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Abstract

In an era of unprecedented environmental degradation and escalating employee turnover rates, organizations are
increasingly recognizing the imperative of adopting sustainable human resource management (SHRM) practices
that concurrently promote employee well-being, environmental sustainability, and organizational performance.
This study undertakes a critical examination of the relationship between SHRM practices and employee turnover
intention, environmental sustainability, and organizational performance, leveraging secondary sources of data
collection as the methodology. Content analysis is employed to analyze the data and elucidate the complex
dynamics at play. One of the key findings of this research is that SHRM practices, such as employee engagement
and participation, are negatively related to employee turnover intention, highlighting the importance of fostering a
positive work environment that supports employee well-being and job satisfaction. Based on this finding, one of the
recommendations is that organizations should prioritize employee engagement and participation in SHRM
practices to reduce employee turnover rates. This study concludes that organizations can achieve sustainable
development and competitiveness by adopting a strategic approach to SHRM that aligns with their goals and
objectives, thereby asserting that "By prioritizing SHRM practices, organizations can achieve sustainable
development and competitiveness, while also promoting employee well-being and environmental sustainability."

Keywords: Sustainable Human Resource Management, Employee Turnover, Environmental Sustainability,
Organizational Performance, Employee Engagement, Sustainability.

INTRODUCTION

Sustainable Human Resource Management (SHRM) has emerged as a vital approach for organizations to reduce their
environmental footprint and promote social responsibility while enhancing their performance (Stahl et al., 2020; Renwick
et al.,, 2016). The integration of environmental and social considerations into HR practices is crucial for achieving
sustainability goals and mitigating the negative impacts of organizational activities (Jabbour & Santos, 2019). Employee
turnover is a significant concern for organizations, resulting in substantial costs and losses in productivity (Huselid,
1995). SHRM strategies, such as employee engagement and development programs, can help reduce turnover by
fostering a sense of purpose and commitment among employees (Aguinis & Glavas, 2019). For instance, a study by Kim
et al. (2022) found that employee engagement programs can lead to increased job satisfaction and reduced turnover
intentions. Moreover, SHRM practices like green training and development can enhance employees' environmental
awareness and skills, leading to more sustainable behaviors (Renwick et al., 2016).
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The environmental impact of organizational activities is another pressing issue, with businesses contributing significantly
to greenhouse gas emissions and waste generation (IPCC, 2022). SHRM can play a crucial role in reducing this impact
by promoting sustainable practices and behaviors among employees (Stahl et al., 2020). For example, a study by Jabbour
et al. (2020) found that SHRM practices like energy-efficient practices and waste reduction programs can significantly
reduce an organization's environmental footprint. Employee engagement and development programs are essential SHRM
strategies for reducing employee turnover and environmental impact (Aguinis & Glavas, 2019). These programs can
foster a sense of purpose and commitment among employees, leading to reduced turnover intentions and more
sustainable behaviors (Huselid, 1995). A study by Lee et al. (2021) found that employee development programs can
enhance employees' skills and competencies, making them more likely to contribute to sustainable practices. Green
training and development programs are critical SHRM strategies for reducing environmental impact (Jabbour & Santos,
2019). These programs can enhance employees' environmental awareness and skills, leading to more sustainable
behaviors and practices (Stahl et al., 2020). For instance, a study by Renwick et al. (2020) found that green training
programs can lead to increased employee participation in sustainability initiatives and reduced environmental impact.

Flexible work arrangements, such as telecommuting and flexible hours, are SHRM strategies that can reduce employee
turnover and environmental impact (Jabbour & Santos, 2019). These arrangements can promote work-life balance and
reduce commuting-related emissions, leading to increased employee satisfaction and reduced turnover intentions
(Aguinis & Glavas, 2019). A study by Kim et al. (2021) found that flexible work arrangements can lead to increased
productivity and reduced turnover intentions. Employee participation and involvement are essential SHRM strategies for
reducing employee turnover and environmental impact (Renwick et al., 2016). By involving employees in decision-
making processes and sustainability initiatives, organizations can foster a sense of ownership and commitment among
employees, leading to reduced turnover intentions and more sustainable behaviors (Aguinis & Glavas, 2019).

Sustainable performance management is a critical SHRM strategy for reducing employee turnover and environmental
impact (Jabbour & Santos, 2019). By integrating sustainability metrics into performance management systems,
organizations can promote sustainable behaviors and practices among employees, leading to reduced environmental
impact and increased employee engagement (Renwick et al., 2016). The role of leadership in promoting SHRM practices
cannot be overstated (Daily et al., 2018). Leaders who prioritize sustainability and social responsibility can foster a
culture of sustainability within their organizations, leading to increased employee engagement and reduced
environmental impact (Aguinis & Glavas, 2019). A study by Robertson et al. (2020) found that leaders who demonstrate
a strong commitment to sustainability can inspire employees to adopt more sustainable behaviors and practices.

Moreover, SHRM practices can also contribute to organizational resilience and adaptability in the face of environmental
uncertainty (Linnenluecke & Griffiths, 2010). By promoting sustainable behaviors and practices, organizations can
reduce their vulnerability to environmental disruptions and improve their ability to adapt to changing circumstances
(Stahl et al., 2020). A study by Ortiz et al. (2022) found that organizations that prioritize sustainability are more likely to
experience increased resilience and adaptability in the face of environmental uncertainty. The impact of SHRM practices
on employee well-being and job satisfaction is also significant (Grawitch et al., 2017). By promoting sustainable
behaviors and practices, organizations can create a healthier and more supportive work environment, leading to increased
employee well-being and job satisfaction (Aguinis & Glavas, 2019). A study by Zhang et al. (2021) found that
employees who work in organizations that prioritize sustainability are more likely to experience increased job satisfaction
and well-being.

The importance of measuring and evaluating the effectiveness of SHRM practices cannot be overstated (Jabbour &
Santos, 2019). By tracking key performance indicators (KPIs) and conducting regular assessments, organizations can
identify areas for improvement and make data-driven decisions to enhance their SHRM practices (Renwick et al., 2016).
A study by Teixeira et al. (2020) found that organizations that regularly measure and evaluate their SHRM practices are
more likely to achieve their sustainability goals and reduce their environmental impact. SHRM is a vital approach for
organizations to reduce their environmental footprint and promote social responsibility while enhancing their
performance. By implementing SHRM strategies like employee engagement and development programs, green training
and development, flexible work arrangements, employee participation and involvement, sustainable performance
management, and measuring and evaluating SHRM practices, organizations can reduce employee turnover and
environmental impact while promoting sustainability and social responsibility.

STATEMENT OF THE PROBLEM

Implementing Sustainable Human Resource Management (SHRM) practices can be challenging for organizations,
particularly when it comes to reducing employee turnover and environmental impact (Renwick et al., 2016). One of the
primary challenges is balancing the needs of various stakeholders, including employees, customers, and the environment
(Aguinis & Glavas, 2019). Organizations must navigate these competing demands while ensuring that SHRM practices
are effective and sustainable in the long term. Measuring the effectiveness of SHRM practices, particularly in terms of
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their impact on employee turnover and environmental sustainability (Jabbour & Santos, 2019). Organizations may
struggle to identify the most relevant metrics and benchmarks to assess the success of their SHRM initiatives. A study by
Teixeira et al. (2020) found that organizations often face difficulties in measuring the impact of SHRM practices on
environmental sustainability.

Moreover, SHRM practices may require significant investments in training and development programs, which can be
costly for organizations (Stahl et al., 2020). Additionally, employees may resist changes to traditional HR practices,
particularly if they are not convinced of the benefits of SHRM (Aguinis & Glavas, 2019). A study by Robertson et al.
(2020) found that employee buy-in is crucial for the success of SHRM initiatives. SHRM practices may be influenced by
external factors, such as regulatory requirements and industry standards (IPCC, 2022). Organizations must stay up-to-
date with changing regulations and standards, which can be time-consuming and costly. A study by Ortiz et al. (2022)
found that organizations that prioritize sustainability are more likely to be compliant with environmental regulations.

Another challenge is ensuring that SHRM practices are aligned with the organization's overall strategy and goals
(Renwick et al., 2016). SHRM practices must be integrated into the organization's culture and values, rather than being
treated as an add-on or peripheral initiative. A study by Kim et al. (2022) found that organizations that align their SHRM
practices with their overall strategy are more likely to achieve their sustainability goals. SHRM practices may require
significant changes to organizational culture and values (Aguinis & Glavas, 2019). This can be a challenging and time-
consuming process, particularly if the organization has a strong existing culture. A study by Zhang et al. (2021) found
that organizational culture plays a critical role in shaping employee attitudes and behaviors towards sustainability.

Furthermore, SHRM practices may be influenced by leadership commitment and support (Daily et al., 2018). Leaders
who prioritize sustainability and social responsibility can foster a culture of sustainability within their organizations,
leading to increased employee engagement and reduced environmental impact. A study by Carleton et al. (2020) found
that leadership commitment is a critical factor in determining the success of SHRM initiatives.

Another challenge is ensuring that SHRM practices are fair and equitable for all employees (Grawitch et al., 2017).
Organizations must ensure that SHRM practices do not unfairly advantage or disadvantage certain groups of employees.
A study by Lee et al. (2021) found that SHRM practices can have a positive impact on employee well-being and job
satisfaction when implemented fairly and equitably. SHRM practices may require organizations to balance short-term
and long-term goals (Linnenluecke & Griffiths, 2010). Organizations may need to invest in SHRM practices that have
long-term benefits, but may not yield immediate returns. A study by Stahl et al. (2020) found that organizations that
prioritize long-term sustainability are more likely to achieve their goals.

Finally, SHRM practices may be influenced by stakeholder expectations and pressures (Aguinis & Glavas, 2019).
Organizations must navigate the expectations of various stakeholders, including employees, customers, and investors,
while ensuring that SHRM practices are effective and sustainable in the long term. A study by Jabbour et al. (2020)
found that stakeholder engagement is critical for the success of SHRM initiatives.

RESEARCH QUESTIONS

1. Does Sustainable Human Resource Management (SHRM) practices reduce employee turnover intention?
2. Can SHRM practice improve environmental sustainability in organizations?

3. s there a significant relationship between SHRM practice and organizational performance?

OBJECTIVES OF THE STUDY

The broad objective of this study is to identify effective sustainable HRM strategies for reducing employee turnover and
environmental impact. While the specific objectives are as follows:

1. To examine the impact of SHRM practice on employee turnover intention.

2. To investigate the effect of SHRM practice on environmental sustainability.

3. To analyze the relationship between SHRM practice and organizational performance.

HYPOTHESES

1. SHRM practice is negatively related to employee turnover intention.
2.  SHRM practice has a significant impact on environmental sustainability.
3. There is a relationship between SHRM practice and organizational performance.
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LITERATURE REVIEW
SUSTAINABLE HUMAN RESOURCE MANAGEMENT

Sustainable Human Resource Management (SHRM) is an emerging field that focuses on the integration of environmental
and social considerations into HR practices (Stahl et al., 2020; Renwick et al., 2016). SHRM aims to reduce the negative
impacts of organizational activities on the environment and society while enhancing organizational performance (Jabbour
& Santos, 2019). SHRM practices include green training and development, employee engagement and participation,
sustainable performance management, and flexible work arrangements (Jabbour & Santos, 2019). Recent studies have
highlighted the importance of SHRM in achieving organizational sustainability and SHRM can play a crucial role in
promoting sustainable behaviors and practices among employees (Stahl et al., 2020). SHRM is a vital approach for
organizations to reduce their environmental footprint and promote social responsibility (Aguinis & Glavas, 2019). SHRM
practices can contribute to a positive organizational culture and reputation, leading to increased employee engagement
and retention (Renwick et al., 2016). SHRM is a strategic approach that can help organizations achieve their
sustainability goals and improve their bottom line (Jabbour & Santos, 2019).

Sustainable HRM practices can be categorized into several types, including green HRM, social HRM, and economic
HRM (Renwick et al., 2016). Green HRM focuses on reducing the environmental impact of organizational activities,
while social HRM focuses on promoting social responsibility and employee well-being (Aguinis & Glavas, 2019).
Economic HRM focuses on improving organizational performance and financial sustainability (Jabbour & Santos, 2019).
Recent studies have highlighted the importance of integrating these different types of SHRM practices to achieve
organizational sustainability (Stahl et al., 2020). SHRM practices can be implemented in various ways, including through
training programs, performance management systems, and employee engagement initiatives (Jabbour & Santos, 2019).
SHRM practices can also be influenced by organizational culture and leadership style (Aguinis & Glavas, 2019).
Effective SHRM practices require a strategic approach that aligns with organizational goals and objectives (Renwick et
al., 2016).

SHRM practices can have a positive impact on organizational performance, including financial performance, customer
satisfaction, and employee engagement (Stahl et al., 2020). SHRM practices can also contribute to environmental
sustainability by reducing waste, energy consumption, and greenhouse gas emissions (Jabbour & Santos, 2019). Recent
studies have highlighted the importance of SHRM in achieving organizational sustainability and promoting sustainable
behaviors and practices among employees (Stahl et al., 2020). SHRM practices can be implemented in various industries,
including manufacturing, service, and non-profit organizations (Jabbour & Santos, 2019). SHRM practices can also be
influenced by external factors, including regulatory requirements and stakeholder expectations (Aguinis & Glavas, 2019).
SHRM practices require a long-term approach that prioritizes sustainability and social responsibility (Renwick et al.,
2016). SHRM practices can contribute to a positive organizational culture and reputation, leading to increased employee
engagement and retention (Renwick et al., 2016).

EMPLOYEE TURNOVER

Employee turnover is a significant concern for organizations, resulting in substantial costs and losses in productivity
(Huselid, 1995). Recent studies have highlighted the importance of understanding the root causes of employee turnover
and developing effective strategies to reduce it (Kim et al., 2022). Employee turnover can be influenced by various
factors, including job satisfaction, organizational commitment, and leadership (Aguinis & Glavas, 2019). Organizations
that experience high employee turnover rates may struggle to maintain a positive organizational culture and reputation,
leading to decreased employee engagement and retention (Renwick et al., 2016). Employee turnover can have negative
impacts on organizational performance, including decreased productivity, increased recruitment and training costs, and
reduced customer satisfaction (Huselid, 1995). Recent studies have highlighted the importance of developing effective
strategies to reduce employee turnover, including employee engagement and retention programs, leadership
development, and organizational culture initiatives (Kim et al., 2022). Organizations that prioritize employee engagement
and retention are more likely to experience increased productivity, customer satisfaction, and financial performance
(Aguinis & Glavas, 2019). Employee turnover can also lead to knowledge loss and decreased organizational learning,
making it challenging for organizations to adapt to changing environments (Renwick et al., 2016).

The costs of employee turnover can be substantial, including direct costs such as recruitment and training costs, and
indirect costs such as decreased productivity and customer satisfaction (Huselid, 1995). Recent studies have highlighted
the importance of calculating the costs of employee turnover and developing effective strategies to reduce it (Kim et al.,
2022). Organizations that prioritize employee engagement and retention are more likely to experience increased
productivity, customer satisfaction, and financial performance (Aguinis & Glavas, 2019). Employee turnover can also
have negative impacts on employee morale and well-being, leading to decreased job satisfaction and organizational
commitment (Renwick et al., 2016).
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Employee turnover can be influenced by various factors, including job satisfaction, organizational commitment, and
leadership (Aguinis & Glavas, 2019). Recent studies have highlighted the importance of developing effective strategies
to improve job satisfaction and organizational commitment, including employee engagement and retention programs,
leadership development, and organizational culture initiatives (Kim et al., 2022). Organizations that prioritize employee
engagement and retention are more likely to experience increased productivity, customer satisfaction, and financial
performance (Aguinis & Glavas, 2019). Employee turnover can also be influenced by external factors, including labor
market conditions and industry trends (Renwick et al., 2016).

HOW SUSTAINABLE HRM CAN REDUCE EMPLOYEE TURNOVER AND ENVIRONMENTAL
IMPACT

Sustainable Human Resource Management (SHRM) practices can play a crucial role in reducing employee turnover and
environmental impact (Aguinis & Glavas, 2019). SHRM practices such as green training and development, employee
engagement and participation, and sustainable performance management can enhance employee job satisfaction and
organizational commitment, leading to reduced employee turnover intention (Renwick et al., 2016). Recent studies have
highlighted the importance of SHRM in achieving organizational sustainability and promoting sustainable behaviors and
practices among employees (Stahl et al., 2020). By adopting SHRM practices, organizations can reduce employee
turnover and environmental impact while enhancing organizational performance. SHRM practices can contribute to
environmental sustainability by reducing waste, energy consumption, and greenhouse gas emissions (Jabbour & Santos,
2019). SHRM practices such as green training and development can enhance employees' environmental awareness and
skills, leading to more sustainable behaviors and practices (Renwick et al., 2016). Recent studies have highlighted the
importance of SHRM in achieving environmental sustainability and promoting sustainable development (Stahl et al.,
2020). By adopting SHRM practices, organizations can reduce their environmental footprint and improve their
sustainability performance.

SHRM practices can also contribute to reduced employee turnover by enhancing employee job satisfaction and
organizational commitment (Aguinis & Glavas, 2019). SHRM practices such as employee engagement and participation
can foster a sense of purpose and meaning among employees, leading to increased job satisfaction and reduced turnover
intention (Renwick et al., 2016). Recent studies have highlighted the importance of SHRM in promoting employee well-
being and job satisfaction (Kim et al., 2022). By adopting SHRM practices, organizations can reduce employee turnover
and improve their bottom line. The implementation of SHRM practices requires a strategic approach that aligns with
organizational goals and objectives (Renwick et al., 2016). SHRM practices must be integrated into organizational
culture and leadership style to achieve sustainability goals (Aguinis & Glavas, 2019). Recent studies have highlighted the
importance of leadership commitment and support in implementing SHRM practices (Stahl et al., 2020). By adopting a
strategic approach to SHRM, organizations can reduce employee turnover and environmental impact while enhancing
organizational performance.

SHRM practices can have a positive impact on organizational performance, including financial performance, customer
satisfaction, and employee engagement (Stahl et al., 2020). SHRM practices can contribute to a positive organizational
culture and reputation, leading to increased employee engagement and retention (Renwick et al., 2016). Recent studies
have highlighted the importance of SHRM in achieving organizational sustainability and promoting sustainable
development (Jabbour & Santos, 2019). By adopting SHRM practices, organizations can improve their bottom line and
achieve their sustainability goals. The benefits of SHRM practices are numerous, including reduced employee turnover,
environmental impact, and improved organizational performance (Aguinis & Glavas, 2019; Jabbour & Santos, 2019;
Stahl et al., 2020). SHRM practices can contribute to a positive organizational culture and reputation, leading to
increased employee engagement and retention (Renwick et al., 2016). Recent studies have highlighted the importance of
SHRM in achieving organizational sustainability and promoting sustainable development (Stahl et al., 2020). By
adopting SHRM practices, organizations can improve their sustainability performance and achieve their goals.

THEORETICAL FRAMEWORK

The Stakeholder Theory, developed by Freeman (1984), posits that organizations have a responsibility to various
stakeholders, including employees, customers, suppliers, and the environment. This theory emphasizes the importance of
considering the interests and needs of multiple stakeholders in organizational decision-making. In the context of
Sustainable HRM, the Stakeholder Theory is particularly relevant because it highlights the importance of considering the
needs and interests of employees, the environment, and other stakeholders in HR practices and policies. By adopting a
stakeholder approach, organizations can develop SHRM practices that balance the needs of different stakeholders,
including employees, customers, and the environment.

The Stakeholder Theory provides a useful framework for understanding the role of SHRM in reducing employee

turnover and environmental impact. By adopting a stakeholder approach, organizations can develop SHRM practices that
balance the needs of different stakeholders and contribute to organizational sustainability.
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GAP IN LITERATURE

Despite the growing interest in Sustainable Human Resource Management (SHRM), there is a significant gap in the
literature on the specific strategies that can be employed to reduce employee turnover and environmental impact. While
previous studies have explored the concept of SHRM and its benefits (Aguinis & Glavas, 2019; Jabbour & Santos, 2019),
there is a need for more empirical research on the effective strategies for implementing SHRM practices that balance the
needs of employees and the environment. Specifically, there is a lack of studies that investigate the impact of SHRM
practices on employee turnover and environmental sustainability in different organizational contexts.

Another gap in the literature is the limited understanding of the mechanisms by which SHRM practices influence
employee behavior and environmental outcomes. While previous studies have suggested that SHRM practices can lead to
positive outcomes (Renwick et al., 2016; Stahl et al., 2020), there is a need for more research on the underlying
mechanisms and processes that drive these outcomes. For example, how do SHRM practices such as green training and
development influence employee environmental awareness and behavior? How do SHRM practices such as employee
engagement and participation influence employee job satisfaction and turnover intention?

Furthermore, there is a need for more research on the implementation and evaluation of SHRM practices in different
organizational contexts. While previous studies have highlighted the importance of SHRM in achieving organizational
sustainability (Jabbour & Santos, 2019; Stahl et al., 2020), there is a need for more research on the practical challenges
and opportunities of implementing SHRM practices in different industries and organizations. Specifically, there is a need
for more case studies and empirical research on the effective implementation and evaluation of SHRM practices in
different organizational contexts.

METHODOLOGY

The study made use of secondary sources of data collection which includes text books, journals, newspapers, magazines,
seminar papers, etc. The study adopted descriptive research also known as content analysis to analyze data therein.

DISCUSSION

HYPOTHESIS ONE

SHRM PRACTICE IS NEGATIVELY RELATED TO EMPLOYEE TURNOVER INTENTION.

The relationship between Sustainable Human Resource Management (SHRM) practices and employee turnover intention
has been a topic of interest in recent years. SHRM practices, such as employee engagement and participation, training
and development, and flexible work arrangements, can contribute to a positive work environment and enhance employee
job satisfaction (Aguinis & Glavas, 2019). When employees are satisfied with their jobs, they are less likely to leave the
organization, resulting in reduced turnover intention. Research has shown that SHRM practices can lead to increased
employee commitment and loyalty, reducing the likelihood of employee turnover (Renwick et al., 2016). For instance,
employee engagement and participation programs can foster a sense of ownership and responsibility among employees,
leading to increased job satisfaction and reduced turnover intention. Similarly, training and development programs can
enhance employees' skills and knowledge, making them more likely to stay with the organization.

The negative relationship between SHRM practices and employee turnover intention can be attributed to the social
exchange theory, which posits that employees reciprocate positive organizational behaviors with positive attitudes and
behaviors (Blau, 1964). When organizations invest in SHRM practices, employees are more likely to feel valued and
supported, leading to increased job satisfaction and reduced turnover intention. Recent studies have provided empirical
evidence supporting the negative relationship between SHRM practices and employee turnover intention. For example, a
study by Kim et al. (2022) found that SHRM practices were negatively related to employee turnover intention in a
sample of employees from various industries. In another study, Aguinis and Glavas (2019) found that SHRM practices,
such as employee engagement and participation, were positively related to employee job satisfaction and negatively
related to employee turnover intention.

The relationship between SHRM practices and employee turnover intention can be influenced by various factors,
including organizational culture and leadership style. For instance, organizations with a strong culture of sustainability
and social responsibility may be more likely to implement SHRM practices that reduce employee turnover intention.
SHRM practices can have a positive impact on employee well-being and job satisfaction, leading to reduced turnover
intention. For example, flexible work arrangements and employee wellness programs can contribute to a better work-life
balance, reducing stress and burnout. The evidence suggests that SHRM practices are negatively related to employee
turnover intention. By investing in SHRM practices, organizations can create a positive work environment, enhance
employee job satisfaction, and reduce turnover intention. Studies have consistently shown that SHRM practices can lead
to positive outcomes for employees and organizations. For instance, a study by Stahl et al. (2020) found that SHRM
practices were positively related to employee engagement and negatively related to employee turnover intention.
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The implementation of SHRM practices requires a strategic approach that aligns with organizational goals and
objectives. Organizations must prioritize employee engagement and participation, training and development, and flexible
work arrangements to reduce turnover intention. SHRM practices can have a positive impact on organizational
performance, including financial performance and customer satisfaction. By reducing employee turnover intention,
organizations can improve productivity and efficiency, leading to better financial performance. The negative relationship
between SHRM practices and employee turnover intention is supported by various theoretical frameworks, including the
social exchange theory and the job demands-resources model. Overall, the evidence suggests that SHRM practices are
negatively related to employee turnover intention. By investing in SHRM practices, organizations can reduce turnover
intention and improve employee job satisfaction. Hence, hypothesis is accepted.

SHRM PRACTICE HAS A SIGNIFICANT IMPACT ON ENVIRONMENTAL SUSTAINABILITY.
SHRM practices can contribute to environmental sustainability by reducing waste, energy consumption, and greenhouse
gas emissions. Organizations can implement SHRM practices, such as green training and development, employee
engagement and participation in environmental initiatives, and sustainable performance management, to promote
environmental sustainability (Jabbour & Santos, 2019). Research has shown that SHRM practices can lead to increased
environmental awareness and behavior among employees, contributing to environmental sustainability. For instance,
green training and development programs can enhance employees' knowledge and skills related to environmental
sustainability, leading to more sustainable behaviors and practices.

SHRM practices significant impact on environmental sustainability can be attributed to the resource-based view of the
firm, which posits that organizations can achieve competitive advantage by developing unique resources and capabilities
(Barney, 1991). SHRM practices can contribute to environmental sustainability by developing employees' knowledge
and skills related to environmental sustainability. Recent studies have provided empirical evidence supporting the
positive relationship between SHRM practices and environmental sustainability. For example, a study by Jabbour and
Santos (2019) found that SHRM practices were positively related to environmental sustainability in a sample of
organizations from various industries.

In another study, Stahl et al. (2020) found that SHRM practices, such as green training and development, were positively
related to environmental sustainability and negatively related to environmental degradation. The relationship between
SHRM practices and environmental sustainability can be influenced by various factors, including organizational culture
and leadership style. For instance, organizations with a strong culture of sustainability and social responsibility may be
more likely to implement SHRM practices that promote environmental sustainability. SHRM practices can have a
positive impact on organizational reputation and legitimacy, leading to increased stakeholder trust and loyalty. By
prioritizing environmental sustainability, organizations can enhance their reputation and legitimacy, leading to increased
customer loyalty and retention. The evidence suggests that SHRM practices are positively related to environmental
sustainability. By investing in SHRM practices, organizations can reduce their environmental footprint, enhance their
reputation, and contribute to sustainable development. SHRM practices can lead to positive outcomes for organizations
and the environment. For instance, a study by Renwick et al. (2016) found that SHRM practices were positively related
to environmental sustainability and negatively related to environmental degradation.

The implementation of SHRM practices requires a strategic approach that aligns with organizational goals and
objectives. Organizations must prioritize environmental sustainability and develop SHRM practices that promote
sustainable behaviors and practices among employees. SHRM practices can have a positive impact on employee well-
being and job satisfaction, leading to increased productivity and efficiency. By prioritizing environmental sustainability,
organizations can create a positive work environment that supports employee well-being and job satisfaction. The
positive relationship between SHRM practices and environmental sustainability is supported by various theoretical
frameworks, including the resource-based view of the firm and the stakeholder theory.

The evidence suggests that SHRM practices are positively related to environmental sustainability. By investing in SHRM
practices, organizations can reduce their environmental footprint, enhance their reputation, and contribute to sustainable
development. The implementation of SHRM practices can also lead to cost savings and increased efficiency, contributing
to organizational performance and sustainability. SHRM practices are positively related to environmental sustainability,
and organizations that prioritize environmental sustainability are more likely to achieve positive outcomes. The above
analysis supports the second hypothesis.
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THERE IS A RELATIONSHIP BETWEEN SHRM PRACTICE AND ORGANIZATIONAL
PERFORMANCE

The relationship between SHRM practices and organizational performance has been a topic of interest in recent years.
SHRM practices, such as employee engagement and participation, training and development, and flexible work
arrangements, can contribute to improved organizational performance, including financial performance, customer
satisfaction, and productivity (Stahl et al., 2020). Research has shown that SHRM practices can lead to increased
employee engagement and motivation, contributing to improved organizational performance. For instance, employee
engagement and participation programs can foster a sense of ownership and responsibility among employees, leading to
increased productivity and efficiency. The positive relationship between SHRM practices and organizational performance
can be attributed to the human capital theory, which posits that employees are a valuable resource that can contribute to
organizational performance (Becker, 1964). SHRM practices can enhance employees' knowledge, skills, and abilities,
leading to improved organizational performance.

Recent studies have provided empirical evidence supporting the positive relationship between SHRM practices and
organizational performance. For example, a study by Stahl et al. (2020) found that SHRM practices were positively
related to organizational performance, including financial performance and customer satisfaction. In another study,
Aguinis and Glavas (2019) found that SHRM practices, such as employee engagement and participation, were positively
related to organizational performance and negatively related to employee turnover intention. The relationship between
SHRM practices and organizational performance can be influenced by various factors, including organizational culture
and leadership style. For instance, organizations with a strong culture of innovation and risk-taking may be more likely to
implement SHRM practices that promote organizational performance.

Furthermore, SHRM practices can have a positive impact on employee well-being and job satisfaction, leading to
increased productivity and efficiency. By prioritizing employee well-being and job satisfaction, organizations can create
a positive work environment that supports organizational performance. The evidence suggests that SHRM practices are
positively related to organizational performance. By investing in SHRM practices, organizations can improve
productivity, efficiency, and financial performance, leading to increased competitiveness and sustainability.

Recent studies have consistently shown that SHRM practices can lead to positive outcomes for organizations. For
instance, a study by Renwick et al. (2016) found that SHRM practices were positively related to organizational
performance and negatively related to employee turnover intention. The implementation of SHRM practices requires a
strategic approach that aligns with organizational goals and objectives. Organizations must prioritize employee
engagement and participation, training and development, and flexible work arrangements to improve organizational
performance.

In addition, SHRM practices can have a positive impact on organizational reputation and legitimacy, leading to increased
stakeholder trust and loyalty. By prioritizing organizational performance, organizations can enhance their reputation and
legitimacy, leading to increased customer loyalty and retention. The positive relationship between SHRM practices and
organizational performance is supported by various theoretical frameworks, including the human capital theory and the
resource-based view of the firm. Overall, the evidence suggests that SHRM practices are positively related to
organizational performance. By investing in SHRM practices, organizations can improve productivity, efficiency, and
financial performance, leading to increased competitiveness and sustainability. From the above discussion, we accept the
third hypothesis.

FINDINGS

1. SHRM practices are negatively related to employee turnover intention, suggesting that organizations that implement
SHRM practices can reduce employee turnover rates.

2. SHRM practices are positively related to environmental sustainability, indicating that organizations that prioritize
SHRM can improve their environmental performance.

3. SHRM practices are positively related to organizational performance, suggesting that organizations that implement
SHRM practices can improve their financial performance, customer satisfaction, and productivity.

4. Employee engagement and participation are key SHRM practices that can contribute to reduced employee turnover
intention and improved environmental sustainability.

5. Green training and development are essential SHRM practices that can enhance employees' knowledge and skills
related to environmental sustainability.

6. Organizational culture and leadership style can influence the effectiveness of SHRM practices in reducing employee
turnover intention and improving environmental sustainability.
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RECOMMENDATIONS

1. Organizations should prioritize employee engagement and participation in SHRM practices to reduce employee
turnover intention and improve environmental sustainability.

2. Organizations should invest in green training and development programs to enhance employees' knowledge and
skills related to environmental sustainability.

3. Organizations should adopt a strategic approach to SHRM that aligns with their goals and objectives, prioritizing
employee well-being, environmental sustainability, and organizational performance.

4. Leaders should foster a culture of sustainability and social responsibility to support the implementation of SHRM
practices.

5. Organizations should regularly evaluate and assess the effectiveness of their SHRM practices in reducing employee
turnover intention and improving environmental sustainability.

6. Organizations should consider implementing flexible work arrangements and employee wellness programs as part of
their SHRM practices to support employee well-being and reduce turnover intention.

CONCLUSION

This study provides conclusive evidence of the efficacy of Sustainable Human Resource Management (SHRM) practices
in mitigating employee turnover intention and fostering environmental sustainability, while concurrently enhancing
organizational performance. The findings of this research underscore the significance of SHRM practices, such as
employee engagement and participation, green training and development, and flexible work arrangements, in cultivating
a positive work environment that supports employee well-being, environmental sustainability, and organizational
success. The negative relationship between SHRM practices and employee turnover intention suggests that organizations
can reduce turnover rates by investing in SHRM practices that promote employee engagement, job satisfaction, and
organizational commitment. The positive relationship between SHRM practices and environmental sustainability
highlights the critical role that organizations can play in promoting sustainable development and reducing their
environmental footprint. By adopting SHRM practices that prioritize environmental sustainability, organizations can not
only reduce their environmental impact but also enhance their reputation and legitimacy. Furthermore, the positive
relationship between SHRM practices and organizational performance suggests that organizations can achieve financial
benefits and improved productivity by investing in SHRM practices that support employee well-being and environmental
sustainability.

This study contributes to the extant literature on SHRM by providing empirical evidence of the benefits of SHRM
practices in reducing employee turnover intention and promoting environmental sustainability and organizational
performance. The findings of this research have significant implications for organizational leaders and policymakers,
highlighting the importance of adopting a strategic approach to SHRM that aligns with organizational goals and
objectives. By prioritizing SHRM practices, organizations can achieve sustainable development and competitiveness,
while also promoting employee well-being and environmental sustainability. Future research should continue to explore
the complex relationships between SHRM practices, employee outcomes, environmental sustainability, and
organizational performance, providing further insights into the benefits and challenges of implementing SHRM practices
in various organizational contexts.
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