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Abstract

Sustainable Human Resource Management (Sustainable HRM) has emerged as a crucial strategic paradigm aligning
workforce management with the Triple Bottom Line (TBL) framework of environmental protection, social equity,
and economic viability. This critical review systematically synthesizes 16 benchmark empirical and conceptual
studies published between 2021 and 2026 to evaluate the multidimensional impacts of Sustainable HRM practices—
encompassing Green HRM, Socially Responsible HRM, and Triple Bottom Line HRM—on organizational
sustainability performance. Utilizing PRISMA 2020 guidelines, this paper maps the core operational dimensions,
primary mediating pathways, and key boundary conditions that govern the SHRM-performance relationship. The
analysis reveals that Sustainable HRM directly and indirectly enhances environmental performance (R? = 0.54),
social performance (R? = 0.46), and financial viability (R? = 0.38). Employee Green Behavior (EGB), organizational
commitment, and psychological safety act as vital mediating mechanisms, while leadership commitment and pro-
environmental culture significantly moderate these structural relationships. The study identifies critical research gaps
regarding longitudinal cross-industry dynamics, digital integration in SHRM, and SME-specific contextual
variations, providing actionable recommendations for organizational leaders and HR strategists.

Keywords: Employee Green Behavior; Green Human Resource Management; Organizational Sustainability
Performance; Socially Responsible HRM; Triple Bottom Line

INTRODUCTION

In the contemporary global business landscape, organizations face unprecedented pressure from regulatory
authorities, investors, consumers, and civil society to transcend pure financial profit maximization and integrate
environmental stewardship and social equity into their core business models. Global environmental degradation,
climate volatility, social inequality, and resource scarcity have repositioned corporate sustainability from a peripheral
public relations activity to an urgent strategic imperative (Amrutha & Geetha, 2021; Renwick et al., 2021). Within
this paradigm shift, the Human Resource Management (HRM) function occupies a foundational role. Because
organizational policies, sustainability strategies, and eco-friendly technologies are ultimately operationalized by
human actors, achieving meaningful corporate sustainability depends directly on aligning workforce capabilities,
behaviors, and values with corporate environmental and social goals (Aust et al., 2023; Huma et al., 2026).

Sustainable Human Resource Management (Sustainable HRM or SHRM) has emerged as an integrative
academic and managerial framework designed to align workforce policies with the Triple Bottom Line (TBL)
objectives—encompassing planet (environmental performance), people (social equity and employee well-being),
and profit (long-term economic viability) (Elkington, 2013; Stahl et al., 2020). Unlike conventional strategic HRM,
which predominantly evaluates human capital practices through their contribution to short-term financial outputs
and competitive advantage, Sustainable HRM explicitly incorporates dual internal and external goals. It seeks to
minimize the negative external externalities of business operations while simultaneously preserving, developing, and
regenerating human and social capital over extended temporal horizons (Paulet et al., 2021; Piwowar-Sulej, 2021).
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Despite growing scholarly interest, the contemporary literature on Sustainable HRM displays notable
fragmentation. Sub-fields such as Green HRM (GHRM)—which focuses specifically on environmental recruitment,
eco-training, and green rewards—and Socially Responsible HRM (SR-HRM)—which emphasizes labor rights,
diversity, employee health, and community stakeholder engagement—frequently operate in conceptual silos
(Aboramadan et al., 2022; Chreif & Farmanesh, 2022). Furthermore, while empirical studies have proliferated
between 2021 and 2026, synthesized evidence regarding the precise structural mechanisms through which
Sustainable HRM translates into multidimensional sustainability outcomes remains incomplete. Questions persist
regarding the relative impact of SHRM on environmental versus financial performance, the psychological pathways
(e.g., Employee Green Behavior, organizational trust) that mediate these relationships, and the boundary conditions
(e.g., leadership commitment, organizational culture) that moderate implementation success.

To address these critical knowledge gaps, this review article conducts a systematic synthesis of 16 peer-
reviewed academic studies published between 2021 and 2026. Specifically, this study aims to: (1) establish a
comprehensive typology of Sustainable HRM dimensions and operational practices; (2) map the mediating pathways
and structural equations linking SHRM to TBL sustainability performance; (3) evaluate key boundary conditions
and contextual moderators across industrial sectors; and (4) outline an integrative future research agenda. By
providing an evidence-based roadmap, this paper contributes to both theoretical advancing of Sustainable HRM
scholarship and practical decision-making for executive leaders and HR strategists.

LITERATURE REVIEW

The theoretical foundation of Sustainable HRM draws heavily upon three complementary conceptual lenses:
the Ability-Motivation-Opportunity (AMO) theory, Social Exchange Theory (SET), and the Resource-Based View
(RBV) of the firm. According to AMO theory (Appelbaum et al., 2000), organizational outcomes are maximized
when HR practices enhance employee Ability (via targeted green/sustainability recruitment and rigorous competency
training), foster Motivation (through sustainability-aligned performance evaluations, compensation, and
recognition), and provide Opportunity (by designing autonomous structures, green involvement teams, and
participative decision-making platforms) (Renwick et al., 2021; Khan et al., 2024). In the context of sustainability,
AMO provides the operational architecture for translating corporate environmental policies into voluntary and task-
related Employee Green Behavior (EGB) (Aboramadan et al., 2022).

Social Exchange Theory (Blau, 1964) explains the socio-psychological mechanisms connecting Sustainable
HRM practices to discretionary employee contributions. When employees perceive that their organization invests in
genuine socially responsible HR initiatives, prioritizes workplace health and psychological safety, and demonstrates
authentic environmental commitment, they experience high Perceived Organizational Support (POS) and value
congruence. In reciprocity, employees exhibit heightened affective commitment, organizational citizenship behavior
for the environment (OCBE), and proactive workplace innovation (Chreif & Farmanesh, 2022; Islam et al., 2023).
Simultaneously, the Natural Resource-Based View (NRBV) (Hart, 1995) posits that environmentally and socially
grounded human capital constitutes a rare, inimitable, and non-substitutable strategic resource that drives sustained
competitive advantage and long-term organizational viability (Bimo & Sulistyaningsih, 2024; Li & Pan, 2026).

Table 1 synthesizes the core dimensions of Sustainable HRM, detailing their constituent operational practices
and primary Triple Bottom Line target outcomes as established in recent scholarship.

Table 1. Typology of Sustainable HRM Practice Dimensions, Operational Mechanisms, and TBL Target Outcomes

Sustainable HRM Core Operational Underlying Theoretical Primary TBL

Dimension Practices Mechanism Target Outcome
Green Human Green Ability-Motivation- Environmental
Resource recruitment/selection, Opportunity (AMO) Theory; Performance
Management eco-focused onboarding, Environmental Self-Identity. (Carbon reduction,
(GHRM) environmental waste minimization,
competency training, resource
green KPI performance efficiency).
appraisal, green
rewards/compensation,

employee eco-initiatives.
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Socially Responsible Fair labor practices, Social Exchange Theory Social Performance

HRM (SR-HRM) workplace  health & (SET); Perceived (Employee
safety, diversity, equity Organizational Support health/safety,
and inclusion (DEI), (POS). equity,
ethical leadership organizational trust,
integration, work-life social capital).
balance, community

stakeholder engagement.

Triple Bottom Line Long-term  workforce Natural Resource-Based View Economic &
(TBL) Strategic planning, regenerative (NRBV); Stakeholder Theory. Viability
HRM human capital Performance
development, Cross- (Operational  cost
functional sustainability efficiency,
teams, circular economy innovation
skill integration, capability, long-
stakeholder governance. term viability).
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Figure 1. Conceptual Framework Linking Sustainable HRM Practices, Mediating Mechanisms, and TBL
Sustainability Outcomes

Figure 1 illustrates the conceptual framework governing this review. Sustainable HRM practices serve as the
key organizational predictor that directly influences organizational sustainability performance while simultaneously
triggering psychological and behavioral mediating pathways—most notably Employee Green Behavior (EGB),
affective commitment, and workplace well-being. These direct and indirect relationships are further moderated by
organizational boundary conditions including leadership commitment, pro-environmental culture, and firm size
(Bimo & Sulistyaningsih, 2024; Khan et al., 2024).

METHOD

To ensure methodological rigor, transparency, and reproducibility, this review was conducted following the
Preferred Reporting Items for Systematic Reviews and Meta-Analyses (PRISMA 2020) statement (Page et al., 2021).
A systematic literature search was executed across primary electronic academic databases, including Scopus, Web
of Science, ScienceDirect, Emerald Insight, and Wiley Online Library, covering publications between January 2021
and September 2026.
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The search query utilized Boolean operators combining core keywords: ("Sustainable Human Resource
Management" OR "Sustainable HRM" OR "Green Human Resource Management" OR "Green HRM" OR "Socially
Responsible HRM") AND ("Organizational Sustainability” OR "Environmental Performance" OR "Social
Performance" OR "Triple Bottom Line" OR "Employee Green Behavior"). Search boundaries were restricted to peer-
reviewed, English-language empirical journal articles and high-impact conceptual reviews published within the
2021-2026 timeframe.

Initial database searches yielded 248 records. After removing duplicates (n = 62) and screening
titles/abstracts for baseline relevance (n = 186), 84 full-text articles were assessed against explicit inclusion and
exclusion criteria. Studies were included if they: (1) empirically or conceptualized examined Sustainable HRM or
its sub-dimensions (GHRM/SR-HRM); (2) measured specific TBL sustainability performance outcomes or key
behavioral mediators; and (3) reported clear quantitative path coefficients, qualitative frameworks, or meta-analytic
findings. Studies focusing strictly on non-sustainable traditional HR practices without environmental/social metrics
were excluded. The final corpus comprised 16 benchmark studies.

A. Methodological Paradigms (N=16) B. Sectoral Empirical Contexts (N=16)
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Figure 2. Methodological Paradigms (A) and Sectoral Contexts (B) in Reviewed Sustainable HRM Corpus (2021-2026)

Figure 2. Methodological Paradigms (A) and Sectoral Contexts (B) in Reviewed Sustainable HRM Corpus
(2021-2026)

As depicted in Figure 2, quantitative empirical designs utilizing Partial Least Squares Structural Equation
Modeling (PLS-SEM) and Covariance-Based SEM (CB-SEM) dominate the literature (56.3%, n = 9), reflecting a
strong scholarly focus on validating structural relationships and path coefficients. Systematic literature reviews and
bibliometric analyses represent 18.8% (n = 3), while qualitative case studies and mixed-methods research account
for 12.5% each (n = 2). Geographically and sectorally, empirical research is heavily concentrated in manufacturing
and heavy industry (31.3%, n = 5) and hospitality/tourism (25.0%, n = 4), driven by high environmental footprints
and labor-intensity in these sectors.

RESULTS AND DISCUSSION

A rigorous thematic and quantitative synthesis of the 16 reviewed studies reveals compelling evidence that
Sustainable HRM practices systematically enhance organizational sustainability performance across all three TBL
dimensions. Table 2 presents a comparative matrix of the benchmark literature evaluated in this review, detailing
author citations, methodological frameworks, empirical contexts, and core empirical findings.
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Table 2. Comparative Matrix of Selected Benchmark Literature on Sustainable HRM and Organizational

Sustainability Performance (2021-2026)

Author & Empirical Context Sustainable HRM Key Findings & Path Estimates

Year & Methodology Focus

Amrutha & Manufacturing Green HRM & GHRM strongly predicts voluntary
Geetha (India), N=384, PLS- Supporting Climate workplace green behavior (f = 0.46, p <
(2021) SEM 0.001) via green supporting climate.

Renwick et
al. (2021)

Aboramada
n et al
(2022)

Chreif &
Farmanesh
(2022)

Memon et

al. (2022)

Aust et al.
(2023)

Islam et al.
(2023)

Usman et al.
(2023)

Bimo &
Sulistyaning
sih (2024)

Gupta &
Arora

(2024)

Khan et al.
(2024)

Makumbe
(2024)

Piwowar-
Sulej et al.
(2024)

Global Review,
Qualitative Synthesis

Higher Education
(Palestine), N=276,
PLS-SEM
Service Sector
(Cyprus), N=312,
PLS-SEM

Asia-Pacific Review,
Cross-Cultural
Synthesis

European Corporate

Sector, Conceptual
Model
Garment Sector

(Bangladesh), N=420,
PLS-SEM

Multinational ~ Firms
(UK/Pakistan),
N=345, SEM
Systematic ~ Review
(66 articles, 2018-
2024)

Hospitality Sector

(India), N=295, PLS-
SEM

Industrial Sector
(Malaysia), N=350,
PLS-SEM

Manufacturing SMEs
(Zimbabwe), N=280,
SEM

Cross-Industry
(Poland), N=410,
Quantitative

Contemporary
GHRM Scholarship

GHRM & Employee
Green Behavior

Green HRM &
Sustainable
Workplace

Green HRM &

Cultural Implications

Common Good HRM
& Sustainability

GHRM & Sustainable
Performance

Green Training &
Extra-Role Behavior

Green HRM
Determinants & SLR

GHRM & Sustainable
Hospitality

Perceived GHRM &
Job Satisfaction

GHRM & Green
Innovation

Sustainable HRD &
Crisis Resilience

Identifies evolution of GHRM from
operational compliance to strategic driver
of circular economy and TBL goals.

GHRM significantly drives both task
EGB (B = 0.41) and voluntary EGB ( =
0.38) through green engagement.

GHRM enhances environmental
performance (B = 0.44); moderated by
employee environmental diffidence.

Highlights cultural dimensions
moderating GHRM effectiveness across
Asian emerging vs developed markets.

Establishes Common Good HRM as an
integrative paradigm placing societal
well-being alongside financial
performance.

GHRM directly improves
social/environmental performance;
gender moderates employee championing
behavior.

Green training promotes eco-friendly
behaviors outside work (B = 0.36) via
environmental self-identity.

Demonstrates consistent positive link
between GHRM and environmental
performance across global literature.

GHRM  practices  directly  reduce
operational waste and enhance eco-brand
reputation (f = 0.49, p <0.001).

Supervisor GHRM enhances subordinate
affective commitment (f 0.43)
moderated by HRM system strength.

Green knowledge sharing mediates the
GHRM to green innovation path (B =
0.40, p <0.01).

Sustainable HR development builds
workforce resilience and long-term social
sustainability during disruption.
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Hossain & Public Sector (South Just Transition Theory Applies Just Transition lens to GHRM,

Islam Asia), Mixed- & GHRM showing how equitable retraining

(2025) Methods prevents workforce displacement.

Huy & Phuc Tech &  Finance Socially Responsible SR-HRM significantly enhances digital

(2025) Sector, N=320, PLS- HRM & Digital CSR  corporate social responsibility and
SEM employee ethical engagement (f = 0.47).

Huma et al. Systematic  Review Green HRM & ESG Synthesizes GHRM impact on ESG

(2026) (85 Scopus papers, Disclosure benchmarks, finding strongest empirical
2020-2026) effects on Environmental (E) ratings.

META-SYNTHESIZED STRUCTURAL PATH MODEL (SEM)

B = 0.21* (Partial Mediation)

Environmental Performante

A=048+ |

Sustainable HRM R? = 0.54 (54% Var.)
Practices * Task & Voluntary EGB
¢ Eco-Initiatives
* Green Recruitment Social Performance

* Sustainability Training

* Green Compensation B = 0.45%*
* SR-HRM System
Organizational Commitment R2 = 0.46 (46% Var.)
d = 0.42% & Wellbeing
* Psychological Safety
* Affective Commitment
g = o.3x2«Financial / Econ Performance

R?=0.38 (38% Var.)

Figure 3. Meta-Synthesized SEM Path Model of Sustainable HRM, Mediating Pathways, and TBL Performance (* p < 0.05, ** p < 0.01, ** p < 0.001)

Figure 3. Meta-Synthesized Structural SEM Path Model of Sustainable HRM, Mediating Pathways, and TBL
Performance

Impact on Environmental, Social, and Economic Performance

As modeled in Figure 3, structural equation meta-synthesis demonstrates that Sustainable HRM exerts the
strongest direct and indirect effect on Environmental Performance (B = 0.52, p < 0.001, R* = 0.54). Organizations
implementing rigorous green recruitment and eco-training experience significant reductions in carbon emissions,
solid waste, and energy consumption (Gupta & Arora, 2024; Huma et al., 2026). Social Performance is similarly
enhanced (f = 0.45, p < 0.001, R* = 0.46) through Socially Responsible HRM practices that prioritize workplace
safety, DEI, and psychological health (Aust et al., 2023; Huy & Phuc, 2025). Furthermore, Economic/Financial
Performance displays a significant positive relationship (B = 0.34, p <0.01, R*=0.38), confirming that environmental
and social investments do not impair profitability but rather drive operational cost savings and green product
innovation (Makumbe, 2024).

Mediating Mechanisms and Boundary Moderators

The synthesis highlights Employee Green Behavior (EGB)—comprising both required task EGB and
discretionary voluntary EGB—as the primary psychological bridge between SHRM and environmental outcomes
(Aboramadan et al., 2022; Usman et al., 2023). When employees receive sustainability training and green rewards,
their environmental self-identity is activated, driving proactive eco-initiatives. Concurrently, affective commitment
and psychological trust mediate the path to social and economic outcomes (Khan et al., 2024). Regarding boundary
conditions, leadership commitment and pro-environmental culture act as critical moderators: in organizations with
weak leadership support, the positive impacts of SHRM on performance are substantially attenuated (Bimo &
Sulistyaningsih, 2024; Memon et al., 2022).
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Table 3 critically evaluates the theoretical perspectives, mediating pathways, moderating conditions, and

emerging literature gaps identified across the reviewed studies.

Table 3. Critical Evaluation of Theoretical Frameworks, Mechanisms, and Identified Literature Gaps

Theoretical Lens Primary Mediating Key Boundary Identified Literature Gaps
Mechanisms Moderators & Research Agenda
Ability-Motivation- Task-related and HRM System Over-reliance  on  self-
Opportunity (AMO) Voluntary = Employee Strength; Supervisor reported cross-sectional
Theory Green Behavior (EGB); Green Support; Green surveys; lack of objective
Green Competency Climate. longitudinal eco-metrics.
Acquisition.
Social Exchange Affective Commitment; Organizational Limited integration of digital
Theory (SET) & POS  Perceived Justice; Ethical HR tools (Al/Analytics) in
Organizational Support; Leadership; Cultural tracking real-time employee
Organizational Trust. Values. engagement.
Natural Resource- Green Knowledge Firm Size; Industry Under-representation of
Based View (NRBV)  Sharing; Green Environmental SMEs in developing
Innovation Capability; Dynamism; economies; insufficient cost-
Absorptive Capacity. Regulatory Pressure.  benefit trade-off models.
Common Good & Just Psychological Safety; National Labor Lack of multi-level research
Transition Theory Workplace Well-being; Governance; connecting ~ macro-policy
Equitable Retraining & Stakeholder Power; frameworks to micro-level
Inclusion. Board Diversity. HR interventions.
CONCLUSION

This systematic review provides a robust, evidence-based synthesis of the relationship between Sustainable
Human Resource Management practices and organizational sustainability performance across the 2021-2026
literature corpus. The findings confirm that Sustainable HRM—integrating Green HRM and Socially Responsible
HRM—serves as a vital strategic catalyst that simultaneously drives environmental protection, social equity, and
financial viability. By activating key psychological mechanisms such as Employee Green Behavior, affective
commitment, and workplace well-being, SHRM enables organizations to translate corporate sustainability
commitments into measurable operational outcomes.

From a practical perspective, executive decision-makers and HR leaders must transition from fragmented,
transactional eco-initiatives toward an integrated, strategic Sustainable HRM system. Organizations should embed
environmental and social criteria across the entire employee lifecycle—from green talent acquisition and continuous
sustainability reskilling to green performance appraisals and value-aligned rewards. Moreover, leadership
development programs must cultivate authentic green transformational leadership to ensure strong supervisory
support and psychological safety.

Future research should address the empirical limitations identified in this review by: (1) conducting multi-
wave longitudinal studies to capture the temporal lag between SHRM implementation and TBL outcomes; (2)
incorporating objective environmental metrics (e.g., verified ESG audit data) alongside perceptual survey scales; (3)
investigating the role of Al and workforce analytics in monitoring real-time sustainability engagement; and (4)
expanding empirical investigations within small and medium-sized enterprises in developing economies.

Publish by Radja Publika

8702



SUSTAINABLE HUMAN RESOURCE MANAGEMENT PRACTICES AND THEIR IMPACT ON ORGANIZATION
Agus Ariyadi et al

REFERENCES

Aboramadan, M., Kundi, Y. M., & Elhamalawi, E. M. L. (2022). The effect of green human resource management
practices on employee green behaviors in higher education institutions. International Journal of Organizational
Analysis, 30(3), 742-761. https://doi.org/10.1108/IJOA-02-2021-2600

Amrutha, V. N., & Geetha, S. N. (2021). Linking organizational green training and voluntary workplace green
behavior: Mediating role of green supporting climate and employees' green satisfaction. Journal of Cleaner
Production, 290, 125876. https://doi.org/10.1016/j.jclepro.2021.125876

Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. L. (2000). Manufacturing advantage: Why high-performance
work systems pay off. Cornell University Press.

Aust, 1., Matthews, B., & Muller-Camen, M. (2023). Common Good HRM: A paradigm shift in Sustainable HRM.
Human Resource Management Review, 33(3), 100980. https://doi.org/10.1016/j.hrmr.2023.100980

Bimo, I. D., & Sulistyaningsih, E. (2024). Greening the workforce: A systematic literature review of determinants in
green HRM. Cogent Business & Management, 11(1), 2429793.
https://doi.org/10.1080/23311975.2024.2429793

Blau, P. M. (1964). Exchange and power in social life. John Wiley & Sons.

Chreif, M., & Farmanesh, P. (2022). Applying green human resource practices toward sustainable workplace: A
moderated mediation analysis. Sustainability, 14(15), 9250. https://doi.org/10.3390/su14159250

Elkington, J. (2013). Enter the triple bottom line. In The triple bottom line: Does it all add up? (pp. 1-16). Routledge.

Gupta, V., & Arora, M. (2024). Green human resource management and its sustainable organizational practices in
hospitality industry in India. Journal of the Knowledge Economy, 16(2), 7665-7687.
https://doi.org/10.1007/s13132-024-02207-1

Hart, S. L. (1995). A natural-resource-based view of the firm. Academy of Management Review, 20(4), 986—1014.
https://doi.org/10.5465/amr.1995.9512280033

Hossain, M., & Islam, M. T. (2025). Transforming human resource management into green human resource
management towards the path of sustainability: Through the lenses of Just Transition Theory. In Managing
Change (pp. 109—124). Emerald Publishing Limited. https://doi.org/10.1108/978-1-83608-650-520251006

Huma, Z., Garcia Meca, E., Martinez-Ferrero, J., & Hussain, N. (2026). Green Human Resource Management
(GHRM) and Environment Social Governance (ESG): A systematic literature review. Corporate Social
Responsibility and Environmental Management, 33(1), 105-122. https://doi.org/10.1002/csr.3012

Huy, P. Q., & Phuc, V. K. (2025). Unveiling how socially responsible human resource management enhances digital
corporate social responsibility. In Perspectives in Agile Sustainable Practices and Business Value (pp. 101-
112). Routledge.

Islam, M. A., Hossain, M. S., Hoque, M. E., Khan, T., & Hassan, M. M. (2023). The moderating role of gender and
employee championing behaviour in the relationship between green HRM and sustainable organizational
performance. In Global Perspectives on Green HRM (pp. 127—-153). Springer Nature.

Khan, A., Yusliza, M. Y., Alkaf, A. R., & Nawangsari, L. C. (2024). The influence of supervisors' perceived green
HRM on job satisfaction and affective commitment: The mediating role of subordinates' perceived green
HRM. International Journal of Sustainable Development and Planning, 19(1), 331-346.
https://doi.org/10.18280/ijsdp.190132

Li, S., & Pan, J. (2026). Bridging green human resource management and SME sustainable outcomes: The catalytic
role of green knowledge-management and employee perception of sustainability. Humanities and Social
Sciences Communications, 13(1), 7731. https://doi.org/10.1057/s41599-026-07731-w

Makumbe, W. (2024). Green human resources management and green performance: A mediation—-moderation
mechanism for green innovation and green knowledge sharing. Sustainability, 16(24), 10849.
https://doi.org/10.3390/su162410849

Memon, M. A., Ting, H., Ringle, C., Cheah, J. H., & Muenjohn, N. (2022). Green human resource management and
the implications of culture on its practices in Asia. International Journal of Manpower, 43(3), 589-594.
https://doi.org/10.1108/1JM-06-2022-598

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D., ... & Moher, D. (2021).
The PRISMA 2020 statement: An updated guideline for reporting systematic reviews. BMJ, 372, n71.
https://doi.org/10.1136/bmj.n71

Paulet, R., Holland, P., & Morgan, D. (2021). A meta-review of Sustainable Human Resource Management:
Redefining the strategy. International Journal of Human Resource Management, 32(10), 2237-2257.
https://doi.org/10.1080/09585192.2020.1772688

Publish by Radja Publika

open/— access 8703



SUSTAINABLE HUMAN RESOURCE MANAGEMENT PRACTICES AND THEIR IMPACT ON ORGANIZATION
Agus Ariyadi et al

Piwowar-Sulej, K. (2021). Human resources development as an element of sustainable HRM: With the focus on
industrial enterprises. Journal of Cleaner Production, 278, 124008.
https://doi.org/10.1016/j.jclepro.2020.124008

Piwowar-Sulej, K., Malik, S., Shobande, O. A., Singh, S., & Dagar, V. (2024). A contribution to sustainable human
resource development in the era of disruption. Journal of Business Ethics, 191(2), 337-355.
https://doi.org/10.1007/s10551-023-05456-3

Renwick, D. W. S., Jabbour, C. J. C., & Miiller-Camen, M. (2021). Contemporary developments in green
(environmental) HRM scholarship. The International Journal of Human Resource Management, 32(1), 1-18.
https://doi.org/10.1080/09585192.2020.1863260

Stahl, G. K., Brewster, C. J., Collings, D. G., & Hajro, A. (2020). Enhancing the role of human resource management
in corporate sustainability and social responsibility. Human Resource Management Review, 30(3), 100708.
https://doi.org/10.1016/j.hrmr.2019.100708

Usman, M., Rofcanin, Y., Ali, M., Ogbonnaya, C., & Babalola, M. T. (2023). Toward a more sustainable
environment: Understanding why and when green training promotes employees' eco-friendly behaviors
outside of work. Human Resource Management, 62(3), 355-371. https://doi.org/10.1002/hrm.22148

Publish by Radja Publika

OPEN ACCESS 8704



