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Abstract: The global need to solve escalating environmental challenges brings increased focus on organizations and their
impact on environmental performance. The significance of green human resources management (GHRM) is increasingly
recognized as aligning organizational objectives with environmental sustainability goals, fostering eco-friendly workplace
practices and enhancing corporate social responsibility. GHRM and its contribution to environmental performance has
received growing attention from scholars, however, a need to systematically review and synthesize the literature in this area
remains. This research offers a comprehensive overview of green human resources management and environmental
performance literature highlighting the major themes in the current developments along with the new trends and patterns
for future research observed in this field. For conducting a systematic literature review and bibliometric analysis, a total of
227 documents were extracted from the Scopus database. Following the PRISMA 2020 Protocol, 144 published articles from
2014 to 2024 were included for final analysis. Performance analysis and science mapping (citation, co-citation, bibliographical
coupling, and keyword co-occurrence analysis) were performed to examine how knowledge has been constructed,
disseminated, and shaped over time. VOSviewer software was used to systematically investigate, map, and visualize the
bibliometric results as the main trends. The study reveals the current status in GHRM and performance management
publications and citations, identifying key contributors such as influential countries, journals, and authors and outlines
keywords, and thematic areas. Lastly, this study identifies research gaps and emerging trends such as green transformational
leadership, green innovation, green behaviour, environmental values, green intellectual capital, environmental economics
in GHRM, offering valuable insights for scholars and practitioners seeking to advance understanding and implementation of
green HR practices.

Keywords: Green Human Resources Management; Environmental Performance; Systematic Literature Review; Bibliometric
Analysis; Science Mapping

1. Introduction

The escalating global environmental challenges have increased the focus on organizations and their impact on
environmental performance. With increasing societal pressures for organizations to adopt environmental
responsibility and manage their environmental footprint, coupled with the need to remain competitive (Tang et
al., 2018), there is a growing interest to integrate environmental sustainability into organizational and human
resource management (Jabbour and de Sousa Jabbour, 2016; Deshwal, 2015).

Green human resources management (GHRM) is emerging as a strategic function within organizations,
contributing to the successful design and implementation of environmental management practices (Jabbour and
de Sousa Jabbour, 2016). GHRM plays a crucial role in achieving enhanced environmental performance
(Ramasamy, 2017; Ansari et al., 2021; Marrucci et al., 2023). GHRM enables organisations to attract, select,
recruit environmentally conscious employees, train and develop employees' environmental knowledge and
competencies, change environmentally unfriendly behaviours, implement environmental performance in the
organisation and reward employees for it (Deshwal, 2015; Jabbour and de Sousa Jabbour, 2016). By fostering
greater efficiency, reducing costs, and promoting sustainable operations, GHRM enables organizations to
operate in an environmentally friendly manner (Hosain et al., 2016).

GHRM and its contribution to environmental performance has received growing attention from scholars.
However, there remains a need for a systematic review and synthesis of the literature in this field. This research
provides a comprehensive overview of the GHRM and environmental performance literature, highlighting major
themes, current developments, and new trends and patterns for future research.

The study aims to examine how knowledge in GHRM and environmental performance has been disseminated,
and shaped over time, and to make recommendations for future research.

The following research questions were addresed:

RQ 1: What are the current status and trends of publications and citations in the GHRM and environmental
performance literature?
RQ 2: Which countries, journals and authors have contributed the most to the GHRM environmental
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performance literature?

RQ 3: What are the most frequently used keywords and thematic areas in the literature?

RQ4: What are emerging trends and research gaps that will shape the future GHRM and environmental
performance research?

2. Theoretical Background

Environmental performance refers to an organization's initiatives aimed at meeting and exceeding societal
expectations for conserving the natural environment (Chan et al., 2012). This involves managing processes,
products, and resources to meet environmental requirements while minimizing the ecological impact (Dubey
and Gupta, 2018). Organizations are adopting a variety of sustainability initiatives to gain a competitive
advantage (Yang and Yang, 2020), increase productivity (Dangelico and Pujari, 2010), and attract talent (Yusliza
etal, 2017). Environmental performance encompasses the development of eco-friendly products, green process
and product innovation, and the integration of ecological sustainability into business operations and product
development (Oliva et al., 2019).

Studies on green human resource management and environmental performance utilize various theoretical
frameworks, with the most common being the Ability—Motivation—Opportunity (AMO) theory, the Resource-
Based View (RBV), the Theory of Planned Behaviour (TPB), and the Natural Resource-Based View (NRBV). In the
context of GHRM, the RBV emphasizes the strategic role of human resources by developing green competencies
and capabilities among employees that are valuable, rare, and non-substitutable. By leveraging unique green
human resources, organizations can create a competitive advantage and achieve superior environmental
performance (Yusliza et al., 2017; Singh et al., 2020; Rehman et al., 2023). The NRBV extends this perspective by
emphasizing the strategic importance of natural resources and environmental capabilities. This involves
developing and managing human resources in ways that enable the organization to reduce its ecological
footprint and enhance its environmental performance, such as through green training, eco-friendly policies, and
environmental programs (Graham et al., 2023; Cahyadi et al., 2022; Yang et al., 2023). The AMO theory explains
how to enhance employees' abilities through training and development, motivate them with incentives and
rewards, and provide opportunities for involvement and participation in green practices and environmental
performance (Hooi et al., 2022; Akhtar et al., 2022; Aggarwal & Agarwala, 2023). Meanwhile, the TPB helps
understand and predict employees' green behaviors by examining their attitudes, subjective norms, and
perceived behavioral control. GHRM practices can shape positive attitudes towards sustainability, create a
supportive social environment, and enhance employees' confidence in their ability to perform green tasks
(Sawang et al., 2014; Yuriev et al., 2020; Patwary et al., 2023).

The role of human resource management is crucial in pursuing green initiatives and achieving environmental
performance objectives. Green human resource management supports an organization's sustainability strategy
by adapting HRM strategies and practices to achieve financial, social, and environmental objectives, thereby
creating long-term positive impacts both internally and externally while mitigating unintended side effects and
negative feedbacks (Renwick et al., 2013; Wikhamn, 2019).

Arulrajah and Opatha (2016) define GHRM as encompassing all activities related to designing, implementing,
and managing systems aimed at "greening" employees. This transformation in employees' attitudes and
behaviors is crucial for achieving the organization’s environmental goals, contributing to environmental
sustainability, and creating benefits for individuals, society, the natural environment, and businesses (Opatha,
2013; Arulrajah et al., 2015). Kim et al. (2019) similarly emphasize the role of top managers in communicating
the organization’s environmental policy and plan, training and empowering employees to engage in
environmental activities, and providing specific rewards for their efforts.

To improve environmental performance, organizations are implementing a range of GHRM practices. These
practices include programs, processes, and methods aimed at reducing negative environmental impacts or
increasing positive ones (Arulrajah et al., 2015). Various classifications of green HR practices exist in academic
literature. Many authors agree on the importance of employee recruitment, performance-based appraisal
systems, training programs to raise environmental awareness, labor relations regulation, and reward systems to
foster environmental innovation (Mandip, 2012; Renwick et al., 2013; Deshwal, 2015; Hosain et al., 2016).
Additional practices identified include human resource planning (Mandip, 2012; Deshwal, 2015), online
recruitment and application (Hosain et al., 2016), the selection process, orientation of new employees (Hosain
et al., 2016; Deshwal, 2015), human resource administration, talent management, career planning (Deshwal,
2015), green employee discipline, health and safety, and leadership management (Hosain et al., 2016), green
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organizational culture management (Ramasamy, 2017), and exit management (Mandip, 2012; Renwick et al.,
2013).

3. Methodology

To answer the research questions, bibliometric research methods are used. These methods utilize quantitative
techniques to map the structure and evolution of scientific fields and disciplines and offer a systematic,
transparent, and reproducible review process without subjective bias (Zupic and Cater, 2015; Donthu et al, 2021).

While various databases contain scientific research, the Scopus database was chosen for this review due to its
more comprehensive set of author and institution metrics compared to the Web of Science (Singh et al, 2021;
Leder et al, 2023). Furthermore, Scopus is widely used for conducting bibliometric analysis in the field of
management (Zupic and Cater, 2015; Donthu et al, 2021).

The records for this study's results were obtained in April 2024. To ensure comprehensive coverage of all
publications related to GHRM and performance management, several search procedures were employed
following the PRISMA 2020 Protocol.

The initial research sample was acquired using the following search query within the Scopus database (see Figure
1):

TITLE-ABS-KEY TITLE-ABS-KEY ( "green human resource management" OR "GHRM" OR "green HRM" OR "Green
Human Resource* Management" OR "Green HRM" OR "Green HR management" OR "green human resource"
OR "green hr" OR "green human resource practices" OR "GHRMP" OR "green HR practices" OR "green HRM
practices" OR "green human resource* management practice*" OR "Environmental human resource
management" AND "environmental* performance*" )

Figure 1: Search query

The initial search identified 227 documents from 2012 to 2024 (identification stage). The search was then refined
to include only articles written in English, resulting in 205 articles from 2014 to 2024 (screening stage).

In the next step, titles, abstracts, and keywords of all 205 publications were thoroughly examined to ensure
relevance to GHRM and performance management (eligibility stage). After removing irrelevant papers, less
relevant studies, and duplicates, a final collection of 144 articles from 2014 to 2024 was obtained. Figure 2
graphically summarizes the research process.

[ Identification of studies via databases and registers ]
Records identified from Records removed before
Scopus Databases: ——»| screening (n = 0)

{n=224)

}

Records screened Records excluded if not articles
(n=224) | and not in English language
(n=19)
|
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(n=205) »| and abstracts
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|

Studies included in the study
(n=144)

[ Included ” Eligibility ][ Screening I Identification ]

Figure 2: Research process workflow
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The final step before data analysis involved cleaning and standardizing the keywords, ensuring that terms
referring to the same topic were homogenized.

VOSviewer software was utilized for data analysis and visualization. Performance analysis and science mapping,
including citation, co-citation, bibliographic coupling, and keyword co-occurrence analysis, were conducted (Van
Eck and Waltman, 2010).

4. Results

4.1 Descriptive Bibliometric Analysis

The analysis revealed a significant increase in the number of publications in the field of GHRM and performance
management. There is a slow increase between 2014 and 2019 (from 1 to 5 publications per year), but from 2020
onwards, the number of publications has risen sharply, with the highest number of publications in 2023 (49
published articles). The citation trend also illustrates the increasing popularity of the topic over a decade. Starting
with 541 citations in 2014, the numbers saw a significant rise, particularly peaking at 2114 in 2020 and 1352 in
2021. It is observed that while the number of articles has been increasing, the number of citations has not kept
pace in recent years. This discrepancy can be attributed to the citation time lag, as newly published articles often
require time to be read and cited by other researchers.

60 2500
2114 49

30 2000

40
1352 1500
1226 28

30
1000

23
l 19
20 15
402
0 541 273 358 o . 500
1 0 1 2 ' .
18

0o = 0= = = n s 0

2014 2015 2016 2017 2018 2019 2020 2021 2022 2023 2024

766

mmmm Number of publications Number of citations

Figure 3: Publications and citations

The 144 articles in the final sample were published in 84 different scientific journals and eleven of them
published at least three studies in the field of GHRM and performance management. Sustainability (Switzerland)
(11 articles), Journal of Cleaner Production (9 articles), Environmental Science And Pollution Research (6 articles),
are among the top three journals that have published the maximum number of articles.

In addition, the most cited article with 846 citations, Singh et al, (2020) is published in Technological Forecasting
and Social Change, the second most cited article with 548 citations, Kim et al, (2019), is published in International
Journal of Hospitality Management. The overview of the six most active journals is stated in Table 1.

Table 1: Most active journals

Journal Publications | Citations
Sustainability (Switzerland) 11 264
Journal Of Cleaner Production 9 1188
Environmental Science And Pollution Research 6 147
Benchmarking 5 165
International Journal Of Hospitality Management 5 917
International Journal Of Manpower 5 273

Researchers from 46 countries are investigating the field of GHRM and performance management. The highest
contributions come from 7 countries, each with more than 10 publications. The top five most productive
countries are all from Asia: Pakistan (49 publications), China (34 publications), Malaysia (30 publications), Saudi
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Arabia (14 publications), and India (12 publications). Following these are the Australia (11) and France (11)
(figure 4).

Publications
49

oL

Figure 4: Authors’ country of provenance

An analysis at the author level was performed, revealing that 229 out of 457 authors met the threshold after
keeping the criteria as the minimum number of documents per author (n = 1) and number of citations per author
(n =10). Authors who have made major contributions to GHRM and environmental performance research: Q. A.
Nisar (7 articles, 253 cit.), Ramayah (5 articles, 452 cit.), P. Paillé (3 articles, 634 cit.). TOP 7 most active and most
cited researchers are shown in the Table 2.

Table 2: Most active and cited researchers

Author Articles | Citations | H-index
Nisar, Qasim Ali 7 253 27
Ramayah, Thurasamy | 5 452 119
Paillé, Pascal 3 634 42
Channa, Nisar Ahmed | 3 288 12
Yusliza, Mohd Yusoff | 3 275 40
Raza, Syed Ali 3 207 60
Haider, Shahbaz 3 178 7

4.1.1  Bibliometric Analysis

During the keyword co-occurrence network analysis, a minimum threshold of 4 occurrences per keyword was
set. This analysis resulted in a network of 64 keywords that met the criteria. The most frequently occurring
keywords were: environmental performance (114), green human resource management (96), green
human resource management practices (29), human resource management (28), human resource (27),
environmental management (22), green innovation (21), manufacturing sector (18), resource management (18),
sustainability (15), corporate social responsibility (14), Pakistan (14), pro-environmental behavior (14),
sustainable development (14), training (13), resource allocation (12), green supply chain management (11)
(figure 5).
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Figure 5: Keyword co-occurrence network analysis

Incorporating temporal analysis, the results revealed that the most recent research focuses on green
transformational leadership, green behaviour, green innovation, environmental values,
behaviour, green intellectual capital, environmental economics (figure 6).
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Figure 6: Keyword co-occurrence network with temporal analysis
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As a result of the analysis, a 5-cluster structure of field research is determined in the figure 5 andthe table 3:

The first (red) cluster investigates the role of employee behavior in achieving environmental sustainability. By
fostering a green organizational culture and enhancing green intellectual capital, organizations can create a
supportive environment for green behavior (Nisar et al, 2021; Haldorai et al, 2022; Mahmood and Nasir, 2023;
Sarwar and Mustafa, 2023; Yong et al, 2023). Key strategies include focusing on comprehensive training
programs and boosting employees' green self-efficacy, which contribute to a proactive approach to
environmental management (Ali et al, 2023; Muhammad and Nisar, 2023; Nisar et al, 2024).
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The second (green) cluster explores the relationship between green human resource management (GHRM) and
green innovation (Rehman et al,2021; Ullah et al, 2023), emphasizing the role of green transformational
leadership (Singh et al, 2020; Awan et al, 2023) and stakeholder engagement in advancing green supply chain
management and driving environmental sustainability within organizations (Acquah, 2020; Saeed et al, 2022).

The third (blue) cluster focuses on the link between human resources management and the green economy,
emphasizing how HRM practices can contribute to environmental sustainability and economic growth (Paillé et
al, 2020; Al Doghan et al, 2022). Through effective performance assessment and environmental protection
strategies, organizations can enhance their green performance and contribute to sustainable development
(Martins et al, 2021; Mansoor et al, 2022)

The fourth (yellow) cluster examines the synergy between organizational citizenship behavior and corporate
social responsibility. By encouraging employees to engage in behaviors that benefit both the organization and
society, companies can enhance their economic, social, and sustainable performance (Gaafar et al, 2021;
Memon et al, 2022; Japir Bataineh et al, 2023).

The fifth (purple) cluster explores the impact of green human resources management practices, such as green
recruitment and training, on environmental performance. By fostering a supportive psychological climate (Li et
al, 2023) and implementing various GHRM practices, organizations can enhance environmental knowledge
(Aftab and Veneziani, 2024; Rehan et al, 2024), encourage pro-environmental behavior, and boost job
satisfaction among employees who share green values (Shafaei et al, 2020; Al-Sabi et al, 2024).

Table 3: Thematic clusters

Cluster Title of Cluster Main Keywords
Red Environmental Management and | Environmental management, green behaviour, green self-efficacy, green
Cluster Green Behavior intellectual capital, training, behavioral research, green organizational
culture
Green Green Human Resources Green human resource management, green innovation, green supply chain
Cluster Management and Green management, green transformational leadership, stakeholder,
Innovation environmental sustainability, leadership, small and medium enterprises
Blue Human Resources Management | Human resource management, green economy, environmental economics,
Cluster and Green Economy environmental impact, environmental protection, green performance,
performance assessment
Yellow Organizational Citizenship Corporate social responsibility, organizational citizenship behavior,
Cluster Behavior and Corporate Social economic performance, social performance, sustainable performance
Responsibility
Purple Green Human Resources Green human resources management practices, environmental knowledge,
Cluster Management Practices and environmental performance, environmental values, green recruitment,
Environmental Performance green training, job satisfaction, pro-environmental behavior, psychological
green climate

5. Conclusions

This study of existing green human resource management and environmental performance literature revealed
growing interest in the field over the past decade. The number of publications and citations has increased
sharply, particularly since 2020, indicating a rising recognition of GHRM's importance in academia.

Sustainability (Switzerland), Journal of Cleaner Production, and Environmental Science And Pollution Research
have emerged as leading journals for publishing GHRM and environmental performance studies.

5.1 Theoretical Implications and Future Research

Contributions from all continents highlight the global interest of the topic. However, research is predominantly
concentrated in Asian countries like Pakistan, China, and Malaysia. This geographic imbalance and uneven
representation highlight the need for more studies across other regions. Moreover, the food, hospitality, and
manufacturing sectors currently dominate studies on green human resources and environmental performance.
Itis recommended that future research includes a broader range of sectors to extend the impact of green human
resources to other industries.
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Keyword co-occurrence and network analysis revealed five research clusters: green human resource
management and pro-environmental behavior; environmental management and organizational sustainability;
research directions and practices; green transformational leadership and green innovation; organisational
citizenship behaviour and green economy. Keyword co-occurrence network with temporal analysis identified
emerging research trends such as green transformational leadership, green innovation, green behaviour,
environmental values, pro-environmental behaviour, green intellectual capital, environmental economics
suggesting new directions for GHRM research (Rehan et al, 2024; Nisar et al, 2024, Al-Sabi et al, 2024). Scholars
should investigate these areas further to understand their links to GHRM and environmental performance.

5.2 Research Limitations and Directions for Future Research

While the study provides valuable insights into green human resource management and environmental
performance, several limitations must be acknowledged. Firstly, the study data was sourced from the Scopus
database. Despite its extensive and recognized coverage, it may omit some important journals and publications,
so future research should include other databases such as Web of Science, Google Scholar, or Dimensions.
Secondly, the analysis was restricted to articles published in English, potentially excluding significant research
published in other languages or in other types of documents. Lastly, although the study identified major clusters
and research themes, it may not delve deeply into specific subfields within GHRM and environmental
performance that are less frequently studied but equally important.
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