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ABSTRACT

Purpose: This systematic literature review aims to bridge the gap in the existing
literature on Sustainable Human Resource Management (SHRM) by providing a
comprehensive analysis of selected empirical studies published between 2005 and
NBR
Design/methodology/approach: A total of 80 empirical studies were systematically
shortlisted and analyzed using a step-by-step approach based on the Preferred
Review of Items for Systematic Review and Meta-Analysis (PRISMA) Framework and
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07, 2025 though the quality assurance checklist of Critical Appraisal Skills Programme (CASP).
pp. 26-54 This helped in the development of Context, Intervention, Mechanism and Outcomes
DOL (CIMO) Framework to further guide this study.

https://doi.org/10.37435/n
br.v7il.109

Findings: This study highlighted how organizations may utilize SHRM as a strategic
This work is licensed function to gain competitive advantage. Based on a thorough analysis of shortlisted
under a Creative research studies; this systematic review offers a trend analysis of empirical research

Commons Attribution 40 i1y the domain of SHRM through a new theoretical research framework, a new CIMO
International License.

framework, propositions, and an insightful discussion having watershed moments of
E"

major historical periods for the evolution of SHRM. Notably, the Ability-Motivation-
Opportunity theory emerged as the most frequently cited underpinning theoretical

lens for empirical quantitative studies on SHRM. A significant trend of using
deductive reasoning through a higher reliance on cross-sectional, self-reported, and
quantitative studies was observed in the literature.

Originality: No previous review-based study had provided a thematic trend analysis
for empirical research on SHRM and this study filled that literature gap. Moreover,
this study offers a new theoretical research framework, propositions based on recent
literature and a CIMO framework. It also throws light on the prevailing use of
research approach, choice of theories, commonly used measurement scales,
industries/sectors being studied, response rates, units of analysis, and analytical
techniques employed in the past empirical research in this domain of SHRM.
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INTRODUCTION

In recent years, businesses have become aware of the need to implement
environmentally friendly practices and policies as a base for competitive advantage
(Ahmad, 2015; El Baroudi et al., 2023; Hooi et al., 2022). It is because of environmental
degradation and climate change which are among the most pressing global concerns
of the 21st century, leading to significant economic losses (Shafaei et al., 2020). Both
researchers and practitioners have agreed upon the fact that the reasons for such
environmental decline are deeply rooted in the human behavior (Anwar et al., 2020).
Consequently, environmental sustainability is becoming an integral part of
organizations around the world. A global survey showed that more than 43 percent
of companies are considering sustainability as one of the key aspects of their business
goals, mission, and values to better align those with the expectations of stakeholders
(Muisyo et al., 2022; Tuan, 2021; Yusoff et al., 2020).

Human resources management (HRM) plays a key role in enabling organizations to
effectively implement environmental management policies (Ren et al., 2018). Recent
studies suggest that the implementation of sustainable human resource management
(SHRM) can enhance individual, team, and group-level performance along with the
organization’s environmental and financial performance. It can also help in better
compliance with environmental standards for the organizations by aligning various
HRM practices with environmental-friendly corporate goals. SHRM refers to the
“inclusion of environment consciousness within the whole HRM process of hiring, training,
rewarding, and, developing a green workforce that understands environment-friendly values,
practices, and initiatives” (Anwar et al., 2020, p. 3). Unlike the traditional HRM function;
SHRM emphasizes environmental sustainability for achieving the greater goal of
environmental protection either through regulatory compliance or voluntarily in line
with the sustainable development goal of the United Nations Organization (UNO) at
the broader level and more specifically for the organizations to get themselves aligned
with the triple bottom line approach (Shahzad, 2025).

This study aims to advance the literature through a systematic review of SHRM
research published during the last two decades (2005 to 2024). Systematic literature
reviews on SHRM have been conducted in the past but for a limited timeframe (e.g.,
Yong et al.,, 2019). The origin of SHRM can be traced back in the literature of last two
decades, and it is often argued that the inclusion of a fresh time period may provide
a holistic view for the evolution of SHRM (Li et al., 2023). Hence, this systematic
literature review is one of few research studies which cover 20 years of literature
starting from 2005 and 2024. Current study was guided by a research question and it
is that “how have empirical research trends in Sustainable Human Resource
Management (SHRM) evolved over the past two decades, specifically regarding the
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adoption of theoretical lenses and common research methodologies, and how can a
new CIMO (Context, Intervention, Mechanism, Outcome) framework and newly
derived propositions be utilized to synthesize insights for this study and guide future
scholarly inquiry?”

Moreover, unlike the previous review-based studies on SHRM (Li et al., 2023; Muisyo
et al.,, 2022; Ren et al., 2018; Tariq et al., 2016), this study not only examined the
research published over the last 20 years but it also covers different aspects of the
previous studies that are the key for theoretical and methodological pattern analysis
for future studies on SHRM which is one of the objectives of this research study based
on a systematic literature review. Previous research studies primarily focused on the
general understanding for the domain of SHRM while ignoring the research trends in
empirical research. This study tried to gauge the extent to which different
underpinning theories, measurement scales, industries/sectors, research approaches,
response rates, etc., have been reported in the past research along with the watershed
moments of last two decades for the evolution of SHRM. This factor has distinguished
this study from the previous systematic literature reviews. It will also help future
scholars to make informed decisions for further theoretical and methodological
progress. The findings of this study provide not only the future research directions
but it also the several takeaways for practitioners interested in the implementation of
SHRM.

LITERATURE REVIEW

Sustainable Human Resource Management (SHRM) is a new normal for businesses
in this 21¢t century. As a function of sustainable business, it gets the organizational
activities aligned with the sustainable development goals of UNO and with the triple
bottom line approach (Ahmad, 2015). A sustainable business follows the approach of
a triple bottom line for an equal emphasis on the needs of people, profit, and the
planet. Businesses usually have a greater focus on the motive of profit and they tend
to ignore the other two until regulatory compliance becomes mandatory (Shah &
Soomro, 2023). However, with the passage of time, environmental issues such as
water crisis, global warming, unpredictable rains etc., have intellectually stimulated
stakeholders to put pressure on the top management of organization for having a
greater focus on green organizational functions (Chen et al., 2021). Hence, the
following proposition has been extracted after the relevant review of the literature for
further deductive reasoning in future studies:

Proposition 1: Organizations that openly adopt sustainable development goals and the triple
bottom line approach into their core business strategy through SHRM practices will exhibit
higher levels of environmental performance and a positive societal impact.

Adoption of SHRM Practices

There are different green organizational functions such as green marketing, green

supply chain management, green finance, green production, etc. Similarly, there is the

organizational function of green human resource management (GHRM) that almost

runs parallel to sustainable human resource management (Ahmad, 2015; Dumont et

al.,, 2017; Tang et al., 2018). However, there is a difference between the two concepts.
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Sustainable human resource management focuses on the implementation of all three
components of the triple bottom line approach through the HRM practices., i.e., equal
focus on people, profit, and the planet. However, green HRM depicts the extent of
sole focus by an organization on green activities through the practices of HRM
(Shahzad, 2020). Organizations may have different ways to gauge their involvement
in SHRM or GHRM. However, there is no uniform mechanism in the literature for
applying these concepts and these concepts are still evolving in the literature and
practice (El Baroudi et al., 2023; Hooi et al., 2022; Shahzad, 2020). Mechanism for
adoption of SHRM depends on the legal and regulatory compliance needed by an
organization working in a specific sector or industry of a country (Shahzad, 2020).
Available literature shows that the most commonly adopted practices of SHRM
include green recruitment and selection, environmental training and development,
green performance appraisal, eco-based reward and recognition systems, employee
empowerment for green initiatives, sustainability-oriented work design, green health
and safety policies (Ahmad & Umrani, 2019; Freitas et al., 2020; Islam et al., 2020). The
following proposition supports the relevant review of the literature for further
deductive reasoning:

Proposition 2: A comprehensive adoption of a range of SHRM practices (e.g., green hiring,
environmental training, green performance appraisal, eco-based rewards, and green health &
safety policies) is positively associated with an organization’s overall sustainability
performance.

Environmental Regulations

Bulk of literature on SHRM adoption explained that it somehow requires the presence
of legal guidelines and environmental regulations in a country. One of the reasons for
an increased adoption of SHRM practices in the western countries is the
governmental regulations, policy frameworks for an industry, and the legal
requirements. Moreover, there is an increased level of awareness for the needs of
planet earth and there is a surge in the stakeholders” pressure on board members of
corporations to pay back to the society through sustainability related measures. In
Asia, the increased adoption of SHRM is mainly due to the governmental and legal
pressures mainly as a result of heavy industrialization in the last two decades
(Shahzad, 2025). Such pressure from government, non-governmental organizations,
and other stakeholders forces the top management to adopt SHRM practices at least
to be at par with the competitors of that respective industry (Berrone & Gomez-Mejia,
2009).

Organizations use SHRM to improve environmental performance, satisfy
stakeholders, and adhere to the environmental requirements set by regulatory
authorities from time to time (Hameed et al., 2020). SHRM, if properly adopted, plays
a crucial role in the organizational efforts to combat pollution and embrace green
practices which have a favorable impact on the organizations’ financial performance
as well (Ahmad, 2015; Dumont et al., 2017; Tang et al., 2018). SHRM practices help
employees deal with the environmental issues along with their routine organizational
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affairs (Ababneh, 2021; Chen et al., 2021; Darvishmotevali & Altinay, 2022; Hooi et al.,
2022; Rubel et al., 2021). The association between SHRM and volunteer green
behaviors of employees enhances employee involvement, personal qualities, and the
sharing of green information among relevant stakeholders. SHRM practices and
green behavior of employees are often related (El Baroudi et al., 2023; Hooi et al,,
2022). SHRM practices have a positive impact on environmental behavior and have
the potential to promote environmental sustainability within the organizations (Shah
& Soomro, 2023). The following proposition supports the relevant review of the
literature for further deductive reasoning;:

Proposition 3: Higher requirements of legal regulations for environmental compliance and
greater stakeholder pressure on organizations are positively related to the adoption rate of
SHRM practices.

Antecedents of SHRM

Evidence from the available literature depicts that there are different antecedents that
lead to the adoption of SHRM by an organization. Environmental regulations and
institutional pressures (e.g., ISO 14001 certification) are among those such
antecedents. Moreover, top management commitment, stakeholder expectations
(customers, regulators, society), organizational orientation towards corporate social
responsibility (CSR), organizational culture and green values, style of leadership (e.g.,
transformational, ethical, or servant leadership), industry-type and sector (e.g.,
manufacturing vs. service), employee green attitudes and environmental awareness,
training and empowerment initiatives, etc., are some of the major antecedents for the
effective implementation of SHRM (Hooi et al., 2022; Ren et al., 2018; Tian et al., 2018).
The following proposition supports the relevant review of the literature for further
deductive reasoning:

Proposition 4: Top management commitment and strong adoption of green organizational
culture significantly moderate the relationship between external institutional pressures and
effective implementation of SHRM practices.

Commonly used Theoretical Lens and Research Trends

With reference to the theoretical foundations for the empirical research on SHRM; the
available body of knowledge shows that the Ability-Motivation-Opportunity (AMO)
theory has been the most cited underpinning theory. Other theories that have been
commonly used in the empirical research on SHRM include Resource-Based View
(RBV), Social Exchange Theory, Institutional Theory, Stakeholder Theory,
Contingency & Fit theories, self-determination and cognitive-affective system theory
(for behavioral outcomes) (e.g., Brekke & Nyborg, 2008; Carmona-Moreno et al., 2012;
Cherian & Jacob, 2012). The adoption of research trends in the past literature depicts
that the dominant approach is quantitative, cross-sectional, and had deductive
reasoning (Anwar et al., 2020; Kim et al., 2019; Yong & Mohd-Yusoff, 2016). Such
empirical studies have often focused on the manufacturing industry with a growing
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interest in service sectors as well (e.g., hospitality, healthcare), and of late there has
been an increasing trend for the adoption of SHRM in the developing countries of
Asia as well (Hooi et al., 2022; Ren et al., 2018; Tian et al., 2018; Shahzad, 2025). The
following proposition supports the relevant review of the literature for further
deductive reasoning:

Proposition 5: Ability-Motivation-Opportunity (AMO) theory acts as a stronger predictor for
the relationship between SHRM practices and employee-level green behaviors compared to
studies using other theoretical lenses.

Outcomes of SHRM

There are different individual-level and organizational-level outcomes of SHRM.
Some of the individual-level outcomes include green behavior, job satisfaction and
engagement, psychological empowerment, increased environmental knowledge, and
organizational citizenship behavior for the environment (OCBE). Organizational-
level outcomes of SHRM include improved environmental performance, compliance
with environmental standards, better reputation with the stakeholders, strategic
competitive advantage, and an improved financial performance (Begley, 1996; Chan,
2009; Freitas et al., 2020; Shahzad, 2020; Shahzad, 2025 Teixeira et al., 2012). The
following proposition supports the relevant review of literature for further deductive
reasoning:

Proposition 6: Practical implementation of SHRM practices positively influences both
individual-level outcomes (e.g., green behavior at work, OCBE) and organizational-level

outcomes (e.g., improved environmental performance, and financial performance).

Based on the findings of literature, theoretical framework as shown in the figure 1
serves as a guiding research framework for this study:
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Environmental Regulations

Top Management Commitment [ ______________] Stakeholders Pressure
¥
Antecedents/Drivers of SHRM > Organizational Culture and Green
Values

¥
SHRM Practices (Training,
Compensation & Rewards etc.)

¥
Theoretical Lenses b oo AMO, RBY, SET etc.

Individual Qutcomes
(Engagement, OCB etc.)

Organizational Outcomes
(e.g., Env. Performance etc.)

Figure 1 Theoretical Framework for Mapping the Current Study

(Source: Author’s own work)

METHODS

Time Period

This systematic literature review is based on selected empirical studies published
from June 2005 to June 2024. A major reason for the selection of this period was that
there had been early evidence of SHRM concerning sustainable business and SHRM
as an opportunity for strategic advantage at the start of the 21st century. Moreover,
there has been an emphasis on green training in the past literature which is a function
specifically related to SHRM (El Baroudi et al., 2023).
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Selection of Databases and Articles

Only peer-reviewed English-language empirical research papers were selected from
reputable publishers’ databases including Emerald, JSTOR, Springer, Taylor &
Francis, and Willey-Blackwell. These databases are the most common sources for
academic publishing in business and management disciplines. Such a strategy for the
selection of databases has been used in past systematic reviews as well (Hooi et al.,
2022; Ren et al., 2018; Tian et al., 2018).

Keywords

Keywords need to be selected in advance and should be relevant to the topic and
scope of the research (Tranfield et al., 2003). Hence, several keywords were used to
find the articles related to SHRM. This method is quite useful for conducting a
systematic literature review as it emphasizes searching and organizing literature in a
more precise manner (Pittaway et al., 2004). The keywords used for this study were,
“sustainable human resource management, human resource management and
environmental sustainability, human resource management and corporate social
responsibility, strategic green human resource management, dimensions of
sustainable human resource management, sustainable work practices, and
organizational green functions and sustainable HRM”.

Article Search Sources: Web of
Science, Science Direct
(Elsevier), Emerald, JSTOR,

Springerlink, Taylor & Francis

Journals, Willey-Black Well \
Journals. * Cover Period: June 2005
to June 2024
.1 de_n i fying © ]c)r&ietfélrligmg inclusion
ob_]ect.lves. « Search key words: (Sustainable - Total shortlisted results:
. IHVSStl’l.latmlg :he human resource management*), 20 ’
gradual evolution (Human Resource Management . : ;
of sustainable and environmental ¢ ]ilr)leltaz;ﬂcc;cll Iislélclttg)l(ltez?alyms
HRM over the sustainability*), (HRM and
last 20 years. corporate social responsibility*),
(strategic SHRM), (HRM and
green work practices*), \ J/
Definding the (dimensions of green HRM and
boundaries of search sustainable work practices*) and Used the criterion of
(orgnizational green functions categorization by (Macpherson
\ and sustainable HRM*) / and Holt, 2007)

Total Empirical Articles = 80

Figure 2 Steps for Systematic Literature Review (Source: Author’s own work)
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Criteria for Inclusion

Research papers were shortlisted on four merit-based criteria points including 1)
relevance, 2) empirical research, 3) there must be an abstract, and 4) it must be written
in the English language (Hobson, 2005; Macpherson & Holt, 2007; Nurse, 2013). Based
on the PRISMA framework, a search was narrowed gradually based on quality and
relevance as per CASP checklist (see Figure 2). Out of different categories of research
papers; empirical articles were selected and those were published in different
management journals.

Extraction, Synthesis, and Reporting

A systematic literature review is a methodological approach that was conducted here
as per the guidelines of previous literature (Tranfield et al., 2003). This requires the
scrutiny of the research question, context, and content of the study adopting the
principles of quality, credibility, relevance, replicability, and transparency. These also
include the five principles of planning for systematic literature review, search in a
structured manner, evaluation of material against agreed criterion, analysis, and
thematic reporting. However, it gives a cushion to the researcher for logically joining
disorganized data on a specific field of study (Pittaway et al., 2004).

Using PRISMA framework, an initial scan of the literature while using an open search
approach produced 460 items from different databases. These were refined using the
CIMO framework after a CASP checklist. Initially, keeping in view the context,
themes of systematic review, and outcomes in the mind; different short strings were
generated which further helped in exploring the topic. At this stage, research was
limited to those sources which were published only in the English language. This pilot
search found the relevance of 322 items (Tranfield et al., 2003). Moreover, advice from
experts was sought, and more keywords were included. The search engine primarily
produced open-source peer-reviewed articles from Google Scholar along with
additional keywords on the already explored databases. This was to reduce the bias
of using selected databases only (Nijmeijer et al.,, 2014). An Excel worksheet was
maintained to compile the data of empirical articles directly relevant to SHRM that
were finally extracted through the structured approach of the PRISMA framework
(Hobson, 2005; Macpherson and Holt, 2007; Nurse, 2013).

After a structured search from the five databases, 279 articles had topic relevance.
Here, the author was involved in the judgmental process of article selection for
deciding which articles need to be finally included. Where there was confusion, the
opinion of a domain expert was sought. After that, 62 articles were ignored leaving
behind around 217 articles on the basis of relevance in topic or abstract. Further
refinement for the exclusion of 38 articles based on quality concerns was done as per
CASP checklist leaving behind 179 articles. Later on, 3 more articles were excluded
for having only those articles that were directly or indirectly linked to SHRM leaving
behind 176 articles (Hobson, 2005). A thorough textual analysis of 176 articles found
that the final useful number of articles directly relevant to SHRM was 113. Of those
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shortlisted studies, 23 articles were conceptual articles and due to that reason, they
were also excluded. A total of 80 empirical studies were finally obtained for further
analysis. Hence results, analysis, and discussion in the systematic review are based
only on 80 empirical articles. Figure 2 shows the Preferred Reporting of Items for
Systematic Reviews and a Meta-analysis (PRISMA) flow chart that summarizes the
overall process. An Excel sheet was duly maintained for the analysis of those eighty

empirical articles from different perspectives as required in the thematic analysis of
results mentioned in this study (Nurse, 2013). A checklist of 10 questions from the
Critical Appraisal Skills Programme (2018) was used to ensure the quality of finally
shortlisted 80 empirical studies.

atage I — Planning

Pre-pilottrall = 460 records —

Scamming/ Palot Stady = 322 records

[5datahases)

Stage 2 - Spuctured Search|

Adpasted for citations and

of duplicate items = 217

|

removal

Stctared search =279 records

I Atage 5 — Fvaluating / Shifhing matevial

202

Humber of iterns removed due to
non-suitab ity for subject matter = -

Tterms pemamming for full text extrachon
=173

Atage & — Anafvsis and The

matic Coding (data extraction) {

Selected those thatvrere directly Items exchided at thus stage of
relevantto SHEM foranalysis on |+ extrachononthe grounds of quality
Excel=113 ete. =176

Stage §— Final Extraction for Analpsis

Theoretical f concepthal
models =23

Empirical papers =20
(Tnchided mthe stady)

S tematic veviewr !
meta-analysis = 10
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Figure 3 PRISMA Framework Flow of Information from Stage 1 to 4

A CIMO framework was developed as per the directions of previous literature to
refine the search. (Tranfield et al., 2003; Nurse, 2013). Finally shortlisted 80 studies
were used to identify the context, interventions, mechanism, and outcomes for the
implementation of SHRM. Based on the findings of existing body of knowledge,
different factors were identified under these four main categories as given in the
figure 4:

Figure 4 CIMO Framework Extracted from SLR (Source: Author’s own work)

RESULTS OF THE STUDY

A thematic analysis was performed using a literature matrix in the MS Excel
worksheet. The literature matrix helped to systematically enter and extract the
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required data with a few simple steps of data organization. The results of theoretical
findings for some of the major studies are following:

Table 1: Major SHRM Studies (2005-2024) with Watershed Contributions(Source:
Author’s own work)

K .
Year Authors ey C(Tntr.lbutlon /
Finding
Early consideration of
2005 Hobson NGO§' role in green
practices and HR
landscape.
Linked executive
Berrone & compensation with
2009 Gomez- environmental
Mejia performance andagency-
institutional perspective.
Pioneered the role of
Jabbour et HRM in different stages
2010 .
al. of environmental
management.
Carmona Connected
environmental HRM
2012 Moreno et . .
al with sustained
| competitive advantage.
Comprehensive review
Renwick and future research
2013 ot al agenda; and established
’ a foundation for green
HRM.
Employee-level study on
2014 Paillé et HRM s  impact  on
al. environmental
performance.
Systematic literature
Tariq et review focusing on green
2016
al. employee
empowerment.
Developed and validated
Dumont .
2017 green HRM practices
et al.
scale.
2018 Ren et al. Notable review on green

HRM that identified
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Key Contribution /

Y Auth
ear uthors Finding
deductive trends, AMO
theory dominance.
Pham, Mlxed-tr.nethoéi_I . 1vs[tuciy
2019 Tugkové, connesing ©
ot al organizational
' citizenship behavior.
Empirical link
2020 Freitas et between GHRM and
al. CSR, benchmarking
cross-sector insights.
Studied personality and
091 Ababneh emp?oyee eng.agement as
mediators in  green
behavior.
Linked green HRM with
2022 Hooi et al. organizational
citizenship behavior in
Asian context.
El Incorporated green HRM
2023 Baroudi et in strategic frameworks,
al. post-COVID direction.
Recent exploration of
2024 Liet al. spiritual leadership as a

moderator in SHRM and
green behavior link.
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Measurement Scales on SHRM

As per this research, few studies developed new measurement scales related to SHRM
(N =17). Some studies used adopted scales (N = 31) while a few studies used adapted
scales (N = 3). Few studies used descriptive patterns without adopting a specific
measurement scale (N = 29). The analysis showed that 31 different scales have been
used to measure the SHRM concept over the past 20 years. One measurement scale
was found to be used in four different studies as per this analysis (i.e., Ren et al., 2018).
A relatively recent instrument has gained much popularity in contemporary studies
(i.e., Tang et al., 2018). Some scales were developed by other scholars (i.e., Dumont et
al., 2017; Jabbour et al., 2010; Pham et al., 2019).

SHRM Research in the Context of Sector/Industry

The SHRM concept has been studied in both manufacturing and service industries.
The manufacturing industry remained the preferred choice of the researchers (N = 33)
followed by the services sector (N = 23). Several empirical studies investigated the
SHRM phenomenon in both manufacturing and service sectors at the same time (N
=21).

As per the analysis, some studies were conducted on both the manufacturing and
service sectors simultaneously (N = 21). Although, it is fine as the concept is in an
evolving phase. Future researchers need to develop scales relevant to an industry
which may be either for the manufacturing industry or for the services sector in
general. Some studies were purely conducted on the manufacturing industry (N = 33)
and few studies were conducted purely on service sectors (N = 23). There were few
studies that were conducted without considering the application of a specific sector
or industry (N = 3).

Unit of Analysis

Majority of the studies used a single-source data primarily from the managers (N =
34) followed by the data collection from employees only (N = 25). Few studies
reported dyadic data, i.e., manager—subordinate dyads (N = 6). In a few studies,
empirical data was collected from three different sources such as from managers,
employees, and customers (N =4). Only a few studies reported chief executive officers
as the respondents of their study (N = 3). Moreover, there were a few studies that used
multilevel modeling with different units of analysis (N = 2) and some used external
stakeholders such as a customer or regulator as the unit of analysis (N = 10).
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Use of Underpinning Theories

Most of the research studies (N = 70) used one or at times two underpinning theories,
explicitly. Only a few studies did not use or mention any theory. As per the findings,
ability—motivation-opportunity theory has been the most cited theory (N = 11)
followed by resource-based view (N = 10), social exchange theory (N = 5),
stakeholders’ theory (N = 5), institutional theory (N =5 each) and supplies values fit
theory (N = 4). In addition, social identity theory, contingency theory, self-
determination theory, cognitive social theory, and attribution theory have also been
cited as the underpinning theories (N = 2 each). Few theories have been used only
once in an empirical study, including contingency theory, paradox theory, goal-
setting theory, conservation of resource theory, social learning theory, organizational
learning theory, theory of planned behavior, McLeland motivation theory, upper
echelon’s view, agency theory, meta theory, signaling theory, attitude theory, border
theory, boundary theory, absorptive capacity theory and cognitive social theory (N =
1 each).

Research Approach

The quantitative research approach has been the preferred choice of scholars. As per
the analysis, the number of quantitative studies was the highest compared to any
other research approaches (N = 61). However, there is an encouraging trend
concerning mixed methods approach (N =13). Only a few studies explored the SHRM
phenomenon using a qualitative approach (N = 4). Other approaches such as multi-
method, experimental, and case study design have rarely been adopted (N =1 each).

Sample Size in SHRM Research

The majority of the studies that used quantitative methods had a sample size of more
than 200 (N = 37). Only a few studies (N = 5) used a large sample size (e.g., 500 and
above). A considerable number of studies have reported their findings based on a
sample size of less than 200 (N = 30). Moreover, the majority of studies that used a
qualitative approach had a sample size of 12 or less (N = 3). Only one qualitative
research had reported the findings based on 30 interviewees (N = 1). This showed that
within the qualitative research on SHRM, the phenomenological lens has been used
more often compared to the use of grounded theory as this concept is relatively
established in the literature of human resource management.

Data Collection in SHRM Research

Personally administered questionnaire has been the most popular source of data
collection methods (N = 52) followed by the use of online questionnaire surveys (N =
10). However, several studies used a hybrid approach, using both face-to-face and
online data collection strategies (N = 18).
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Response Rate in SHRM Research

As per the analysis, the studies that managed to achieve above 50% response rate (N
= 28) were higher than the studies with a response rate of less than 50% (N = 24).
Surprisingly, there was a large number of studies that did not mention their response
rate (N = 28).

Time Horizon in SHRM Research

As per the review, most of the studies on SHRM were cross-sectional (N = 54). Few
studies used time-lag design (N = 11) and just a few studies were longitudinal studies
(N = 3). Some studies did not report the time horizon of the study (N = 12).

Use of Data Analysis Software

Based on the analysis, quantitative researchers have extensively used 2nd generation
techniques for data analysis. The use of AMOS (N = 16) and Smart PLS (N =13)
remained the popular choice among. Nevertheless, majority of the SHRM researchers
used IBM SPSS (N =27) including in some of the recently published articles. LISERAL
and Mplus were used and considered by only a few studies (N = 3 each).
Unexpectedly, some of the studies did not even report the software that they used for
the data analysis (N = 11). Other programs such as Stata, QDA Miner Lite, Excel,
SciMAT, and iNetPrivacy were only used once (N = 1 each). Moreover, NVIVO (N =
2) and Atlas Ti (N = 1) have also been used for the qualitative data analysis.

Use of Bundle versus Individual SHRM Practices

Bulk of the research on SHRM practices examined it as the bundling practice (N = 50)
while some studies focused on the individual SHRM practices as well, especially for
the separate use of variables (N = 23). Few studies did not take a clear stance on
individual versus bundle practices (N = 7).

DISCUSSION

This systematic literature review explored the dynamic evolution within the domain
of Sustainable Human Resource Management (SHRM) from 2005 to 2024. The initial
phase (2005-2010) was of the promising emergence of SHRM. During this era, early
attempts were made for the conceptualizations for distinguishing it from Green HRM;
although, we can observe a low number of empirical studies. This foundational period
gradually cemented the way for the critical theoretical grounding which can be
observed between 2011-2013. During this era, frameworks such as the Ability-
Motivation-Opportunity (AMO) theory got prominence by setting the theoretical
underpinnings that were necessary for strong future research, although there was a
temporary decline in the empirical research output around 2016.

A new and significant surge in the empirical research output can be observed from
2014 onwards which particularly got accelerated from 2020-2024. This period
established a major watershed which was motivated by an increased divergence in
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research focus and the development of new measurement scales along with an
evident response to global events such as COVID-19. This factor incited the interest
of SHRM scholars in areas like green health and safety. In this era, there was
considerable growth in the publications, along with the rising average citations which
resulted in the maturation of SHRM as a field by developing it from a domain of
largely quantitative, cross-sectional studies towards a greater adoption of mixed
methods research with a prolonged focus on the services sector and with a persistent
demand for multilevel and longitudinal research to further advance the theoretical
and practical understanding of the field.

Watershed Moments
in Systematic Literature Review

Shift to
integrated
GHRM
frameworks

Focus on
environmental
sustainability

Heightened
theoretical
elaboration

v

2010 2014 2018 2023
Focus on Increassing
environmen- emphasis
tal on outcomes

sustainability

Figure 5. Major Watershed Moments during Evolution of SHRM (2005 — 2024)

(Source: Author’s own work)

The majority of research on Sustainable Human Resource Management (SHRM) has
been quantitative using the deductive method (Jia et al., 2018; Paillé et al., 2014).
However, the SHRM literature needs to use a wider variety of research techniques.
There aren't enough qualitative studies, exploratory studies, case studies, and
experimental studies in the field of sustainable HRM, even though some researchers
have studied the phenomenon through a mixed-method approache (Davis et al., 2020;
Mishra et al., 2014; Mousa & Othman, 2020; Yu & Zellmer-Bruhn, 2018). An increasing
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trend of systematic literature reviews on SHRM has been observed but there is a need
to further organize the literature on SHRM from different perspectives (Cherian &
Jacob, 2012; Pham et al., 2019; Pham et al., 2019; Renwick et al., 2013; Santana et al.,
2020; Tariq et al., 2016). Given the significant empirical and theoretical work on
SHRM, it is anticipated that more academics will contribute to systematic literature
evaluations in the future (Chan, 2009; Haddock-Millar et al., 2016; Perron et al., 2006).
To further establish and investigate theories like social learning, social exchange, and
institutional theory in the context of sustainable Human Resource Management
(SHRM), more deductive research is required. The use of other theories that are
already in existence as well as creating new ones through inductive research; both are
necessary. The ability-motivation-opportunity theory and resource-based theory are
the two that have been most frequently used in SHRM-related empirical research
showing an emphasis on employees' capacities, drives, and opportunities to engage
in SHRM practices. Concerning the use of bundle versus individual practices of
SHRM, most of the studies have used bundle practices in SHRM (Ahmad & Umrani,
2019; Freitas et al., 2020; Islam et al., 2020). The reason for using bundle practices is
that scholars use all the SHRM practices as a part of the SHRM domain. However, a
few practices may be more influential than other SHRM practices and that's why
research on individual practices might be equally important. There are some studies
on individual practices of SHRM as well (Berrone & Gomez-Mejia, 2009; Pham,
Tuckova et al.,, 2019; Song et al., 2020; Xie et al., 2020).

Previous research on Sustainable Human Resource Management (SHRM) has
predominantly focused on using SHRM practices as independent variable, with only
limited studies exploring indirect effects or using SHRM as an outcome variable.
There is a need for research to examine the impact of various antecedents and
contextual factors concerning SHRM. Additionally, studies are needed to determine
which specific SHRM practice is most effective under different contextual factors.
Some studies have also explored the mediating role of SHRM. Future studies should
examine the effect of environmental, organizational, and individual-level antecedents
on SHRM, providing an opportunity for scale development and exploration of SHRM
as an outcome level construct. For the quantitative measurement of the concept of
SHRM, there are a few studies in the literature that have developed new measurement
scales on SHRM (Dumont et al., 2017; Jia et al., 2018; Ren et al., 2018). However, most
of the studies on SHRM have adopted previous measurement scales. The reason for
new scale development is that SHRM research has had a real impetus for progression
of late. Most of the quantitative studies as cited in this research have shown that the
practice of adopted scales is more prevalent. Hence, there is a need to develop new
measurement scales and to further refine previous measurement scales on SHRM by
adapting them and making them more context-relevant, especially for developing
countries.

There have been relatively less research studies on the service sectors with the
majority of prior research concentrating on the manufacturing industry (e.g., Berrone
& Gomez-Mejia, 2009; Freitas et al., 2020; Xie et al., 2020). The current focus on the
hospitality, tourism, and hotel industry has elevated the services sector for SHRM
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research (Anwar et al., 2020; Paillé et al., 2020; Tan et al., 2019; Yusliza et al., 2017).
There is a need to research how SHRM is perceived and used in various service
sectors. This is because the majority of public sector organizations worldwide are
service-based organizations (Antonioli et al., 2013). Particularly after COVID-19, the
global services, including internet-based enterprises have grown in number requiring
research related to SHRM, particularly by incorporating green health and safety as a
practice of SHRM (Shahzad, 2023). This study has also found that in most of the
SHRM research, employees were the respondents, and rightly so because they are at
the direct receiving end of SHRM practices (Ahmad & Umrani, 2019; Xie et al., 2020).
However, in relatively a few studies, managers and even the top managers were the
respondents (Freitas et al., 2020; Mousa & Othman, 2020). It is also important that
research studies on SHRM should explore the actual implementation of SHRM in
comparison to the intended SHRM. For that matter, multi-source data needs to be
collected such as company documents, policies, job descriptions of employees,
reward structures, appraisal forms, policies on company websites, etc., which can
prove to be useful resources in this regard. The individual employee was the primary
unit of analysis in empirical studies of SHRM.

In most of the empirical studies referred to this study, the sample size was less than
300. A relatively larger sample size must be taken for greater generalization especially
while developing new measurement scales where data needs repeated collection and
analysis to establish validity. In the qualitative studies, the sample size was 12 or less
than it. There was only one study with 30 respondents. This is mainly due to the
reason that the concept is relatively established and phenomenological studies are
more prevalent compared to grounded theory. In most of the quantitative survey-
based studies on SHRM, the response rate has been less than 50 % for data collection
(Anwar et al., 2020; Kim et al., 2019; Yong & Mohd-Yusoff, 2016). Researchers need to
come up with innovative ways to align with the industry to reduce the academia-
industry gap and increase the response rate in the studies on SHRM. Furthermore,
one reason for the low response rate is that the concept of SHRM is still in the nascent
phase and is still being implemented in many developing economies on an
experimental basis (Daily et al., 2012; Davis et al., 2020; Diaz-Carrion et al., 2021).
Regarding the time dimensions of research, the majority of studies have used a cross-
sectional design with little use of time lags for data collection (Ahmad & Umrani,
2019; Antonioli et al., 2013; Anwar et al., 2020; Freitas et al., 2020; Tuan, 2021; Xie et
al., 2020; Zhao et al., 2020). The lack of longitudinal studies raises concerns about
proving causality in cross-sectional studies (Berrone & Gomez-Mejia, 2009). The
requirement for time lag and longitudinal research is further highlighted by the
common method bias associated with cross-sectional studies and the dependence on
self-reported data (Antonioli et al., 2013; Tuan, 2021; Zhao et al., 2020). The validity of
causal claims is increased when time lag and longitudinal designs are included in data
collection (Berrone & Gomez-Mejia, 2009). There is a need for SHRM studies to
examine this discrepancy as there hasn't been much research on ISO 14001-certified
companies. To advance the literature on SHRM and to meet sustainable development
objectives, regulatory bodies must be educated and then they should do the capacity
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building of others. The understanding and application of SHRM can be improved by
new findings in this field (Begley, 1996; Chan, 2009; Freitas et al., 2020; Shahzad, 2025;
Teixeira et al., 2012).

CONCLUSION AND IMPLICATIONS

This study examined the various effects of implementing SHRM in businesses and
the contribution of past empirical research to this area of human resource
management. Initiatives based on corporate social responsibility, staff training
programs, environmental certification schemes, and more can contribute positively to
refining a positive image for organizations in the eyes of environmental stakeholders,
particularly customers, regulators, and government bodies. SHRM practices can
influence employee cognition and behavior, leading to enhanced psychological
satisfaction and the resolution of stakeholder issues. The HR manager plays a key role
in the implementation of SHRM practices and in boosting employee motivation
toward initiatives related to environmental sustainability.

Theoretical Implications

This study highlighted the necessity of achieving cross-cultural consensus on the
definition of SHRM while highlighting its critical significance in having eco-friendly
practices that enhance financial performance. Strengthening the theoretical
underpinnings of SHRM may refine conceptual boundaries and advance theoretical
evolution. This study reveals a widespread reliance on quantitative, deductive
studies, requiring methodological diversity. By incorporating more qualitative,
exploratory, and experimental inquiries into the SHRM domain can reveal
complicated sides of practice. By acknowledging the pervasiveness of the Ability-
Motivation-Opportunity (AMO) and resource-based theories, this study advocates
for an inclusive examination of established theories, such as social learning theory,
social exchange theory, and institutional frameworks within the paradigm of SHRM.
Leveraging on the existing theories and imitating new ones through inductive
research will strengthen the theoretical foundation for SHRM.

Practical Implications

Practical implications need the use of SHRM practices. This involves capitalizing in
employee training with respect to relevant green skills and familiarizing SHRM
approaches to meet different industry requirements. Emphasis on environmental
responsibility culture that includes both employees and managers’ nurtures
comprehensive engagement and long-term commitment. Cooperating with
regulatory bodies ensures that SHRM practices line up with environmental
regulations. Communicating for SHRM initiatives with stakeholders enhances
organizational reputation and integrating SHRM principles into education makes
them ready to be good future professionals. Environmental certification initiatives at
individual and organizational level is also required. Moreover, acceptance of SHRM
practices in the post-pandemic COVID-19 era to address health and safety concerns
is also essential. Below are some of the crisp action points for practitioners/managers
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in the real-world organizations regarding Sustainable Human Resource Management
(SHRM).

Actively get engage for strong commitment from the top leadership and
simultaneously nurture an organizational culture that sincerely values environmental
sustainability. This step is vital for the effective implementation and success of
initiatives related to SHRM.

Incorporate a comprehensive set of SHRM practices instead of isolated initiatives is
important. This includes green hiring, specialized environmental training,
incorporation of eco-performance in appraisals, and establishing an eco-based reward
and recognition system.

Recognizing the environmental regulations and legal recommendations not just as a
compliance mechanism but as strategic choice is beneficial. Moreover, managers
ought to utilize them to initiate the adoption of SHRM to enhance organizational
standing and gain stakeholder trust along with the improvement of overall
environmental performance.

Design and implement ongoing environmental training programs which should be
customized to improve employees' knowledge, green attitudes, and empowerment to
actively participate in the green initiatives at the workplace.

Development and tracking of precise metrics for both individual employee green
behaviors is recommended (e.g., energy consumption, waste reduction) and
organizational-level environmental performance (e.g., carbon footprint, resource
efficiency, and associated financial benefits, etc.).

Adaption of SHRM practices is recommended for getting them aligned with the
specific industry, cultural norms, and regulatory environment of your organization,
particularly when operating in diverse cultural dimensions or in countries
categorized as emerging economies.

Limitations and Future Research Directions

This systematic literature review contributes to the knowledge in the domain of
SHRM while identifying several gaps for the future research studies. The
manufacturing industry and especially the cement industry has been a major focus of
SHRM research (Kim et al,, 2019; Yong & Mohd-Yusoff, 2016). However, SHRM
research is needed in different manufacturing sectors including manufacturers of fast-
moving consumer goods, mining, and electronics industry etc. Future researchers
should also study SHRM in the service sectors, which are essential to economic
development (Pham et al., 2019). The services sector is crucial since it considerably
boosts employment and GDP. The cost factor of SHRM implementation has been
reported in the literature as the biggest hurdle and it needs more attention in the
future literature, especially for small and medium-size enterprises (SMEs) in
developing countries. While earlier research has demonstrated the beneficial effects
of SHRM on financial performance (e.g., O’'Donohue & Torugsa, 2016). More research
is required to elaborate the hurdles associated with many expenses associated with
the implementation of SHRM and its complications, more so in developing countries
(Alfred & Adam, 2009; Chaudhary, 2019; Al Kerdawy, 2019).
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There may be different limitations, biases, and contextual elements which may
potentially influence generalizability results for this study. Although this study
provides a comprehensive systematic review of two decades, there are a few
limitations of this research as well. Firstly, due to a sole focus on empirical research,
this review omitted useful insights from the conceptual papers, theoretical reviews,
and practitioner-oriented articles which might have offered different useful views on
the evolution of SHRM and its application. Methodologically, often a major bias that
is observed in the review-based studies is the major reliance on the cross-sectional,
self-reported, and quantitative research designs. Although, such research is efficient
and is widely conducted, but it fundamentally limits the causality which leads to
concerns about common method bias as it may oversimplify complex organizational
phenomena due to failure in capturing critical ongoing developments that are often
associated with the longitudinal studies. Moreover, the generalizability of the
findings of current research is significantly influenced by contextual factors such as
the existence of geographical bias as it can be observed that most of the research
reported here was from the western countries while just the recent research was from
an Asian context. It is also because of the recent surge in literature from Asian
countries such as India, Malaysia, China, and Pakistan, etc. However, it may
potentially overlook key drivers of change, for SHRM in other geographical regions
such as Africa or Latin America. Similarly, the manufacturing sector has been a
consistent focus but the interest in services sector has been growing of late. Hence, the
overall application of findings to a broad range of industries or organizational sizes
requires caution.

Moreover, the success of SHRM interventions is largely dependent on the
organization-specific cultural norms, national regulatory frameworks, and the unique
strategic orientation towards sustainability. This means that direct implementation of
the findings without taking contextual adaptation into consideration may not provide
the desired results. There have been a few conflicting findings in the literature as well.
While there is a broad consensus about the positive association between various
SHRM practices (e.g., green training, green rewards) and desired outcomes such as
environmental performance or green employee behavior; few studies present
inconsistent results, especially regarding the generalizability of these relationships.
Such inconsistencies are often due to the different methodological approaches,
specific bundle practices of SHRM that were examined, or due to the contextual
variables (e.g., leadership styles, organizational culture) which were considered as
moderators or mediators.

There are very few studies that examine SHRM as a moderating or mediating variable
in the current SHRM literature. It is necessary to investigate the different other
contextual antecedents and varying outcomes of SHRM, classify them into study
frameworks, and summarize key findings from SHRM research for theoretical
contribution. Only a few studies in the literature are qualitative, hence there is a need
for more qualitative research. In addition to expanding the unit of analysis to
encompass manager-subordinate dyads and organization-level analysis, specific
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SHRM practices should be investigated. While the Ability-Motivation-Opportunity
theory is frequently employed, it is important to look into other established theories
as well for the possible explanation of dynamics associated with SHRM. Although
quantitative research has been preferred; there is a need for blended approaches and
qualitative studies should also be conducted. For deductive research, large sample
sizes are advised to improve generalization, and researchers should use techniques to
increase the response rate in survey-based research (Brekke & Nyborg, 2008;
Carmona-Moreno et al., 2012; Cherian & Jacob, 2012). Except for conference papers,
books, reports, dissertations, and articles from the popular press, published research
papers in peer-reviewed journals were the main focus of this comprehensive study.
However, there is a need to do content analysis of social media trends, blogs, and
interviews in SHRM'’s to examine cultural and social contexts. A big contribution can
be made to the current body of knowledge on SHRM if it is organized with the help
of meta-analysis, and country-specific systematic reviews can offer viewpoints from
many stakeholders. A recent systematic literature review can be a good starting point
in this regard (i.e,, Shahzad, 2025). Moreover, there is a need for case studies,
experimental designs, and multi-method research for future research on SHRM.
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