Advanced International Journal of
Business, Entrepreneurship and SME's

EISSN: 2682-8545

AIJBES

Volume 5 Issue 18 (December 2023) PP. 62-74
DOI 10.35631/A1JBES.518007

Advanced
International
Journal of
Business,
Entrepreneurship
and SMEs (AIJBES)
eISSN: 26828545
- -~ -
Rd e —
e
tteepeicin, |

ADVANCED INTERNATIONAL JOURNAL OF
BUSINESS, ENTREPRENEURSHIP AND SMES

(AIJBES)
www.aijbes.com

GLOBAL ACADEMIC EXCELLENCE

GROWING GREENER: A BIBLIOMETRIC ANALYSIS OF
GREEN HUMAN RESOURCE MANAGEMENT

Ahmad Hafizi Ahmad Giran'",

Puteri Fadzline Muhamad Tamyez?, Muhammad Ashraf

Fauzi®, Nor Faradilla Mohamed Idris*

123 Faculty of Industrial Management, Universiti Malaysia Pahang Al-Sultan Abdullah, Pahang, Malaysia

Email: hafizi@gapps.kptm.edu.my
Email: fadzline@umpsa.edu.my
Email: ashrafauzi@umpsa.edu.my

1 Department of Business and Accountancy, Kolej Poly-Tech MARA, Malaysia

Email: hafizi@gapps.kptm.edu.my

4 Department of Mathematics and Computer Science, Kolej Poly-Tech MARA, Malaysia
Email: faradilla@gapps.kptm.edu.my

Corresponding Author

Article Info:

Avrticle history:

Received date: 02.10.2023
Revised date: 17.10.2023
Accepted date: 15.11.2023
Published date: 12.12.2023

To cite this document:

Giran, A. H. A,, Tamyez, P. F. M,,
Fauzi, M. A., & Idris, N. F. M. (2023).
Growing Greener: A Bibliometric
Analysis Of Trends In Green Human

Resource Management Research.
Advance International Journal of
Business,  Entrepreneurship  and

SMES, 5 (18), 62-74.
DOI: 10.35631/AIJBES.518007.

This work is licensed under CC BY 4.0

©®

Abstract:

A new area of study in the field of human resource management (HRM)
has evolved with the increasing interest towards the environment. The
objective of this paper is to investigate the geographical dispersion,
magnitude and development of the knowledge foundation by
pinpointing noteworthy authors, publications, and terminologies while
evaluating current works and emphasizing prevalent patterns of research
on green human resource management (GHRM). Using a bibliometric
technique, the intellectual framework of GHRM is examined. Findings
suggest four clusters in the bibliographic coupling analysis presented in
environmental management (cluster 1), employee behaviour towards
organizational environmental performance (cluster 2), organizational
citizenship behaviour towards the environment (cluster 3), and green
supply chain management (cluster 4). The implications of this study
suggest that GHRM is crucial to the theoretical and managerial aspects
towards sustainable development.
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Introduction
Nowadays, human resource management (HRM) is seen as a strategic method for attaining a
competitive edge through activities that emphasise recruiting, training, safety, health, and
labour relations. Nevertheless, many businesses do not address the environmental impact of
their HR policies and procedures (Krsti¢, 2021). There is a need to address the lack of
environmental effect assessment in HR policies and practises due to the increasing pressure of
global competition and the growing concerns of companies regarding cost reduction and
environmental sustainability. According to scholars, such as Paillé et al. (2020), HRM plays a
vital part in the pursuit of achieving sustainability. In addition, the United Nations has set a
new roadmap through the Sustainable Development Goals (SDGs), for all nations to follow
until 2030 including Goal 3 (Good Health and Well-being), Goal 8 (Decent Work and
Economic Growth), Goal 12 (Responsible Consumption and Production), and Goal 13
(Climate Action) (Mousa & Othman, 2020).

Many studies in HRM have increasingly incorporated sustainability considerations (Bag &
Gupta, 2020; Chams & Garcia-Blandon, 2019; Kainzbauer et al., 2021). This emphasizes the
organization's sustainability as well as the sustainability of other HRM activities (Macke &
Genari, 2019). It involves incorporating environmental considerations into all facets of HRM,
including recruitment and selection, training and development, performance management,
compensation and benefits, and employee engagement (Pham et al., 2020). The growing
recognition of environmental concerns has led corporations to adopt green human resource
management (GHRM) as a means of addressing this demand (Luo & Mabrouk, 2022; Singjai
etal., 2018; Tweneboa Kodua et al., 2022; Wang et al., 2023). This emphasizes the significance
of sustainable development and the need for Green HRM research (Ali Khan et al., 2019).
Hence, company leaders, governments, customers, and management researchers are becoming
increasingly concerned with environmental sustainability. Studies have shown several
important benefits for organizations adopting GHRM. Organizations can learn how to recruit,
train, and retain diverse employees, as well as how to manage cross-cultural communication
and collaboration hence improving overall performance (Ouyang et al., 2019). Shah (2019)
asserted that GHRM contributes to the understanding of the implications of GHRM for
environmental management and individual or organizational performance.

In terms of the theoretical foundations of GHRM, the most widely used framework is the
abilities, motivation, and opportunities (AMO) model, as outlined by (Bailey, 1993). This
model suggests that an employee's performance is influenced by their competencies,
motivation, and opportunities to act on environmental sustainability, as described by (Jiang et
al., 2012). Another theory, namely resource-based theory is a commonly applied concept that
integrates HRM with other organizational areas, including green supply chains (GSC) (Jabbour
& De Sousa Jabbour, 2016). As a result, research on GHRM has significantly increased,
prompting this study to examine the field. Despite the growing interest in GHRM among
practitioners and scholars, as noted by (Yong et al., 2019), there is a lack of a comprehensive
bibliometric analysis that evaluates the expanding body of GHRM literature. Thus, this paper
thoroughly discusses on GHRM concept, barriers during implementation and organizations’
plans to effectively implement GHRM.

Literature Review

In recent years, there has been a growing awareness of the importance of organizations
adopting environmentally sustainable practices. Pham et al., (2020) stated that by
implementing GHRM practises, organizations can establish a culture of environmental
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responsibility that not only benefits the environment but also enhances organisational
performance. GHRM integrates green management elements into HRM to improve
environmental behaviour. In other words, GHRM refers to the integration of green
management elements into the job design, staffing, training and development, motivation, and
maintenance functions of HRM to increase employee pro-environmental behaviour, comply
with employee expectations, and achieve organisational goals (Shah, 2019). While
sustainability refers to an organization's ability to meet its present requirements, without
jeopardising future generations' ability to meet their demands (Mousa & Othman, 2020). A
significant relationship can be seen between GHRM and sustainability remaining through
green activities for instance waste separation and disposal, energy conservation, water
conservation, green transportation, and community engagement (Mousa & Othman, 2020)
helps to attain sustainability objectives by reducing negative environmental impacts and
promoting sustainable workplace practises (Khalid et al., 2021). In summary, organizations
should adopt environmentally sustainable practices to improve environmental behaviour and
enhance organizational performance. GHRM integrates green management elements into HRM
to increase employee pro-environmental behaviour and achieve organisational goals.

Empirical studies have shown the benefits of GHRM; however, the adoption of GHRM
practices within an organization may face many challenges and issues which can be both
strategic and tactical. The economic barrier was the most critical, with the lack of financial
resources being the most significant sub-barrier (Tweneboa Kodua et al., 2022). Limited
resources or budgets that an organization faces limit the ability of the organization to invest in
green training programs, green technology, and other initiatives that promote environmental
sustainability (Bansal et al., 2000). The organization has to allocate a budget for training,
empowerment, and rewarding for pro-environmental behaviours towards green HR practices
require a proper budget (Luu, 2018).

Thus, the inability of firms to invest in green innovation and technologies can hinder the
implementation of sustainable practices and the achievement of Green Total Factor
Productivity (GTFP) (Zhang & Vigne, 2021). This barrier is frequently related to a lack of top
management support and commitment to GHRM practices where the senior leaders of an
organization do not prioritize or allocate sufficient resources to implement GHRM practices
(Pham et al., 2020). Concrete solutions can be formulated where the organization has to ensure
that top management can support green HR by showing commitment to human resource
management and supporting GHRM practices by participating in functional activities,
recognizing and taking actions to promote the value of human resources, and mobilizing human
resources to achieve green creativity (Huo et al., 2020). This support positively affects the level
of collaboration with participating companies and has a direct impact on the company's
environmental performance (Lee & Joo, 2020).

Thus, top management plays a critical role in considering the government budget when making
decisions related to green initiatives. Government policies and funding can significantly impact
the cost and feasibility of implementing green practices. However, businesses should also
consider the long-term benefits of sustainability initiatives, such as increased efficiency and
cost savings (He & Chen, 2021), improved reputation (Quintana-Garcia et al., 2021), and
reduced risk of regulatory non-compliance (Yang et al., 2020).
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Methodology

Bibliometric Approach

Scholars in the fields of business and management are increasingly employing bibliometrics to
evaluate authors, publications, and journals. The bibliometric approach is a quantitative
strategy that employs a science mapping technique to evaluate bibliographic databases (Donthu
etal., 2021). It is also a comparative quantitative evaluation method that employs bibliographic
information from published academic publications. It examines a variety of bibliographic
factors, such as the number of publications, citations, and major trends of themes. Numerous
applications can be found, such as "assisting libraries to prioritise acquisitions; providing data
for historiography and other studies of the history of scholarship; assisting researchers to obtain
(potentially) more relevant information in their areas of specialisation; and providing limited
measures of the relative impact or influence of publications and allowing scholars to evaluate
or rank these" (Engler, 2014, p. 194).

In recent years, various studies have conducted bibliometric analyses on journal publication
trends, discipline, institutions, and countries, as indicated by (Gao et al., 2021; Shahzad et al.,
2021). This current study utilizes two key components of bibliometric analysis: performance
and science mapping. Science mapping is utilized to depict the field's structure and dynamics,
while performance analysis measures productivity and impact based on the number of
publications and citations, as described by (Gao et al., 2021). To achieve our analysis's
objectives, we present the following analysis.

Research Design and Data Collection Procedure

Data for this study was collected from the WoS Core Collection database, which is commonly
used in bibliometric studies due to its impact factor and is widely recognized as the most
significant index available, as noted by (Huertas Gonzélez-Serrano et al., 2020). With over
14,000 journals, the database is regarded as of the highest quality, as stated by (Mongeon &
Paul-Hus, 2016).

Search String
To search for this study, the search string listed in Table 1 was entered into the "subject” field
of a document search on the WoS database. The search was not restricted to any specific
document type, including scholarly journal articles, conference proceedings, books, book
chapters, letters, and notes. The search was conducted on March 18, 2023, and the default
language for the search was English for the title, abstract, and keywords. The search yielded a
total of 633 publications published between 1993 and March 2023.

Table 1: Search String in WoS Database

Keywords Justification
"green HRM*" OR "green human To determine the development of GHRM
resource*" OR "GHRM*" OR research.

"sustainab HRM*" OR "sustainab
human resource*"

Source: Web of Science
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Result and Analysis

The analysis of publication trends and descriptive statistics was conducted using a dataset of
633 publications published between 1993 and 2023, as obtained from the WoS database.
Although the earliest article was discovered in 1993, interest in the topic increased around
2022, about the time that GHRM became a leading management and organisation issue. Based
on annual GHRM publications, the number of studies has continuously increased from the first
year of publishing in 1993 to the most current year of publication in 2022. It is anticipated that
the numbers will continue to rise in the future. Figure 1 displays the descriptive analysis based
on the collected data.
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Figure 1: Number of Publications and Citations on GHRM

Findings and Discussion

TheMost Productive Countries

This section examines the contributions of authors worldwide to GHRM research. Table 2
displays the authors from different countries who have contributed more than five articles
between 1993 and 2023. During this period, ten academic institutions had published at least
five articles. These findings reveal that scholars and researchers from China, Pakistan, and
Malaysia have made significant contributions to GHRM research. It is worth noting that some
of these countries have a strong emphasis on GHRM and have high total link strength.
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Table 2: Top 10 Countries of GHRM

Rank Publication Documents Citation Total link strength
1 China 120 3275 371986
2 Pakistan 98 1804 341321
3 Malaysia 84 1900 293094
4 India 62 1021 177370
5 Australia 45 1971 152130
6 England 40 2529 133946
7 France 33 2294 129776
8 Saudi Arabia 23 530 95917
9 USA 28 1794 85886
10 Turkey 16 213 72017
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Figure 2: Top 10 Countries of GHRM

Bibliographic Coupling

Bibliographic coupling is a bibliometric technique that assesses the similarity or link between
two scholarly publications based on their shared references. The bigger the number of citations
shared by two documents, the stronger their bibliographic coupling. Out of the 633 documents,
63 documents met a threshold of 67 citations. These 63 documents create 4 clusters. The top
documents based on total link strength (TLS) are Amrutha (2020) (960 TLS), Mousa (2020)
(863 TLS) and Masri (2017) (847 TLS).
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Table 3: Top 10 Documents in Bibliographic Coupling Analysis

Rank Publication Citation Total link strength
1 Amrutha (2020) 111 960
2 Mousa (2020) 127 863
3 Masri (2017) 191 847
4 Pham (2020) 73 831
5 Zaid (2018) 221 814
6 Chams (2019) 111 807
7 Gupta (2018) 100 773
8 Yong (2020a) 144 749
9 Yong (2020b) 67 748
10 Yusliza (2019) 86 736

The network visualization of bibliographic coupling is depicted in Figure 3. The four clusters
are manifestly distinct from one another. The following section examines current GHRM
trends. The clusters are identified based on an inductive interpretation of representative cluster
articles and a synthesis of common themes and research streams.
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Figure 3: Bibliographic Coupling of GHRM

Cluster 1 (Red): Environmental Management (EM)
Jackson et al., (2011) suggested opportunities in the intersection of strategic human resource
management (HRM) and environmental management. Renwick et al., (2012) note that the
understanding of how GHRM practices affect employee motivation to engage in environmental
activities lags behind the understanding of how organizations foster green competencies and
provide opportunities for employees to participate in environmental management activities. In
a separate study, Paillé et al. (2014) found that environmental citizenship behaviour fully
mediates the relationship between strategic HRM and environmental performance and that
internal environmental concern moderates the effect of strategic HRM on environmental
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citizenship behaviour. The representative studies show organizations should foster green

competencies and provide opportunities for employees to participate in environmental

management activities, as environmental citizenship strongly affects the relationship between
strategic HRM and environmental performance.

Cluster 2 (Green): Employees Behaviour towards Organizational Environmental

Performance
Dumont et al. (2017) discovered that GHRM has a positive influence on both in-role and out-
of-role pro-environmental behaviour of employees but through different social and
psychological mechanisms. More specifically, the study found that GHRM practices had a
direct positive impact on employees' pro-environmental behaviour, while the relationship was
mediated by pro-environmental psychological capital. Similarly, Saeed et al (2019) reported
that GHRM leads to increased organizational commitment and eco-friendly behaviour among
employees, which in turn has a positive impact on hotels' environmental performance, based
on the findings from (Kim et al., 2019) study. In conclusion, GHRM practices have a direct
positive impact on employees' pro-environmental behaviour, are supported by pro-
environmental psychological capital, and have a positive impact on the organization’s
environmental performance.

Cluster 3 (Blue): Organizational Citizenship Behaviour towards Environment

(OCBE)
Yong et al. (2020) highlight that green recruitment and training, two GHRM practices, have a
positive impact on sustainability. Anwar et al., (2020) in their study discovered that the
employees' engagement in organizational civic behaviour towards the environment (OCBE)
serves as a mediator in the association between GHRM practises and the environmental
performance of a university campus. In another study, Pham et al., (2019) study yielded both
expected and unexpected results, including the direct effects of GHRM practices on OCBE,
the interaction of three GHRM practices (training, performance management, and employee
involvement) that can enhance employees' voluntary green behaviour depending on the level
of green performance management and green employee involvement, and green training being
considered a crucial mechanism for boosting employees' voluntary green behaviour. Green
training plays a key mechanism for boosting voluntary green behaviour. As a result, GHRM
practices have a positive impact on sustainability, with OCBE mediating the relationship.

Cluster 4 (Yellow): Green Supply Chain Management

Jabbour & De Sousa Jabbour (2016) asserted that despite the efforts of scholars in promoting
green supply chain management (GSCM) and GHRM to foster sustainability in organizations,
there has been a significant delay in the integration of these two contemporary areas. This delay
can be attributed to a greater gap in integrating SCM and HRM. Guerci et al. (2016) conducted
a survey with multiple respondents, including human resource managers and supply chain
managers in ltaly, which confirmed the hypothesized mediation model that green human
resource practices have an impact on environmental performance. Zaid et al.(2018), found that
GHRM practices have a direct impact on sustainable performance, with the mediating effect
of green supply chain management practices. Thus, GSCM and GHRM have been promoted
to foster sustainability, although there has been a delay in integration due to a gap in integrating
SCM and HRM.
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Conclusions and Future Directions
GHRM has gathered a great deal of interest from both researchers and practitioners. Prior
research and the authors' review of GHRM-related publications indicate that this topic is
expanding rapidly. Numerous factors contribute to this result. First, GHRM is integrated with
industrialization, urbanisation, and environmental management. The objective of GHRM is to
reduce the carbon footprint of every worker. GHRM also pertains to the management of
resources and labour engagement for pollution control. It is also proposed that businesses
should be aware of the resources and competencies that contribute to the sustainability of their
human resource management.

The purpose of the bibliometrics analysis is to comprehend the dominant research trends in a
particular topic or journal. It is a great method for gathering information regarding a certain
field of study during a specified period. It assists readers in obtaining relevant information from
many sources. This study examines GHRM-related research published in various journals
between 1993 and 2023. We compiled bibliographic information using the WoS database. This
study gives significant information on published articles, major contributors, and institutes
conducting current GHRM research.

As such, it is highly recommended to complement this approach with a systematic qualitative
literature review to obtain a more comprehensive understanding. Competent and motivated
employees are essential for the successful implementation of sustainable development in
organizations (Piwowar-Sulej, 2021). Furthermore, there is a need to conduct a study on the
effectiveness of individual HRM functions in the context of sustainable HRM, which could
potentially uncover additional barriers to implementation. According to Li et al. (2021), firms
are granted subsidies by the government as a means to encourage investment in green
technology and facilitate emission reduction within the framework of the cap-and-trade
scheme. Future research should aim to investigate the impact of government subsidies and
incentives on the promotion of green technology investment and the reduction of emissions.

Acknowledgement
The researchers would like to acknowledge Universiti Malaysia Pahang Al-Sultan Abdullah,
Social Science Research Grant Scheme (RDU233410) for supporting this project.

References

Ali Khan, M., Sohaib Zubair, S., Sohaib Zubair Scholar, S., Ali Khan Scholar, M., & Mukaram
Ali Khan Scholar, C. (2019). Sustainable development: The role of green HRM.
International Journal of Research in Human Resource Management, 1(2).
https://www.researchgate.net/publication/334317586

Anwar, N., Nik Mahmood, N. H., Yusliza, M. Y., Ramayah, T., Noor Faezah, J., & Khalid, W.
(2020). Green Human Resource Management for organisational citizenship behaviour
towards the environment and environmental performance on a university campus.
Journal of Cleaner Production, 256, 120401.
https://doi.org/10.1016/j.jclepro.2020.120401

Bag, S., & Gupta, S. (2020). Examining the effect of green human capital availability in the
adoption of reverse logistics and remanufacturing operations performance.
International Journal of Manpower, 41(7), 1097-1117. https://doi.org/10.1108/1JM-
07-2019-0349

Bansal, P., Roth, K., Golden-Biddle, K., & Houghton, S. (2000). Al. In Source: The Academy
of Management Journal (Vol. 43, Issue 4). Winn.

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved
70



Advanced International Journal of
Business, Entrepreneurship and SME's | JBES

EISSN: 2682-8545
Volume 5 Issue 18 (December 2023) PP. 62-74
DOI 10.35631/AIJBES.518007
Chams, N., & Garcia-Blandon, J. (2019). On the importance of sustainable human resource
management for the adoption of sustainable development goals. Resources,
Conservation and Recycling, 141, 109-122.
https://doi.org/10.1016/j.resconrec.2018.10.006
Donthu, N., Kumar, S., Mukherjee, D., Pandey, N., & Lim, W. M. (2021). How to conduct a
bibliometric analysis: An overview and guidelines. Journal of Business Research, 133,
285-296. https://doi.org/10.1016/j.jbusres.2021.04.070
Dumont, J., Shen, J., & Deng, X. (2017). Effects of Green HRM Practices on Employee
Workplace Green Behavior: The Role of Psychological Green Climate and Employee
Green  Values. Human Resource Management, 56(4), 613-627.
https://doi.org/10.1002/hrm.21792
Engler, S. (2014). Bibliometrics and the study of religion\sl. In Religion (Vol. 44, Issue 2, pp.
193-219). https://doi.org/10.1080/0048721X.2014.893680
Gao, P., Meng, F., Mata, M. N., Martins, J. M., Igbal, S., Correia, A. B., Dantas, R. M.,
Waheed, A., Xavier Rita, J., & Farrukh, M. (2021). Trends and future research in
electronic marketing: A bibliometric analysis of twenty years. Journal of Theoretical
and  Applied  Electronic  Commerce  Research,  16(5), 1667-1679.
https://doi.org/10.3390/jtaer16050094
Guerci, M., Longoni, A., & Luzzini, D. (2016). Translating stakeholder pressures into
environmental performance — the mediating role of green HRM practices. International
Journal of Human Resource Management, 27(2), 262-289.
https://doi.org/10.1080/09585192.2015.1065431
He, L., & Chen, L. (2021). The incentive effects of different government subsidy policies on
green  buildings. Renewable and Sustainable Energy Reviews, 135.
https://doi.org/10.1016/j.rser.2020.110123
Huertas Gonzélez-Serrano, M., Jones, P., & Llanos-Contrera, O. (2020). An overview of sport
entrepreneurship field: a bibliometric analysis of the articles published in the Web of
Science. Sport in Society, 23(2), 296-314.
https://doi.org/10.1080/17430437.2019.1607307
Huo, W., Li, X., Zheng, M., Liu, Y., & Yan, J. (2020). Commitment to human resource
management of the top management team for green creativity. Sustainability
(Switzerland), 12(3). https://doi.org/10.3390/su12031008
Jabbour, C. J. C., & De Sousa Jabbour, A. B. L. (2016a). Green Human Resource Management
and Green Supply Chain Management: Linking two emerging agendas. Journal of
Cleaner Production, 112, 1824-1833. https://doi.org/10.1016/j.jclepro.2015.01.052
Jabbour, C. J. C., & De Sousa Jabbour, A. B. L. (2016b). Green Human Resource Management
and Green Supply Chain Management: Linking two emerging agendas. Journal of
Cleaner Production, 112, 1824-1833. https://doi.org/10.1016/j.jclepro.2015.01.052
Jackson, S. E., Renwick, D. W. S., Jabbour, C. J. C., & Muller-Camen, M. (2011).
Forschungsstand  und  entwicklungsméglichkeiten  fir  umweltorientiertes
personalmanagement:. Einfiihrung in das schwerpunktheft. Zeitschrift Fur
Personalforschung, 25(2), 99-116. https://doi.org/10.1688/1862-
0000_zfP_2011_02_Jackson
Jiang, K., Lepak, D. P., Hu, J., & Baer, J. C. (2012). How does human resource management
influence organizational outcomes? A meta-analytic investigation of mediating
mechanisms.  Academy of Management Journal, 55(6), 1264-1294.
https://doi.org/10.5465/amj.2011.0088
Kainzbauer, A., Rungruang, P., & Hallinger, P. (2021). How does research on sustainable
human resource management contribute to corporate sustainability: A document co-

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved
71



Advanced International Journal of
Business, Entrepreneurship and SME's | JBES

EISSN: 2682-8545
Volume 5 Issue 18 (December 2023) PP. 62-74
DOI 10.35631/AIJBES.518007
citation analysis, 1982—2021. In Sustainability (Switzerland) (\Vol. 13, Issue 21). MDPI.
https://doi.org/10.3390/su132111745
Khalid, H. A. M., Harun, H., Noor, A. M., & Hashim, H. M. (2021). Green Human Resource
Management, Perceived Organizational Support and Organizational Citizenship
Behavior towards Environment in Malaysian Petroleum Refineries. SHS Web of
Conferences, 124, 11001. https://doi.org/10.1051/shsconf/202112411001
Kim, Y. J., Kim, W. G., Choi, H. M., & Phetvaroon, K. (2019). The effect of green human
resource management on hotel employees’ eco-friendly behavior and environmental
performance. International Journal of Hospitality Management, 76, 83-93.
https://doi.org/10.1016/j.ijhm.2018.04.007
Krsti¢, M. (2021). Higher education as determinant of competitiveness and sustainable
economic development. In Critical Studies on Corporate Responsibility, Governance
and Sustainability (Vol. 14, pp. 15-34). Emerald Group Holdings Ltd.
https://doi.org/10.1108/S2043-905920210000015002
Lee, J., & Joo, H. Y. (2020). The impact of top management’s support on the collaboration of
green supply chain participants and environmental performance. Sustainability
(Switzerland), 12(21), 1-20. https://doi.org/10.3390/su12219090
Li, Z., Pan, Y., Yang, W., Ma, J., & Zhou, M. (2021). Effects of government subsidies on green
technology investment and green marketing coordination of supply chain under the cap-
and-trade mechanism. Energy Economics, 101.
https://doi.org/10.1016/j.enec0.2021.105426
Luo, S., & Mabrouk, F. (2022). Nexus between natural resources, globalization and ecological
sustainability in resource-rich countries: Dynamic role of green technology and
environmental  regulation.  Resources  Policy,  79(September),  103027.
https://doi.org/10.1016/j.resourpol.2022.103027
Luu, T. T. (2018). Employees’ green recovery performance: the roles of green HR practices
and  serving culture. Journal of  Sustainable  Tourism, 26(8).
https://doi.org/10.1080/09669582.2018.1443113
Macke, J., & Genari, D. (2019). Systematic literature review on sustainable human resource
management. Journal of Cleaner Production, 208, 806-815.
https://doi.org/10.1016/j.jclepro.2018.10.091
Mongeon, P., & Paul-Hus, A. (2016). The journal coverage of Web of Science and Scopus: a
comparative analysis. Scientometrics, 106(1), 213-228.
https://doi.org/10.1007/s11192-015-1765-5
Mousa, S. K., & Othman, M. (2020). The impact of green human resource management
practices on sustainable performance in healthcare organisations: A conceptual
framework. Journal of Cleaner Production, 243.
https://doi.org/10.1016/j.jclepro.2019.118595
Ouyang, Z., Wei, W., & Chi, C. G. (2019). Environment management in the hotel industry:
does institutional environment matter? International Journal of Hospitality
Management, 77, 353-364. https://doi.org/10.1016/}.ijhm.2018.07.015
Paillé, P., Chen, Y., Boiral, O., & Jin, J. (2014). The Impact of Human Resource Management
on Environmental Performance: An Employee-Level Study. Journal of Business Ethics,
121(3), 451-466. https://doi.org/10.1007/s10551-013-1732-0
Paillé, P., Valéau, P., & Renwick, D. W. (2020). Leveraging green human resource practices
to achieve environmental sustainability. Journal of Cleaner Production, 260.
https://doi.org/10.1016/j.jclepro.2020.121137
Pham, N. T., Tuckova, Z., & Chiappetta Jabbour, C. J. (2019). Greening the hospitality
industry: How do green human resource management practices influence organizational
Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved

72



Advanced International Journal of
Business, Entrepreneurship and SME's | JBES

EISSN: 2682-8545

Volume 5 Issue 18 (December 2023) PP. 62-74

DOI 10.35631/AIJBES.518007

citizenship behavior in hotels? A mixed-methods study. Tourism Management, 72,
386-399. https://doi.org/10.1016/j.tourman.2018.12.008

Pham, N. T., Vo Thanh, T., Tu¢kova, Z., & Thuy, V. T. N. (2020). The role of green human
resource management in driving hotel’s environmental performance: Interaction and
mediation analysis. International Journal of Hospitality Management, 88.
https://doi.org/10.1016/j.ijhm.2019.102392

Quintana-Garcia, C., Benavides-Chicén, C. G., & Marchante-Lara, M. (2021). Does a green
supply chain improve corporate reputation? Empirical evidence from European
manufacturing sectors. Industrial Marketing Management, 92, 344-353.
https://doi.org/10.1016/j.indmarman.2019.12.011

Renwick, D. W. S., Redman, T., & Maguire, S. (2012). Green Human Resource Management:
A Review and Research Agenda*i jmr_328 1..14. https://doi.org/10.1111/(ISSN)1468-
2370/homepage/teaching___

Saeed, B. Bin, Afsar, B., Hafeez, S., Khan, 1., Tahir, M., & Afridi, M. A. (2019). Promoting
employee’s proenvironmental behavior through green human resource management
practices. Corporate Social Responsibility and Environmental Management, 26(2),
424-438. https://doi.org/10.1002/csr.1694

Shah, M. (2019). Green human resource management: Development of a valid measurement
scale.  Business  Strategy and the  Environment, 28(5), 771-785.
https://doi.org/10.1002/bse.2279

Shahzad, I. A., Farrukh, M., Wu, Y., & Trunk, N. (2021). Human systems management: A
retrospective of 40 years. Human Systems Management, 40(1), 15-30.
https://doi.org/10.3233/HSM-200999

Singjai, K., Winata, L., & Kummer, T. F. (2018). Green initiatives and their competitive
advantage for the hotel industry in developing countries. International Journal of
Hospitality Management, 75, 131-143. https://doi.org/10.1016/j.ijhm.2018.03.007

Tweneboa Kodua, L., Xiao, Y., Adjei, N. O., Asante, D., Ofosu, B. O., & Amankona, D.
(2022). Barriers to green human resources management (GHRM) implementation in
developing countries. Evidence from Ghana. Journal of Cleaner Production,
340(October 2021), 130671. https://doi.org/10.1016/j.jclepro.2022.130671

Wang, X., Wang, Y., & Wei, C. (2023). The impact of natural resource abundance on green
economic growth in the belt and road countries: The role of institutional quality.
Environmental  Impact  Assessment  Review, 98(July  2022), 106977.
https://doi.org/10.1016/j.eiar.2022.106977

Yang, W., Pan, Y., Ma, J,, Yang, T., & Ke, X. (2020). Effects of allowance allocation rules on
green technology investment and product pricing under the cap-and-trade mechanism.
Energy Policy, 139. https://doi.org/10.1016/j.enpol.2020.111333

Yong, J. Y., Yusliza, M. Y., & Fawehinmi, O. O. (2020). Green human resource management:
A systematic literature review from 2007 to 2019. Benchmarking, 27(7), 2005-2027.
https://doi.org/10.1108/BI1J-12-2018-0438

Yong, J. Y., Yusliza, M. Y., Ramayah, T., & Fawehinmi, O. (2019). Nexus between green
intellectual capital and green human resource management. Journal of Cleaner
Production, 215, 364-374. https://doi.org/10.1016/j.jclepro.2018.12.306

Zaid, A. A., Jaaron, A. A. M., & Talib Bon, A. (2018). The impact of green human resource
management and green supply chain management practices on sustainable
performance: An empirical study. Journal of Cleaner Production, 204, 965-979.
https://doi.org/10.1016/j.jclepro.2018.09.062

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved
73



Advanced International Journal of

Business, Entrepreneurship and SME's | JBES
EISSN: 2682-8545

Volume 5 Issue 18 (December 2023) PP. 62-74
DOI 10.35631/A1JBES.518007

Zhang, D., & Vigne, S. A. (2021). How does innovation efficiency contribute to green
productivity? A financial constraint perspective. Journal of Cleaner Production, 280.

https://doi.org/10.1016/j.jclepro.2020.124000

Copyright © GLOBAL ACADEMIC EXCELLENCE (M) SDN BHD - All rights reserved

74



