identify Institutional Nuances: Examine distinctive elements affecting sustainability
initiatives within an institutional environment, including the dynamics among ad-
ministrative and academic personnel.

The interviews spanned 45 to 60 min and were held in private conference rooms on
premises of the organisations to guarantee secrecy and concentration. The semi-structured
style enabled respondents to offer comprehensive narratives while the interviewer ad-
hered to a flexible framework to investigate essential issues, including green recruiting,
sustainability-oriented training, and the incorporation of performance indicators related
to sustainability. To promote an open discourse, the interviewer commenced with broad
questions regarding the participants’ roles and subsequently shifted to targeted enquiries
about sustainable HRM procedures and their individual experiences. The interviews were
audio-recorded with the full agreement of the attendees, utilising safe recording equip-
ment. This guaranteed the following;:

e Accuracy: The recordings documented respondents’” precise words, maintaining the
integrity of their narratives.

o  Comprehensive Analysis: Comprehensive transcripts facilitated the recognition of
nuanced patterns and trends within the data.

The tapes have been edited exactly to preserve the authenticity of the interviewees’
statements. This procedure established a solid basis for later thematic analysis.

Ethical values were fundamental to the study process, informed by [20] criteria for
qualitative research. Essential measures comprised the following:

e Informed Consent: Respondents were thoroughly apprised of the study’s objectives,
the interview methodology, and the use of their data. Prior to each interview, written
consent was secured (See Appendix B).

e  Confidentiality: Identifiable information was omitted from the transcripts, and all
data were securely maintained to safeguard participants’ privacy.

e Voluntary Participation: Respondents were apprised of their entitlement to with-
draw at any moment without repercussions.

Initiatives were undertaken to establish a conducive atmosphere for attendees. Inter-
views were performed in familiar and neutral organisational settings to ensure respond-
ent comfort. The interviewer employed attentive listening, open-ended enquiries, and a
non-judgmental attitude to facilitate respondents in sharing their experiences candidly.
The in-person method had substantial advantages, such as fostering deeper ties with par-
ticipants and obtaining richer, more detailed data. Although in-person interviews neces-
sitated further logistical organisation, the advantages for accuracy and depth surpassed
the difficulties.
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3.2. Data Analysis

The data underwent examination by thematic analysis, a method adept at discerning
patterns and themes within qualitative data [19]. The analytical procedure comprised six
phases:

1. Familiarisation: Transcripts were examined repeatedly to guarantee a comprehen-
sive knowledge of the facts.

2. Coding: Preliminary codes were developed to encapsulate essential characteristics of
the data, including sustainable HRM practises, difficulties, and outcomes.

3. Theme Development: Codes were systematically categorised into overarching topics
that correspond to the fundamental research enquiries.

4. Reviewing Themes: Themes were revised and validated to ensure they appropriately
reflected the data and corresponded with the study’s aims.

5. Defining Themes: Precise definitions were established for each subject, guaranteeing
uniformity in interpretations.

6.  Writing Up: The concluding themes were amalgamated into a cohesive narrative, in-
corporating respondents’” quotations to exemplify principal results.

The analysis was both reflexive and iterative to achieve rigour. The study group reg-
ularly examined the information and codes, including feedback from conversations to en-
hance interpretations and assure validity. Qualitative research offers comprehensive in-
sights but is fundamentally constrained by interpretative subjectivity and limited gener-
alisability. The purposive sampling method, although it guarantees relevance, may also
lead to selection bias. Moreover, dependence on data provided by participants may intro-
duce potential biases in responses provided by respondents. This elaborated methodology
section presents a thorough review of the study’s design, data gathering techniques, and
analytical strategies, providing a solid foundation for comprehending sustainable HRM
practises.

4. Analysis and Discussion

The interview analysis revealed significant themes related to green recruiting, sus-
tainability-focused training, and performance management, consistent with contempo-
rary research on sustainable human resource management [3].

4.1. Key Themes Identified
4.1.1. Eco-Friendly Recruitment and Talent Integration with Sustainability

Participants underscored the growing focus on promoting the organisation as a sus-
tainable employer to recruit environmentally aware people. This discovery corresponds
with research conducted by [7], indicating that applicants are progressively assessing po-
tential employers based on their dedication to sustainability. Moreover, organisations em-
ploying robust green recruitment strategies experienced elevated retention rates, as work-
ers appreciated the congruence between personal and company ideals.

4.1.2. Integrating Sustainability into Training and Development

The research emphasised the necessity of developing tailored training programmes
that both inform workers about sustainability and facilitate the actual application of these
concepts. A participant suggested including sustainability seminars into onboarding pro-
cedures to foster environmental awareness from the outset of employment. Ref. [5] assert
that initially being exposed to environmentally friendly training cultivates an enduring
dedication to sustainable activities.
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4.1.3. Performance Management Utilising Sustainability Metrics

Organisations are progressively utilising key performance indicators (KPIs) linked to
sustainability objectives, such as minimising energy usage or attaining waste reduction
goals. Respondents saw that acknowledging and compensating individuals for achieving
these objectives fostered innovation and accountability. This reflects the findings of [3]
that systems for performance management incorporating sustainability measurements fa-
cilitate the integration of environmentally friendly behaviours into organisational prac-
tises.

4.1.4. Fostering a Culture of Sustainability and Engagement

Respondents constantly emphasised that fostering an organisational culture condu-
cive to sustainability requires more than merely top-down measures. Employee-led green
task teams and collaborative initiatives aimed at resource reduction were recognised as
successful techniques. This builds upon [13] research by highlighting the significance of
grassroots efforts in enhancing official HR strategies to foster sustainability.

4.2. Discussion of Findings in Relation to the Literature

The findings corroborate established concepts of sustainable HRM, while providing
concrete insights into operational challenges and possibilities, therefore, addressing a sig-
nificant vacuum in the literature. The function of green KPIs in the management of per-
formance, as emphasised by [8], was further discussed by respondents who provided
practical examples of how sustainability objectives were implemented across different
business contexts. The research conducted highlighted specific behaviours essential for
success, notwithstanding the general discussion of management’s impact on sustainabil-
ity in the literature on human resources management (e.g., [4]). Participants highlighted
that overt leadership approval, including involvement in sustainability activities or public
advocacy for eco-friendly practises, was crucial for integrating sustainability into organi-
sational culture.

The results corroborated [11]'s assertion that sustainable HRM cannot operate inde-
pendently. Human Resources was characterised as the pivotal element for orchestrating
sustainability initiatives across departments, including the alignment of sustainability
training in HR with the green logistics objectives of supply chain management. This inter-
connection underscores the necessity for multidisciplinary frameworks to attain holistic
sustainability. A significant discovery that builds upon the research of [22] is the acknowl-
edgement of employees’ innate motivations. This study elucidates how workers perceive
green HR practises as augmenting their feeling of purpose and job satisfaction, in contrast
to past research that concentrated on HRM tactics. Participants said that sustainability
programmes particularly appeal to younger employees, who emphasise caring for the en-
vironment in their professional pursuits. Challenges like financial limitations and opposi-
tion to change were unanimously recognised. Nonetheless, the results also uncovered in-
novative strategies, including the reallocation of current resources and positioning sus-
tainability as a cost-reduction tactic to address economic objections. This expands upon
the investigation by [9] regarding operational obstacles by offering specific strategies to
mitigate them.

Additionally, the results may shed light on the integration of ESG into Human Re-
sources Management. In recent years, there has been a worldwide increase in the interest
of corporations in environmental, social, and governance (ESG) issues and sustainability.
The three fundamental dimensions for evaluating, controlling, monitoring, and bolstering
a company’s or organisation’s sustainability commitment through product purchases or
investment decisions are Environmental, Social, and Governance. Sustainability and ESG
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are no longer simple phrases; they have become essential components of corporate strat-
egies and, more unexpectedly, of human resource management (HRM). This article inves-
tigates the importance of ESG and sustainability in HRM and the manner in which these
issues are altering the manner in which companies manage their human capital.

4.3. Practical Implications

Organisations ought to integrate sustainability into their hiring procedures by ap-
pealing to applicants who prioritise ecological and social responsibility. Job descriptions
and interviews may highlight the company’s dedication to sustainability, thereby improv-
ing the congruence between organisational ideals and worker demands [2]. Sustainable
HRM advocates for the establishment of training programmes centred on sustainable pro-
cedures, including environmental care and resource conservation. These efforts enhance
employees’ understanding of sustainability and promote behaviours that correspond with
organisational sustainability objectives [10]. Incorporating sustainability measures into
performance evaluations helps motivate workers to embrace environmentally friendly
methods and take responsibility for how they affect the environment. Establishing explicit
sustainability objectives and incentivising personnel who achieve or surpass these bench-
marks can strengthen a company’s dedication to sustainability [8].

HR managers may foster a culture of sustainability by advocating for environmen-
tally friendly practises and creating sustainability committees or initiatives that involve
workers at all levels. This cultivates a sense of ownership and dedication to sustainability
within the organisation [13]. Moreover, sustainable human resource strategies enhance
the company brand, drawing talent that prioritises sustainability. This can augment the
rate of retention, reduce recruitment expenses, and elevate the company’s market repute.
By establishing oneself as a sustainable worker, an organisation can distinguish itself from
competition and attract workers as well as customers [9]. Finally, HRM departments must
engage in close collaboration with other divisions, including marketing, operations, and
finance, to formulate a holistic sustainability strategy. This guarantees the connection of
HR activities with overarching organisational objectives, thereby integrating sustainabil-
ity into all operations and establishing it as a fundamental aspect of business image [11].

4.4. Theoretical Implications

The results indicate that sustainable HRM can be perceived as an expansion of Stra-
tegic Human Resource Management (SHRM), wherein HRM practises are linked not only
with corporate plans but also with wider ecological and societal goals. This increase un-
derscores the notion that HRM may enhance business sustainability, necessitating a re-
evaluation of SHRM theories to incorporate sustainability as a fundamental element [4].
The Resource-Based Theory posits that organisations can achieve an edge over others by
utilising resources that are precious, uncommon, unique, and non-substitutable. Sustain-
able HRM methods correspond with RBT by designating workers’ sustainability skills as
a strategic resource. Organisations that create a staff proficient in sustainability build a
distinctive internal competence that bolsters their competitive edge and fosters long-term
progress [12].

Sustainable HRM corresponds with Corporate Social Responsibility (CSR) theory by
recognising employees as essential stakeholders in fulfilling organisational sustainability
objectives. This method enhances CSR theory by proposing that sustainable HR practises
can directly affect workers’ pro-environmental behaviours and beliefs, positioning HRM
as a crucial domain for CSR initiatives and a connection between organisational and per-
sonal accountability [3]. The results endorse an expansion of Organisational Citizenship
Behaviour (OCB) theory, particularly on the sustainability of the environment. Sustaina-
ble HR strategies can promote “green OCB”, wherein employees willingly participate in



Sustainability 2025, 17, 1113

8 of 13

environmentally friendly actions outside their official job responsibilities. This indicates
an additional aspect of OCB theory, emphasising behaviours that promote sustainable
development and demonstrate workers’ dedication to corporate values [22].

The results of the research indicate a potential to create a conceptual model for sus-
tainability-oriented HRM. A similar approach would be to include sustainability ideas
into fundamental HR operations, highlighting a strategic linkage of HRM with company
sustainability goals. This model can function as a conceptual framework for forthcoming
research examining the convergence of HRM and environmental sustainability within
many organisational contexts [23].

5. Conclusions

This study’s key findings demonstrate that sustainable HRM strategies, such as green
recruiting and sustainability-oriented training, can improve organisational and worker
dedication to sustainability [9]. The present research enhances current literature by offer-
ing qualitative findings into the function of HRM in promoting sustainability and posits
that HR may drive change by integrating sustainability into daily operations [22]. HR
managers may effectively implement green recruiting and tailored training programmes,
as evidenced by previous studies [12].

Suggestions for Future Research

The increasing significance of sustainability in organisational planning and practice
has generated substantial prospects for further investigation in the field of sustainable
HRM. Although current research has established the advantages and possibilities of sus-
tainable HRM practises, many gaps and unexamined aspects persist that require more
investigation. This section emphasises critical domains for future investigation that may
enhance our comprehension of sustainable HRM's enduring effects, its relevance in many
contexts, and its function in tackling developing workplace concerns. By exploring these
paths, future research can facilitate the creation of resilient frameworks, pioneering tech-
nologies, and practical insights that enable companies to effectively incorporate sustaina-
bility into their human resource strategies.

Subsequent studies may investigate the enduring effects of sustainable HRM policies
on organisational performance indicators, including profitability, worker retention, and
company image. Long-term research monitoring these factors over multiple years could
yield substantial information regarding the efficacy of sustainability-oriented HR policies
and their impact on company performance and satisfaction with work [12]. Considering
sustainability as a universally pertinent issue, analysing sustainable HRM practises across
diverse cultural situations would yield significant insights into the impact of cultural fac-
tors on the execution and perception of these practises. Comparative analyses between
nations or regions, particularly between established and emerging economies, may un-
cover cultural subtleties in sustainability objectives, expectations for staff, and human re-
source strategies [3].

Although existing research predominantly examines sustainable HRM in big organ-
isations, it is essential to explore the strategies employed by SMEs in this domain. Con-
sidering that SMEs typically possess limited resources and encounter distinct challenges,
examining their practises may illuminate scalable, cost-efficient HRM solutions that foster
sustainability in smaller enterprises. Comprehending sustainable HRM in SMEs may fa-
cilitate the creation of customised framework that address their particular requirements
and capabilities [9]. While current research predominantly emphasises HR leaders and
organisational policies, there is an increasing necessity to comprehend sustainable HRM
from the workers’ viewpoint. Future research may examine staff’s opinions of sustainable
HR activities and their effects on satisfaction with work, engagement, and commitment.
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Surveys, interviews, and focus groups involving staff may yield a more thorough under-
standing of the alignment between sustainable HRM procedures and worker standards
and values, particularly as younger workers emphasise sustainability in their professional
decisions [5].

Technological innovations, such as big data, artificial intelligence, and digital plat-
forms, provide novel methods for HR departments to improve sustainable operations.
Future study may investigate the utilisation of technology to enhance sustainable human
resource management methods, including virtual training on sustainability, environmen-
tally conscious systems for performance management, and data analytics for monitoring
sustainability metrics. Comprehending the function technology plays in sustainable hu-
man resource management enables organisations to implement digital strategies that ad-
vance their social and environmental objectives [23].

Sustainable HRM strategies are expected to affect worker behaviour and mental well-
being, thereby fostering a sense of mission and fulfilment. Future study may examine the
psychological and behavioural effects of sustainable HRM, focussing on its influence on
attitudes such as organisational dedication, job fulfilment, and green organisational citi-
zenship behaviour (OCB). Analysing these factors can yield insights on the role of sus-
tainable HRM in fostering an enjoyable workplace and enhancing worker satisfaction [22].
An opportunity exists to construct a complete theoretical model of sustainable HRM that
amalgamates diverse HR functions—such as training, recruitment, and performance man-
agement—with sustainability standards. Future research may concentrate on developing
and experimentally validating such a model across numerous sectors and organisational
types to provide a credible foundation for sustainable HRM. This model may work as a
reference for scholars and managers aiming to adopt sustainability-oriented HRM proce-
dures efficiently [11].

To conclude, this research highlights the transformative capacity of sustainable HRM
practises in enhancing long-term organisational resilience and bolstering staff engage-
ment with CSR goals. This study illustrates the viability and significance of green recruit-
ment and sustainability-focused training, contributing to both theoretical and practical
domains, and indicating that HRM can be a crucial catalyst for sustainable organisational
transformation.

The use of sustainable HRM practises can transform how companies reconcile prof-
itability with their responsibility to the environment and society. With the growing em-
phasis on sustainability worldwide, Human Resource Management will be pivotal in link-
ing organisational goals with the principles of a workforce more aware of sustainability.
Addressing the future research directions presented would not only close existing
knowledge gaps but also furnish practical information for companies seeking to integrate
sustainability thoroughly into their corporate culture.

By performing longitudinal research, cross-cultural studies, and investigating SMEs,
researchers can create sophisticated frameworks that account for various organisational
situations. The incorporation of advanced technologies and psychological insights will
improve the effectiveness of sustainable HRM, allowing organisations to cultivate a vi-
brant, engaged, and purpose-oriented workforce.

Ultimately, enhancing sustainable HRM research will enable organisations to adapt
to the changing expectations of employees, stakeholders, and communities while still
leading with innovation, inclusivity, and accountability. These initiatives will establish
HRM as a fundamental element of sustainable development, generating enduring value
for both enterprises and society.
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Appendix A

Agenda Outline

Sustainability in Recruitment and Selection

Integrating Sustainability into Recruitment:

How does your organisation incorporate sustainability into recruitment? Are there
specific strategies or criteria used to assess candidates’ alignment with sustainability val-
ues?

Challenges in Sustainable Recruitment:

What challenges, if any, do you face when trying to recruit candidates who are com-
mitted to sustainability?

Impact of Sustainable Recruitment:

Have you observed any benefits, such as enhanced employer branding or improved
candidate alignment, from incorporating sustainability into recruitment?

Training and Development for Sustainability

Sustainability-Focused Training programmes:

What types of training programmes related to sustainability are offered to employ-
ees? How are these programmes designed and delivered?

Employee Engagement with Training:

How receptive are employees to sustainability training? Are there any specific ap-
proaches or topics that seem particularly impactful?

Measuring Success of Training:

How does your organisation measure the effectiveness of sustainability training pro-
grammes?

Performance Management and Sustainability Metrics

Incorporating Sustainability into Performance Reviews:

How are sustainability goals and behaviours integrated into employee performance
management? Are there specific metrics or KPIs used?

Challenges in Measuring Sustainability:

What challenges do you face in measuring and evaluating employees’ sustainability-
related performance?

Impact on Employee Motivation and Accountability:
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Have you found that including sustainability goals in performance appraisals affects
employee motivation or accountability?

Fostering a Culture of Sustainability

Role of HR in Building a Sustainable Culture:

In what ways does your HR department contribute to fostering a culture of sustain-
ability within the organisation?

Employee Initiatives and Engagement:

Are there specific programmes, initiatives, or events that encourage employees to
participate in sustainability efforts? How successful are these initiatives?

Employee Feedback and Involvement:

How do you collect feedback from employees regarding sustainability efforts? Do
employees have opportunities to suggest or participate in sustainability initiatives?

Challenges and Barriers

Barriers to Implementing Sustainable HRM:

What are the biggest challenges or barriers your HR department faces in implement-
ing sustainable HR practises?

Strategies for Overcoming Challenges:

How do you address these challenges, and what resources or support have been par-
ticularly helpful?

Benefits and organisational Impact

Observed Benefits of Sustainable HRM:

What benefits has your organisation observed from sustainable HR practises, in
terms of employee engagement, retention, or overall organisational performance?

Long-Term Value of Sustainable HRM:

In your opinion, what is the long-term value of integrating sustainability into HR for
your organisation?

Future of Sustainable HRM

Anticipated Trends:

How do you see the role of HR in sustainability evolving in the next five to ten years?

Adpvice for Other HR Professionals:

What advice would you give to other HR professionals looking to implement sus-
tainable HR practises in their organisations?

Appendix B

Consent Form for Participation in Research Study
Title: Integrating Sustainability into Human Resource Management: Building a Greener
Workforce for the Future
Researcher:
Christos Papademetriou
Assistant Professor in Management—Human Resources Management
Neapolis University
School of Economics, Administration and Computer Science,
Department of Economics and Business
2 Danais Avenue
8042 Paphos
Cyprus
Email: c.papademetriou@nup.ac.cy
Tel: 99329222
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This study aims to explore how sustainability can be integrated into Human Resource
Management (HRM) practises. Through qualitative interviews, we will investigate meth-
ods, challenges, and successes in incorporating sustainability into various HR functions
such as recruitment, training, performance management, and employee engagement.

If you agree to participate in this study:

1. You will take part in an interview lasting approximately [duration, e.g., 45-60 min].

2. Theinterview will involve discussing your professional experiences and perspectives
on incorporating sustainability into HR practises.

3. The session will be recorded (audio and/or video) to ensure the accuracy of the data.

Participation in this study is voluntary. You may choose to withdraw at any time without
any penalty or loss of benefits. You are not obligated to answer any questions you find
uncomfortable.

Your participation will contribute to advancing knowledge on sustainability in HRM, po-
tentially aiding in the development of best practises for organisations aiming to become
more sustainable.

®  Your responses will be kept confidential and used only for research purposes.

e  Personal or company-specific information will be anonymized or removed in pub-
lished findings to ensure privacy.

e  Data will be securely stored and accessed only by the research team.

The information you provide will be used for academic publications, conference presen-
tations, and other scholarly activities. No identifying details about you or your organisa-
tion will be included in the dissemination of findings.

By signing below, I confirm that:

1. Thaveread and understood the information above.

2. Thave had the opportunity to ask questions and receive answers about the study.
3. Ivoluntarily agree to participate in the study.

4. Tunderstand that I can withdraw at any time without providing a reason.

Participant Name (Printed):
Participant Signature:

Date:
Researcher Signature:
Date:
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