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Abstract  

Growing environmental pressures, such as limited resources, have pushed organisations to rethink how they 

operate and raised concerns about their long-term viability. The responsibility towards the environment has 

compelled organisations to embrace green innovation and more sustainable approaches to manage people. This 

paper examines what drives green innovation in the first place, and then traces how those innovations shape the 

way organisations build and sustain their HR practices. This study explores the relationship between green 

innovation and sustainable HRM through a conceptual framework. Green innovation encompasses new 

technologies, products, and processes aimed at reducing environmental impact, while sustainable HRM focuses 

on aligning human resource practices with corporate sustainability goals. Despite growing scholarly interest in 

both areas, there is a lack of a comprehensive framework that linked them together. This research directly 

addresses this gap.  Built on resource-based view (RBV), corporate social responsibility (CSR), and dynamic 

capability theory, the framework draws on a systematic review of 65 Scopus-sourced papers, selected through 

rigorous inclusion and exclusion criteria. Findings confirm that green innovation significantly shapes 

sustainable HRM practices.  This paper aims to enhance understanding of how companies can use green 

innovation and sustainable HRM to achieve both organisational and environmental goals in order to gain a 

sustainable competitive advantage. 

Keywords: Green innovation, Sustainable HRM, Green HRM, Sustainable competitive advantage, Corporate 

Social Responsibility, Literature review 

1. Introduction: 

The concept of sustainable development did not 

emerge in a vacuum. Its formal articulation can be 

traced back to the 1987 Brundtland Report, 

published by the World Commission on 

Environment and Development, which not only 

defined what sustainable development means but 

also drew attention to the central role human 

resource development plays in keeping economies 

functional and societies viable over time. Since 

then, scholars began interested in examining the 

relationship between sustainability and human 

resource management. The relationship between 

the two fields began to take clearer shape toward 

the end of the twentieth century and into the early 

2000s. This developing stage was motivated by the 

"Map of the HRM Territory," commonly referred 

to as the Harvard model of HRM, which 

enumerates the causes and the effects of HRM 

policies (Beer et al., 1984). Building on this 

foundation, sustainable HRM has since emerged as 

something more than just an extension of strategic 

HRM; it represents a genuinely distinct approach to 

managing people, one that takes broader social and 

environmental considerations seriously (Kramar, 

2014). Within this body of literature, two particular 

strands have attracted considerable attention - green 

HRM (Renwick et al., 2008; Guerci et al., 2016), 

which focuses on environmentally oriented people 

management, and socially responsible HRM (Shen 

and Zhu, 2011; Newman et al., 2016; Barrena-
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Martínez et al., 2019), which is often reflected in 

how companies communicate their actions and 

commitments to stakeholders through sustainability 

reporting. The latter is closely tied to broader 

conversations about corporate social responsibility, 

with several scholars noting the overlap between 

the two (Cohen et al., 2012; Kramar, 2014). The 

term "green innovation" was introduced by Braun 

and Wield in 1994. Since then, the concept has 

been developed further. It is broadly understood as 

the process of generating new products, services, 

and ideas with environmental sustainability at their 

core (An et al., 2021; Sharif et al., 2022).Green 

innovation, similarly, is understood through the 

lens of the triple bottom line and it cannot be 

evaluated without accounting for its social, 

environmental, and economic dimensions together. 

2. Literature Review: 

2.1 Green Innovation 

Green innovation refers to the integration of 

technological advancement with environmental 

conservation so as to simultaneously drive 

economic growth and reduce ecological harm. Hart 

(1995) was among the first to argue that 

organisations can enhance productivity by 

channelling their resources through 

environmentally oriented innovation strategies. 

Building on this, Lai et al. and Chang (2011) 

observed that firms seeking to meet environmental 

protection requirements must develop new markets 

and sustain competitive advantages through an 

improved corporate image — a concern that has 

since generated a substantial body of research. 

Chang (2011, p. 363) further argued that green 

innovation holds the capacity to strengthen 

environmental management performance while 

simultaneously helping firms comply with 

regulatory standards and raise barriers to 

competitors. Leenders and Chandra (2013) defined 

it as process or product innovation that 

encompasses pollution reduction, waste recycling, 

energy conservation, and the design of 

environmentally friendly products. Hashim (2015) 

extended this definition to include changes in 

corporate strategy, production methods, resource 

use, and waste management — all aimed at 

reducing an organisation's overall environmental 

footprint. More recently, Sun (2022) described 

green innovation as the process of weaving 

technological progress together with environmental 

stewardship to build a productive relationship 

between ecological responsibility and economic 

development. 

2.2 Drivers of Green Innovation 

Green innovation in business is shaped by two 

broad forces: pressures that originate outside the 

organisation and challenges that emerge from 

within it. Seman et al. (2019), Kong et al. (2020), 

Lisi et al. (2019), and Zhu et al. (2017) collectively 

demonstrated that green supply chain management 

and organisational learning contribute directly and 

indirectly to the adoption of green innovation. 

Internal determinants include the qualities of senior 

executives, available resources and capabilities, 

and the organisation's overall commitment to 

sustainability. On the external side, Castellacci et 

al. (2017) identified environmental legislation as a 

primary motivator, while Zailani et al. (2015) 

showed that market demand exerts a measurable 

positive influence on green innovation efforts. 

Regulatory requirements, shifting market 

conditions, and social expectations together create 

both the pressure and the opportunity for 

organisations to invest in green innovation. The 

specific mix of internal and external drivers varies 

across firms depending on their operating context 

and strategic orientation. 

2.3 Sustainable HRM 

Sustainable HRM calls on the HR function to 

reorient it towards longer-term organisational and 

societal goals. Ehnert (2009) and De Prins et al. 

(2014) argued that this reorientation ultimately 

reshapes the wider organisation. Ehnert et al. 

(2016, p. 90) defined it as the adoption of HRM 

strategies and practices that enable the attainment 

of financial, social, and environmental goals, with 

an impact both inside and outside the organisation 

over a long-term horizon. Wikhamn (2019) added 

that sustainable HRM is fundamentally about 

attending to the human side of work- providing 

decent conditions, offering genuine development 

opportunities, and caring for employees' physical 
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and psychosocial well-being. Mariappanadar 

(2003) and Harcourt et al. (2007) grounded 

sustainable HRM in the three-pillar model of 

sustainability, linking it to practices such as 

equality and diversity, green recruitment, green 

performance management, occupational health and 

safety, and green compensation. Cohen et al. 

(2012), Renwick et al. (2013), and Kramar (2014) 

further clarified that green HRM sits within the 

theoretical scope of sustainable HRM, 

encompassing those practices that shape 

employees' environmental attitudes and behaviours. 

2.4 Sustainable HRM Practices 

Wright et al. (2005), Sun et al. (2007), Shen and 

Zhu (2011), and Newman et al. (2016) all 

concurred that well-designed HRM practices are 

essential for achieving superior performance and 

sustaining competitive advantage. Recruitment and 

selection now increasingly factor environmental 

awareness into candidate evaluation alongside 

conventional competencies. Jabbour and Santos 

(2008) noted this early shift, and Renwick (2013) 

reinforced it by arguing that hiring decisions send a 

clear signal about what the organisation genuinely 

values in terms of environmental responsibility. 

Opatha (2014) made a strong case for structured 

green training programmes, covering areas such as 

energy efficiency, waste reduction, and 

environmentally conscious working practices. 

Ehnert, Harry, and Zink (2012) highlighted that 

such training also cultivates a broader 

environmental mindset, embedding sustainability 

into how employees approach their work day to 

day. Cascio et al. (2016) demonstrated that when 

performance metrics tied to environmental targets 

are built into reward structures, employees are 

considerably more likely to treat sustainable 

behaviours as a genuine priority rather than an 

optional extra. 

2.5 Relationship between Green Innovation and 

Sustainable HRM 

Baeshen (2021) found that green innovation 

significantly affects the sustainable performance of 

small and medium-sized enterprises. Xie (2019) 

and Kanan (2023) similarly demonstrated positive 

effects of green HRM practices and green process 

innovation on sustainable performance. 

Jirawuttinunt (2018) examined the relationship 

between green HRM and environmental 

performance in ISO 14000 certified firms, while 

Choudhary (2022) explored its influence on 

employee green creativity in the hotel industry. 

3. Research Objectives: 

• To examine the principal drivers of green 

innovation and to investigate the nature of its 

relationship with sustainable human resource 

management practices in contemporary 

organisational contexts.  

• To develop a conceptual framework grounded 

in Resource-Based View, Corporate Social 

Responsibility theory, and Dynamic 

Capabilities that systematically integrates 

green innovation with sustainable HRM.  

• To analyse how organisations can strategically 

leverage green innovation and sustainable 

HRM in tandem to achieve environmental 

responsibility and sustained competitive 

advantage. 

4. Theoretical Base 

4.1 The Resource-Based View (RBV) (Wright et 

al., 1994; Wright et al., 2001) provides the primary 

theoretical foundation of this study, focusing on 

how green innovation enables the implementation 

of sustainable HRM as a source of sustained 

competitive advantage. 

4.2 The theory of Corporate Social 

Responsibility (CSR) (Dyllick and Hockerts, 

2002; Bansal, 2005; Hediger, 2010) situates 

sustainable HRM within a stakeholder-oriented 

framework, arguing that organisations must meet 

the legitimate expectations of employees, 

customers, governments, and communities without 

compromising their future capacity to do so. Glavas 

and Godwin (2013) added that employees identify 

more strongly with their organisation when they 

perceive genuine internal and external social 

responsibility commitments. Shen and Zhu (2011), 

Newman et al. (2016), Barrena-Martínez et al. 

(2019), Renwick et al. (2008), and Guerci et al. 

(2016) further distinguished between green HRM 

and socially responsible HRM as the two principal 

streams within the sustainable HRM literature. 
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4.3 The theory of Dynamic Capabilities 

completes the theoretical framework by 

emphasising that organisations must continuously 

innovate to maintain sustainability-oriented 

competitive advantages over time.  

Together, these three lenses provide a coherent and 

comprehensive basis for examining how green 

innovation and sustainable HRM interact to 

produce lasting environmental and organisational 

outcomes. 

Figure 1. Conceptual Framework 

 

Source: Author's Compilation 

Table 1. Drivers of Green Innovation from existing literature 

Category Drivers of Green Innovation Source 

Internal Drivers Organisational resources and capabilities Castellacci et al. (2017) 

Top management support and leadership orientation Seman et al. (2019); Kong et al. (2020) 

Employee skills, knowledge, and learning capability Lisi et al. (2019); Zhu et al. (2017) 

Green supply chain integration and internal processes Seman et al. (2019); Kong et al. (2020) 

Organisational culture and environmental commitment Zhu et al. (2017) 

Knowledge sharing and relationship learning Lisi et al. (2019) 

Environmental capability and internal competencies Castellacci et al. (2017) 

External Drivers Environmental regulations and legal framework Castellacci et al. (2017) 

Market demand and competitive pressure Zailani et al. (2015) 

Industry competition and market environment Zailani et al. (2015) 

Environmental standards and compliance requirements Zhu et al. (2017) 

External knowledge networks and collaboration Kong et al. (2020) 

Government policies and environmental laws Castellacci et al. (2017) 

Source: Author's compilation 

5. Methodology 

Scopus Database is used in the development of this 

research endeavour. Secondary sources such books, 

journals, articles, websites, and reports are also 

studied in order to draft the full research paper. To 

gather the necessary information, the search 

expression is constructed using defined keywords 

such as “Green innovation” OR “Environmental 

innovation” OR “Eco- innovation” AND 

“Sustainable HRM” OR “Sustainable human 

resource management” OR “Green HRM”. 

PRISMA protocol outlines four main stages in the 

literature selection process, which include 

identification, screening, eligibility, and inclusion. 

Figure 2   elucidates the PRISMA protocol applied 

in the current study. 
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Figure 2. PRISMA Flow Diagram 

IDENTIFICATION 

Records identified from Scopus database(n = 92) 

↓ Records after applying time period (2020–2026) 

and language (English) filters (n = 92) 

SCREENING 

 

ELIGIBILITY 

 

INCLUDED 

Studies included in the final review (n = 65) 

 

6. Research gap: 

Many research advancements in this field have 

mainly happened in the last few years because of 

the relative novelty of green innovation & 

sustainable HRM and its significance in various 

organisational domains. Many researchers 

(Wilkham, 2019; Lopez-Cabrales & Valle-Cabrera, 

2020) highlighted the effect of sustainable HRM 

practices on various outcome variables. For a 

deeper understanding of its nature and maintain its 

own identity as an academic subject, 

Shirmohammadi et al. (2021) have proposed that 

research should be developed. Although there has 

been an increase in publications in the topic of 

sustainable human resource management recently, 

experts are still having difficulty defining what 

sustainable HRM. This study aims to reduce this 

gap by conceptually exploring green innovation & 

Sustainable HRM. 

7. Findings and Discussion: 

The thematic structure presented in this section was 

derived through a systematic and iterative process 

of inductive content analysis applied to the corpus 

of studies identified in the literature review. 

Following the removal of duplicates and the 

application of inclusion criteria, the retained studies 

were subjected to repeated close reading, during 

which recurring conceptual clusters were noted and 

progressively abstracted into higher-order themes. 

Each theme was validated against the broader 

theoretical framework comprising Resource-Based 

View, Corporate Social Responsibility theory, and 

Dynamic Capabilities to ensure conceptual 

coherence and analytical relevance. This approach 

departs from the predominantly descriptive 

cataloguing that characterises much prior work in 

this field, wherein studies are itemised by topic 

rather than synthesised into interpretively 

meaningful patterns. The resulting themes are 

therefore not merely organisational conveniences 

but represent substantive conceptual contributions: 

they surface the underexplored bidirectional 
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relationship between green innovation and 

sustainable HRM, foreground the structural role of 

HRM systems as active drivers rather than passive 

enablers of green behaviour, and draw attention to 

the critical but neglected mechanisms of value 

congruence and employee meaningfulness as 

mediating conditions. Collectively, these findings 

move the scholarly conversation beyond 

descriptive mapping towards a more theoretically 

generative understanding of how sustainable HRM 

and green innovation interact to produce durable 

environmental and organisational outcomes. 

Table 2. Summary of Findings 

S. No. Theme Summary of Findings Citation 

1 Sustainable HRM & 

Organisational 

Performance 

Organisations that embed sustainable HRM within their core strategy rather than 

appending it as a peripheral compliance obligation consistently record 

measurable gains in overall performance. Such practices extend well beyond 

regulatory adherence; over time they reshape workforce culture, deepen 

employee commitment, and raise productive capacity.  

Aust et al., 

2020; 

Ahmad, 

2015; Jyoti, 

2019 

2 Theoretical 

Development of 

Green Innovation & 

Sustainable HRM 

Notwithstanding the considerable scholarly attention both constructs have 

attracted in recent years, the theoretical foundations upon which they rest have 

not kept pace with the empirical interest they have generated. A recurring 

limitation in the available literature is its tendency to position green innovation 

as an outcome that HRM practices produce, rather than as a force that may, in 

turn, exert formative influence on the structure and orientation of HRM itself. 

This unidirectional framing has narrowed the field's theoretical scope, and 

revisiting the directionality of this relationship represents one of the more 

promising avenues through which the field might advance. 

General 

synthesis of 

reviewed 

literature 

3 Historical Evolution 

of Green Innovation 

Green innovation assumed its current conceptual form through a prolonged and 

uneven process of intellectual development, its earliest foundations rooted in the 

environmental management debates that gained scholarly and policy traction 

during the 1970s. The decades that followed witnessed a gradual accumulation 

of empirical and theoretical work, interspersed with periods of heightened 

research activity that have progressively shaped the field's contours.  

Broad 

literature 

synthesis 

4 Leadership & 

Managerial 

Commitment as 

Drivers 

The degree to which green innovation becomes an enduring organisational 

priority is closely tied to the depth and sincerity of commitment demonstrated by 

senior leadership. Executives who treat sustainability as a genuine strategic 

concern rather than a reputational signal are tend to create institutional 

conditions in which ecological goals are pursued with rigour and consistency. 

Crucially, this effect is amplified when employees are brought into meaningful 

dialogue about the organisation's direction, fostering a shared investment in 

sustainability outcomes. Leadership that communicates environmental values 

through action rather than announcement proves considerably more effective in 

driving substantive change than that which relies on formal declarations alone. 

Key driver 

identified 

across 

reviewed 

literature 

5 Employee Role in 

Green Innovation 

Adoption 

The role of the individual employee in advancing or impeding an organisation's 

green agenda is often underestimated in the sustainability literature, yet the 

evidence gathered here suggests it is decisive. Individuals who derive genuine 

meaning from their professional roles tend to demonstrate a stronger inclination 

to incorporate environmental values into their day-to-day role. They are 

considerably more disposed towards adopting environmentally responsible 

conduct. 

Schaufeli & 

Bakker, 

2004; 

Colvin & 

Boswell, 

2007 

6 Value Incongruence 

& Reduced 

Engagement 

A discernible divergence between the values an organisation professes and the 

realities employees encounter in daily organisational life tends to weaken 

engagement with sustainability programmes considerably. Credibility in 

environmental matters is not secured through policy drafting alone but through 

the sustained and observable consistency between what leadership advocates and 

what the organisation demonstrably does.  

Schaufeli & 

Bakker, 

2004; 

Colvin & 

Boswell, 

2007 

7 Role of HRM 

Systems in Enabling 

Green Behaviour 

Organisations in which green considerations are woven throughout every stage 

of the HR functions from the criteria applied in recruitment to the frameworks 

used for performance assessment and remuneration are tend to produce 

workforces for whom environmentally responsible conduct becomes a 

professional norm rather than an optional commitment.. 

Synthesis 

across 

sustainable 

HRM and 

green HRM 

literature 

Source: Author's compilation from previous studies. 
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7. Conclusion and Future Prospects: 

The field would benefit considerably from research 

that moves beyond the descriptive mapping of 

associations and engages more directly with the 

mechanisms through which these enabling 

conditions are established, sustained, or degraded. 

Of particular interest is the question of how 

emerging Industry 5.0 technologies are beginning 

to reconfigure the context within which people 

management and sustainability strategy intersect 

Extending the empirical reach of the field in these 

directions will be essential if the frameworks 

developed from this body of work are to possess 

the generalizability that genuine theoretical 

contribution requires. More fundamentally, as Kira 

et al. (2013) observed, sustainability is an 

inherently dynamic condition rather than a fixed 

destination. For the field of HRM, this means that 

theoretical frameworks and empirical programmes 

must remain genuinely responsive to the evolving 

character of sustainable practices and green 

innovation, rather than treating either as a settled or 

bounded phenomenon.  

References: 

1) Ahmad, S. (2015). Green human resource 

management: Policies and practices. Cogent 

business & management, 2(1), 1030817. 

2) An, H., Razzaq, A., Nawaz, A., Noman, S. M., 

& Khan, S. A. R. (2021). Nexus between green 

logistic operations and triple bottom line: 

evidence from infrastructure-led Chinese 

outward foreign direct investment in Belt and 

Road host countries. Environmental Science 

and Pollution Research, 28(37), 51022-51045. 

3) Aust, I., Matthews, B., & Muller-Camen, M. 

(2020). Common good HRM: a paradigm shift 

in sustainable HRM?. Human Resource 

Management Review, 30(3), 100705. 

4) Baeshen, Y., Soomro, Y. A., & Bhutto, M. Y. 

(2021). Determinants of green innovation to 

achieve sustainable business performance: 

Evidence from SMEs. Frontiers in 

Psychology, 12, 767968. 

5) Bass, B. M., & Riggio, R. E. 

(2006). Transformational leadership. 

Psychology press. 

6) Baum, T. (2018). Sustainable human resource 

management as a driver in tourism policy and 

planning: a serious sin of omission? Journal of 

Sustainable Tourism, 26(6), 873-889. 

7) Braun, E., & Wield, D. (1994). Regulation as a 

means for the social control of 

technology. Technology Analysis & Strategic 

Management, 6(3), 259-272. 

8) Brundtland, G. H. (1985). World commission 

on environment and 

development. Environmental policy and 

law, 14(1), 26-30. 

9) Cascio, C. N., O’Donnell, M. B., Tinney, F. J., 

Lieberman, M. D., Taylor, S. E., Strecher, V. 

J., & Falk, E. B. (2016). Self-affirmation 

activates brain systems associated with self-

related processing and reward and is reinforced 

by future orientation. Social cognitive and 

affective neuroscience, 11(4), 621-629. 

10) Castellacci, F., & Lie, C. M. (2017). A 

taxonomy of green innovators: Empirical 

evidence from South Korea. Journal of 

Cleaner Production, 143, 1036-1047. 

11) Cohen, E., Taylor, S., & Muller-Camen, M. 

(2010). HR’s role in corporate social 

responsibility and sustainability. SHRM 

Foundation. Alexandria. 

12) Colvin, A. J., & Boswell, W. R. (2007). The 

problem of action and interest alignment: 

Beyond job requirements and incentive 

compensation. Human Resource Management 

Review, 17(1), 38-51. 

13) Chang, C. H. (2011). The influence of 

corporate environmental ethics on competitive 

advantage: The mediation role of green 

innovation. Journal of business ethics, 104, 

361-370. 

14) Chen, Y. S., Lai, S. B., & Wen, C. T. (2006). 

The influence of green innovation performance 

on corporate advantage in Taiwan. Journal of 

business ethics, 67, 331-339. 

15) Choudhary, P., & Datta, A. (2022). The 

significance of GHRM in fostering hospitality 

employees’ green creativity: A systematic 

literature review with bibliometric 

analysis. Journal of Information and 

Optimization Sciences, 43(7), 1709-1720. 

16) De Prins, P., Van Beirendonck, L., De Vos, A., 

& Segers, J. (2014). Sustainable HRM: 

Bridging theory and practice through 

the'Respect Openness Continuity (ROC)'-

model. Management revue, 263-284. 

17) Dresner, S. (2012). The principles of 

sustainability. Routledge. 

18) Ehnert, I., Harry, W., & Zink, K. J. (2013). 

Sustainability and HRM: An introduction to 

the field. In Sustainability and human resource 

management: Developing sustainable business 



 

Economic Sciences 
https://economic-sciences.com  

ES (2026) 22, 5(S), 333-341 | ISSN:1505-4683 

  

 

340 
 

organizations (pp. 3-32). Berlin, Heidelberg: 

Springer Berlin Heidelberg. 

19) Ehnert, I., Parsa, S., Roper, I., Wagner, M., & 

Muller-Camen, M. (2016). Reporting on 

sustainability and HRM: A comparative study 

of sustainability reporting practices by the 

world's largest companies. The International 

Journal of Human Resource 

Management, 27(1), 88-108. 

20) Gollan, P. J. (2000). Human resources, 

capabilities and sustainability. 

21) Harcourt, M., Wood, G., & Roper, I. (2007). 

The Importance of Legislated Employment 

Mark Harcourt, Protection for Worker 

Commitment in Geoffrey Wood Coordinated 

Market Economies. Journal of Economic 

Issues, 41(4), 961-980. 

22) Hart, S. L. (1995). A natural-resource-based 

view of the firm. Academy of management 

review, 20(4), 986-1014. 

23) Hashim, R., Bock, A. J., & Cooper, S. (2015). 

The relationship between absorptive capacity 

and green innovation. International Journal of 

Industrial and Manufacturing 

Engineering, 9(4), 1065-1072. 

24) Jabbour, C. J. C., & Santos, F. C. A. (2008). 

The central role of human resource 

management in the search for sustainable 

organizations. The International Journal of 

Human Resource Management, 19(12), 2133-

2154. 

25) Jackson, S. E., Renwick, D. W., Jabbour, C. J., 

& Muller-Camen, M. (2011). State-of-the-art 

and future directions for green human resource 

management: Introduction to the special 

issue. German Journal of Human Resource 

Management, 25(2), 99-116. 

26) Jirawuttinunt, S. (2018). The relationship 

between green human resource management 

and green intellectual capital of certified ISO 

14000 businesses in Thailand. St. Theresa 

Journal of Humanities and Social 

Sciences, 4(1), 20-37. 

27) Jyoti, K. (2019). Green HRM–people 

management commitment to environmental 

sustainability. In proceedings of 10th 

international conference on digital strategies 

for organizational success. 

28) Kanan, M., Taha, B., Saleh, Y., Alsayed, M., 

Assaf, R., Ben Hassen, M., ... & Tunsi, W. 

(2023). Green innovation as a mediator 

between green human resource management 

practices and sustainable performance in 

Palestinian manufacturing 

industries. Sustainability, 15(2), 1077. 

29) Karanika-Murray, M., Duncan, N., Pontes, H. 

M., & Griffiths, M. D. (2015). Organizational 

identification, work engagement, and job 

satisfaction. Journal of Managerial 

Psychology, 30(8), 1019-1033. 

30) Kemp, R., & Pearson, P. (2007). Final report 

MEI project about measuring eco-

innovation. UM Merit, Maastricht, 10(2), 1-

120. 

31) Kira, M., & Lifvergren, S. (2013). Sowing 

seeds for sustainability in work systems. 

In Sustainability and human resource 

management: Developing sustainable business 

organizations (pp. 57-81). Berlin, Heidelberg: 

Springer Berlin Heidelberg. 

32) Kong, T., Feng, T., Huang, Y., & Cai, J. 

(2020). How to convert green supply chain 

integration efforts into green innovation: A 

perspective of knowledge‐based 

view. Sustainable Development, 28(5), 1106-

1121. 

33) Lisi, W., Zhu, R., & Yuan, C. (2020). 

Embracing green innovation via green supply 

chain learning: The moderating role of green 

technology turbulence. Sustainable 

Development, 28(1), 155-168. 

34) Mariappanadar, S. (2003). Sustainable human 

resource strategy: The sustainable and 

unsustainable dilemmas of 

retrenchment. International Journal of Social 

Economics, 30(8), 906-923. 

35) Newman, A., Miao, Q., Hofman, P. S., & Zhu, 

C. J. (2016). The impact of socially 

responsible human resource management on 

employees' organizational citizenship 

behaviour: the mediating role of organizational 

identification. The international journal of 

human resource management, 27(4), 440-455. 

36) Rennings, K. (2000). Redefining innovation—

eco-innovation research and the contribution 

from ecological economics. Ecological 

economics, 32(2), 319-332. 

37) Renwick, D. W., Redman, T., & Maguire, S. 

(2013). Green human resource management: A 

review and research agenda. International 

journal of management reviews, 15(1), 1-14. 

38) Seman, N. A. A., Govindan, K., Mardani, A., 

Zakuan, N., Saman, M. Z. M., Hooker, R. E., 

& Ozkul, S. (2019). The mediating effect of 

green innovation on the relationship between 

green supply chain management and 

environmental performance. Journal of cleaner 

production, 229, 115-127. 

39) Saqib, N. (2022). Green energy, non-

renewable energy, financial development and 



 

Economic Sciences 
https://economic-sciences.com  

ES (2026) 22, 5(S), 333-341 | ISSN:1505-4683 

  

 

341 
 

economic growth with carbon footprint: 

heterogeneous panel evidence from cross-

country. Economic research-Ekonomska 

istraživanja, 35(1), 6945-6964. 

40) Saqib, N. (2022). Asymmetric linkages 

between renewable energy, technological 

innovation, and carbon-dioxide emission in 

developed economies: non-linear ARDL 

analysis. Environmental Science and Pollution 

Research, 29(40), 60744-60758. 

41) Schaufeli, W. B., & Bakker, A. B. (2004). Job 

demands, job resources, and their relationship 

with burnout and engagement: A multi‐sample 

study. Journal of Organizational Behavior: 

The International Journal of Industrial, 

Occupational and Organizational Psychology 

and Behavior, 25(3), 293-315. 

42) Sharif, A., Saqib, N., Dong, K., & Khan, S. A. 

R. (2022). Nexus between green technology 

innovation, green financing, and CO2 

emissions in the G7 countries: the moderating 

role of social globalisation. Sustainable 

Development, 30(6), 1934-1946. 

43) Shirmohammadi, M., Hedayati Mehdiabadi, 

A., Beigi, M., & McLean, G. N. (2021). 

Mapping human resource development: 

Visualizing the past, bridging the gaps, and 

moving toward the future. Human Resource 

Development Quarterly, 32(2), 197-224. 

44) Sun, H. (2022). What are the roles of green 

technology innovation and ICT employment in 

lowering carbon intensity in China?         A 

city-level analysis of the spatial 

effects.  Resources, Conservation and 

Recycling, 186, 106550. 

45) Sun, L. Y., Aryee, S., & Law, K. S. (2007). 

High-performance human resource practices, 

citizenship behavior, and organizational 

performance: A relational 

perspective.  Academy of management 

Journal, 50(3), 558-577. 

46) Sun, Y., & Razzaq, A. (2022). Composite 

fiscal decentralisation and green innovation: 

Imperative strategy for institutional reforms 

and sustainable development in OECD 

countries. Sustainable Development, 30(5), 

944–957.https://doi.org/10.1002/sd.2292 

47) Van der Linde, C. (1995). Green and 

competitive: ending the stalemate. 

48) Wright, P. M., Dunford, B. B., & Snell, S. A. 

(2001). Human resources and the resource 

based view of the firm. Journal of 

management, 27(6), 701-721. 

49) Wright, P. M., Gardner, T. M., Moynihan, L. 

M., & Allen, M. R. (2005). The relationship 

between HR practices and firm performance: 

Examining causal order. Personnel 

psychology, 58(2), 409-446. 

50) Wright, P. M., McMahan, G. C., & 

McWilliams, A. (1994). Human resources and 

sustained competitive advantage: a resource-

based perspective. International journal of 

human resource management, 5(2), 301-326. 

51) Wikhamn, W. (2019). Innovation, sustainable 

HRM and customer satisfaction. International 

Journal of Hospitality Management, 76, 102-

110. 

52) Xie, X., Huo, J., & Zou, H. (2019). Green 

process innovation, green product innovation, 

and corporate financial performance: A content 

analysis method. Journal of business 

research, 101, 697-706. 

53) Zailani, S., Govindan, K., Iranmanesh, M., 

Shaharudin, M. R., & Chong, Y. S. (2015). 

Green innovation adoption in automotive 

supply chain: the Malaysian case. Journal of 

cleaner production, 108, 1115-1122. 

54) Zhu, Q., Feng, Y., & Choi, S. B. (2017). The 

role of customer relational governance in 

environmental and econo mic performance 

improvement through green supply chain 

management. Journal of Cleaner Production, 1 

55, 46-53. 

 

 


