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Abstract: While individual SMEs may have a minor environmental footprint, their collective influ-
ence is characterized as significant. Through the dynamics of their employees, green human resource
management can help SMEs reduce their environmental footprint. However, SMEs face difficulties in
implementing such strategies and achieving sustainable business continuity. The current research
aims to propose the theoretical framework of a business model that will help SMEs adjust to the
new environment, address their sustainable goals and gaps in the field, and build a resilient, agile
business ecosystem. To approach the research issue, we used the R-based Bibliometrix tool. Us-
ing the Scopus database, 368 papers were selected and analyzed as part of the study’s five steps.
Bibliometric tools such as Biblioshiny, VOSviewer, and R Studio have been used to illustrate the
findings. The study’s findings highlight a few different factors that will serve as the foundation for
the proposed model. Green competencies, both natural and acquired, as well as the requirement to
provide green motivation, are identified as critical for the development of the new business model.
Furthermore, the combination of this set of factors contributes to the achievement of green organi-
zational citizenship behavior, which is one of the most important factors in helping SMEs adopt
green human resource management methods. Finally, all the above factors are under the wing of
the principles of environmental management, which drive businesses to enhance and boost their
environmental performance.

Keywords: sustainability; agile; corporate social responsibility; ESG; green human resource
management; green strategy; SMEs; green management

1. Introduction

For decades, the primary focus of business has been to pursue short-term finan-
cial objectives. During the industrial revolution and the population crisis, however, the
inadequacy of this development model and the necessity for activities that respect the envi-
ronment and society became obvious. The capacity to accept or reject any organizational
policies determines how smoothly activities are carried out. Employees are an essential part
of every business. Active participation and organizational actions, such as incorporating
environmental projects into daily operations, may have a substantial influence on the work
environment. Workers are critical to a sustainable company environment due to their
attitudes toward environmental measures [1]. Employee behavior that is characterized as
pro-environmental behavior (PEB) contributes to decrease a company’s environmental foot-
print, which reduces future environmental degradation and climate change. PEB promotes
consistency in the organization’s socially and ecologically responsible aims, which helps to
the organization’s long-term success and development [2]. The direct effects of voluntary
PEB contribute to decreased energy and raw material consumption, pollution, and waste,
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while indirectly impacting the identification of environmental damage to facilities and
equipment, as well as the modification of ecological practices in the business [3,4].

Green human resource management has the potential to influence both voluntary and
mandated employee pro-environmental behavior (PEB) by acting as a guiding mechanism
for organizational workers to engage in green behaviors aimed at conserving organizational
resources and thus contributing to corporate sustainability [5,6]. GHRM is a groundbreak-
ing management concept and pattern that applies the “green” concept to human resource
management to achieve the strategic aim of corporate environmental management via
the use of green management practices. It is an essential component of a green manage-
ment system [7]. Green recruitment, green training, and environmental performance are
examples of complementary and coordinated practices aimed at cultivating green values,
knowledge, and skills while also encouraging employees to participate in corporate social
responsibility activities and, as a result, corporate environmental performance. Since the
concept’s inception, the amount of research dedicated to studying the impact of GHRM
has expanded [8]. According to current research, green job analysis, green hiring, green
performance evaluation, green training, and green awards significantly improve corpo-
rate green performance. Many experts believe that environmentally friendly initiatives
and environmental management practices cannot be adequately implemented without
GHRM [9,10]. GHRM reflects human resource management in environmental management
by highlighting the importance of human resource management in pollution prevention,
control, and environmental protection in business operations. As a result, GHRM is becom-
ing a prominent issue in corporate environmental management.

Even though the number of SMEs has recently expanded worldwide, only a few
of them have sought to include green human resource management practices into their
plans [11]. In this sense, it appears that obstacles fluctuate depending on the size of the
company. Compared to large organizations, small- and medium-sized firms (SMEs) face
distinct obstacles when it comes to green HR uptake. However, several impediments are
shared by all businesses, regardless of size. The most common is a lack of understanding of
green policies and principles [12,13]. This issue might be the result of inadequate and poor
corporate communication. It might also be attributed to a lack of environmental education
and awareness. In addition, green HR practices may be hampered by a shortage of financial
and human resources. Such restrictions would have a direct impact on the capacity to carry
out long-term operations and initiatives [9].

As a result, the goal of this study is to lay the theoretical groundwork for a new
business model that would aid SMEs incorporate green human resource management
practices into their systems. Furthermore, the proposed strategy would be based on notions
of environmental and agile management. The primary goal of environmental management
is to keep people healthy and to establish a safe workplace. Furthermore, environmental
management in the workplace is linked to organizational management. The notion of
environmental management in the workplace requires clear protocols, expertise, task
distribution in the workplace, and employee participation. Moreover, employees should
adhere to agile management archetypes to comply with the new model of green human
resource management as quickly as feasible. The term “agile human resource management”
refers to the implementation of agile concepts in the HR department [11,14]. It is about
being adaptable to change and aware of the needs of the environment. This method is
becoming increasingly common as businesses attempt to become more adaptable and
responsive to a constantly changing business environment.

To approach the issue of the current study, a six-step methodological approach based
on bibliometric analysis was applied. The findings of the bibliometric analysis are used
to map the theoretical foundation of the subject area and to identify prospective future
research areas. Furthermore, bibliometric analysis revealed the worldwide author cooper-
ation network while detecting and analyzing research clusters that emerged in the issue
under review. The procedure culminates with a data synthesis and recommendations for
further research. The bibliographic information of 368 articles published between 2011 and
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2022 was obtained from the Scopus database and assessed using R package tools such as
Biblioshiny, VOSviewer, and R Studio.

The body of this study has been structured as follows. The review of the literature is
presented in Section 2. Section 3 describes the materials and methods that were applied to
address the research topic. Section 4 illustrates the bibliometric analysis’s results, whereas
Section 5 discusses the findings and provides a list of limitations as well as proposals for
further research. Section 6 concludes the paper.

2. Green Human Resource Management and SMEs: A Theoretical Review

Companies’ commercial plans and activities will shift toward a more ecologically
focused agenda, requiring HRM to adapt and widen its area by adopting environmental
management policies to modify the way it executes its core responsibilities. Human re-
source management, according to academics, has the power to assess and affect employee
sustainability-related behavior, attitudes, knowledge, and motivation. As a result, corpora-
tions may efficiently leverage human resources to execute ecologically friendly strategies.
“Green HRM” refers to the implementation of HR policies that promote the efficient use
of resources inside enterprises. Quite often, the term “green human resource” refers to
people management policies and practices that are concerned with the entire business
environmental strategy. As Mandip (2012) mentions, the term refers to the utilization of
every employee touchpoint or interaction to promote sustainable behaviors for increasing
the employee’s understanding and commitment to sustainability concerns [15]. Green
human resource management entails implementing green HR initiatives that increase effi-
ciency, lower costs, and improve employee engagement and retention, thereby assisting
organizations in reducing employee carbon footprints through strategies such as electronic
filing, shared car use, video conferencing, virtual interviews, recycling, telecommuting,
and so on.

Indeed, academics in the field underline that the workforce is critical to the success or
failure of an organization’s ecological operations. Thus, practices on green human resources
are crucial not just at the organizational level, but also at the personal level. As an employee
has a private life in addition to a professional one, environmental consciousness on one of
the two levels aids and encourages the other. Furthermore, green human resource manage-
ment can help in enhancing competitive advantage from existing possibilities in changing
markets and minimizing labor turnover as employees are more satisfied with the company.
Moreover, the following arguments demonstrate the need and requirement for firms to
embrace green human resource management practices [8,16]. First, adoption of green
human resource management practices within the business can lead to the enhancement of
human resources. This is due to the fact that the expanding green economy creates work-
force development demands, which benefits employees. Furthermore, because employees
are more involved and give more inventive solutions to business challenges connected
to dynamic change, the new model aids in fast HR problem solving. Moreover, green
human resource management aids in the retention of personnel, since human resources
want to work for organizations that adhere to the philosophy of green enterprises that
adopt strategies which are eco-friendly. Furthermore, green human resource management
strategies assist firms in improving their environmental performance [17,18].

As a result, green human resource management is a win-win strategy for both people
and businesses. By implementing this strategy, a corporation may be able to successfully
recruit and retain high-quality employees through rewards and engagement in the work-
place. This can improve employee happiness and productivity. All the above may be
achieved with the right help and direction provided through strong leadership, emotional
support, improved possibilities for professional growth, opportunities that make them feel
empowered, and flexible hours, resulting in better work-life balance. A green psychological
environment, on the other hand, is required for the effective implementation of green
human resource management practices inside a company. A “green psychological environ-
ment” is a social and psychological process in which green human resource management
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impacts workplace green behavior [3,4]. Individuals’ subjective judgments of features of
their work environment are represented by the psychological climate. In the literature,
the “green” climate is described as the climate found in companies that achieve long-term
goals by engaging in a variety of ecologically beneficial activities. As a result, a “green
psychological climate” refers to an individual’s view of the firm’s ecologically friendly
policies, processes, and practices, which exemplify the green ideals of the business. Further-
more, psychological climate may be defined as the result of workers’ social interactions, in
which employees develop the values of organizational norms, practices, and processes that
they confront and follow in the workplace [19]. Recent studies on the green psychological
environment revealed that a favorable green psychological climate had a considerable
influence on employees’ in-role and extra-role green conduct [20–22]. Furthermore, studies
show that if workers communicate things in the same way that a corporation does, the
former will consciously follow the latter’s desired purpose and strategy. Employees who
feel the company’s environmental plan is sound are more inclined to engage in autonomous
environmental activities.

Scholars are primarily interested in researching green human resource management
practice adoption in small- and medium-sized organizations, which account for more than
95% of all enterprises and approximately two-thirds of employment in OECD nations. SMEs
have the potential to be important drivers of “green innovation” or of creative approaches
for minimizing environmental impact through company operations due to their modest
size [23]. Although SMEs’ individual environmental footprints are smaller than those of
larger enterprises, their overall impact can exceed that of many large corporations. As
a result, minimizing the negative environmental impacts of SMEs may be a first step
toward greening the economy [24]. Therefore, becoming green may provide SMEs with
instant benefits both internally (e.g., better staff ethical behavior) and globally. SMEs
confront a variety of hurdles in implementing green practices into their operations, which
can be sluggish and challenging at times, regardless of their exact size and industrial
sector(s). SMEs reported a broad readiness to participate in voluntary environmental
initiatives as long as the method was not prohibitively expensive or difficult [25,26]. Many
SMEs, however, are unaware that there are several financially appealing possibilities
for environmental growth, including tax rebates and government incentives. Usually,
these SMEs are frequently obsessed with growing output and focused entirely on product
outputs. A lack of requisite skills and knowledge usually prohibits SMEs from capitalizing
on new prospects, even when they are typically aware of the possibility of increased
competitiveness [27].

The following are the main challenges that SMEs face when implementing green
business practices: (i) Organizational or managerial; (ii) Technological; (iii) Financial and
economic; (iv) External partnership and stakeholder engagement; (v) Government support;
(vi) Market and customer barriers; (vii) Knowledge- and information-related barriers [24,28].
Organizational or managerial barriers are typically caused by management’s lack of com-
mitment to green practices, since they want to run a business in the usual manner and
strive to avoid unintended risk from innovation. Furthermore, financial and economic con-
siderations may act as both a motivator and a deterrent to using green business approaches
for green human resource management. While financial incentives to cut expenses may
drive some SMEs to embrace green practices in human resources, the cost of investing in
such practices often prevents SMEs from adopting such strategies [28,29]. Thus, the goal of
this study is to propose a theoretical foundation for a business model that would aid SEMs
in overcoming any impediments and effortlessly moving from traditional human resource
management to green human resource management.

3. Materials and Methods

Bibliometric analysis is a popular research method among researchers and academics
globally because it allows management of vast volumes of data while still producing high-
quality research findings. This method seeks to categorize academic articles on a research
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topic by analyzing and categorizing scientific materials using a set of criteria [30,31]. We
conducted our present study’s research using Bibliometrix, which provides all of the
tools required to do a thorough bibliometric analysis in line with the science mapping
workflow [32,33]. Its fame originates from several factors, including the development,
availability, and application of various bibliometric tools included in the R package, a
code-generating language used for statistical calculation and visualization. Biblioshiny,
a software-based bibliometric tool, and the VOSviewer program were also utilized. The
first step in doing a bibliometric study was to obtain the necessary data from the Scopus
bibliographic database. The data were then entered into R studio, the R environment used
to analyze the study subject and export dynamic graphics.

3.1. Bibliometric Analysis

To address the study’s topic, a bibliometric analysis involving six steps was applied in
the current study (Figure 1). Step 1 refers to the information gained via significant literature
research. The second step is divided into two parts: the first part, which is presented
as 2a, focuses on a comprehensive evaluation of the field through bibliometric citation
analysis; the second part, 2b, presents a network analysis to identify the most impactful
journals, scientific documents, affiliations, and authors, with the goal of highlighting the
global network of academic collaboration. The content analysis is shown in Step 3, and
the bibliographic correlation analysis is shown in Step 4. Step 5 includes cluster analysis,
which combines MCA and factorial analysis. Step 6 concludes the research by summarizing
the findings and contributes to the creation of a new typology in green human resource
management that will aid enterprises in adjusting to changing environmental conditions
and employee expectations.

Sustainability 2023, 15, x FOR PEER REVIEW 5 of 28 
 

3. Materials and Methods 

Bibliometric analysis is a popular research method among researchers and academics 

globally because it allows management of vast volumes of data while still producing high-

quality research findings. This method seeks to categorize academic articles on a research 

topic by analyzing and categorizing scientific materials using a set of criteria [30,31]. We 

conducted our present study’s research using Bibliometrix, which provides all of the tools 

required to do a thorough bibliometric analysis in line with the science mapping workflow 

[32,33]. Its fame originates from several factors, including the development, availability, 

and application of various bibliometric tools included in the R package, a code-generating 

language used for statistical calculation and visualization. Biblioshiny, a software-based 

bibliometric tool, and the VOSviewer program were also utilized. The first step in doing 

a bibliometric study was to obtain the necessary data from the Scopus bibliographic data-

base. The data were then entered into R studio, the R environment used to analyze the 

study subject and export dynamic graphics. 

3.1. Bibliometric Analysis  

To address the study’s topic, a bibliometric analysis involving six steps was applied 

in the current study (Figure 1). Step 1 refers to the information gained via significant lit-

erature research. The second step is divided into two parts: the first part, which is pre-

sented as 2a, focuses on a comprehensive evaluation of the field through bibliometric ci-

tation analysis; the second part, 2b, presents a network analysis to identify the most im-

pactful journals, scientific documents, affiliations, and authors, with the goal of highlight-

ing the global network of academic collaboration. The content analysis is shown in Step 3, 

and the bibliographic correlation analysis is shown in Step 4. Step 5 includes cluster anal-

ysis, which combines MCA and factorial analysis. Step 6 concludes the research by sum-

marizing the findings and contributes to the creation of a new typology in green human 

resource management that will aid enterprises in adjusting to changing environmental 

conditions and employee expectations. 

 

Figure 1. Workflow of methodology. Source: Authors’ elaboration. Figure 1. Workflow of methodology. Source: Authors’ elaboration.

After retrieving the bibliographic data of 368 scientific documents from the Scopus
database, a set of different bibliometric citation analysis measures were used to achieve
the following objectives: (i) Test Lotka’s law; (ii) Present an overview of research trends;
(iii) Investigate the most relevant and impactful journals and scientific documents, as well
as the most influential authors globally; (iv) Develop the thematic map; (v) Develop the
collaboration world map. Lotka’s rule governs how frequently writers publish in scientific
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journals. Lotka’s law holds that, whereas many writers only produce one paper, a tiny
number of authors are extremely productive in any scientific subject. According to Lotka’s
law, the number of writers who publish x number of publications is about 1/xb of those
who participate in only one scientific effort [34–37]. As a result, a high b value implies more
author concentration, whereas a low value shows a lack of a certain group of writers in a
given scientific area. Lotka’s formula is as follows:

xn × y = c, (1)

where
c is a coefficient of determination;
y represents the relative frequency of authors with frequency x number of articles;
n represents a constant exponent for a particular set of data;
x is the number of published papers in the subject.
A three-field plot or Sankey diagram, in addition to Lotka’s law, has been devel-

oped to explain the relationship between journals, keywords, and countries [34,35,38,39].
Furthermore, the underlying research cluster was investigated, and a map of current
research trends was developed by using bibliographic coupling analysis. The multiple
correspondence analysis (MCA) approach was eventually fulfilled, with the main objective
of analyzing the bibliographic data and integrating it into a set of components. Authors
can apply this method to emphasize the research trend in a certain scientific area and
summarize the bibliographic data.

3.2. Data

In the context of the current bibliometric analysis the data were acquired form the
Scopus database. Elsevier launched Scopus in 2004; Scopus serves as a repository for
scientific reports from various research areas. The database of Scopus is one of the world’s
largest “peer-reviewed” databases, which includes around 24,000 academic journal titles
and covers a wide range of areas with important research interests, such as the life, social,
and health sciences. Additionally, Scopus has more than 230,000 book titles and over
10 million conference papers.

The keyword search is presented and explained in depth in Table 1; the bibliographic
data were obtained from Scopus in December 2022. In Step 10, a final keyword with five
parts emerged. Green human resource management-related articles were considered in
the first portion (“green human resource management” OR “sustainable human resource
management” OR “green human resource” OR “sustainable human resource”). The second
portion of the research equation (“corporate governance» OR «governance» OR “sustainable
governance”) presents the link between green human resource management practices and
corporate governance while indicating the evolution of the conventional term to that of
sustainable or green corporate governance. Green or sustainable corporate governance can
be characterized as a multidimensional aspect of sustainable development that necessitates
a planned and participative approach to foster the sustainable management of a company.
In addition, the third part of the formula (“sustainable work” OR “green job”) demonstrates
the importance for employees of working in a sustainable work environment. A sustainable
or green work environment can contribute to the creation and development of living
and working conditions that encourage employees to engage in and stay in employment
for a prolonged period. Moreover, the work environment should be transformed and
modified in order to restrict or eliminate the barriers that may discourage or prevent
employees from entering or remaining in the labor force. The fourth component of the
research formula (“employee environmental behavior”) illustrates the interplay of the
organizational environment, environmental awareness, and environmental motivation
results in pro-environmental behavior among employees. The notion of the dynamic
interaction between employees and the organization is referred to as psychological distance.
The fifth and last element of the Boolean function (“small enterprises” OR “medium
enterprises”) highlights the need of SMEs to come up with better strategies for greening
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the environment by ensuring green performance, through the dynamic and contribution of
green human resource management. Following the purification of the study, 368 papers
were retained for review and bibliometric analysis. All other document types (conference
paper, review, book, book chapter, editorial) were removed because only articles were
included in the chosen papers. Only publications published between 2011 and 2022 were
included in the analysis. The bibliometric search data were coupled with the following
information: (i) The paper title; (ii) The date of publication; (iii) The major author details
(name/s and affiliation/s); (iv) The article title; (v) The authors’ keywords; (vi) The abstract;
(vii) The number of citations. R Studio’s Biblioshiny packages and VOSviewer were used
to analyze and display the data. Both tools included graphs and maps, such as topic maps,
nation cooperation maps, and network visualizations that showed the study situation and
the dynamics of the new information management model which enhances the operational
performance of businesses globally.

Table 1. Keyword search process in Scopus database.

Step Keyword Search Articles

1 ((“green human resource management” OR “sustainable human resource management” OR “green
human resource” OR “sustainable human resource”)) 4750

2
((“green human resource management” OR “sustainable human resource management” OR “green

human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”
OR “sustainable governance”))

746

3
((“green human resource management” OR “sustainable human resource management” OR “green

human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”
OR “sustainable governance”))

1893

4
((“green human resource management” OR “sustainable human resource management” OR “green

human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”
OR “sustainable governance”))

1453

5
ALL ((“green human resource management” OR “sustainable human resource management” OR
“green human resource” OR “sustainable human resource”) AND (“corporate governance” OR

“governance” OR “sustainable governance”) AND (“small enterprises” OR “medium enterprises”))
313

6

ALL ((“green human resource management” OR “sustainable human resource management” OR
“green human resource” OR “sustainable human resource”) AND (“corporate governance” OR

“governance” OR “sustainable governance”) AND (“small enterprises” OR “small businesses” OR
“medium enterprises” OR “medium businesses”))

543

7

((“green human resource management” OR “sustainable human resource management” OR “green
human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”

OR “sustainable governance”) AND (“sustainable work”) AND (“small enterprises” OR
“medium enterprises”))

432

8

((“green human resource management” OR “sustainable human resource management” OR “green
human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”
OR “sustainable governance”) AND (“sustainable work” OR “green job”) AND (“small enterprises”

OR “medium enterprises”))

226

9

((“green human resource management” OR “sustainable human resource management” OR “green
human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”

OR “sustainable governance”) AND (“sustainable work” OR “green job”) AND (“employee
environmental behavior”) AND (“small enterprises” OR “medium enterprises”))

390

10

((“green human resource management” OR “sustainable human resource management” OR “green
human resource” OR “sustainable human resource”) AND (“corporate governance” OR “governance”

OR “sustainable governance”) AND (“sustainable work” OR “green job”) AND (“employee
environmental behavior”) AND (“small enterprises” OR “medium enterprises”))(LIMIT-TO

(DOCTYPE, “ar”))

368

Source: Scopus.
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4. Results

The purpose of this study is to emphasize the importance of green human resource
management and to present a theoretical framework for a business model that would
assist SMEs in achieving green performance and building a sustainable, resilient, and
agile ecosystem. The examined sample contains 368 relevant studies published between
2011 and 2022. These publications were produced by 690 people and received an average of
6.706 citations. Most of the authors (97.1% of the total) are part of multi-authored research
(670 authors), while single-authored studies account for just 2.9% of the total (20 authors).

4.1. Green Human Resource Management in SMEs: A Discrete Research Domain

Lotka’s approach was used to assess authors’ scientific production (Table 2). According
to the findings, 589 authors in the field of green human resource management strategies
within SMEs contributed to one scientific paper, while just one author contributed to a
maximum of eleven published articles in the subject area. Thus, the subject of Green Human
Resource Management and the adoption of green practices by SMEs may be defined as a
distinct scientific domain with a high degree of authorship concentration.

Table 2. Author productivity through Lotka’s Law.

Documents Written N. of Authors Proportion of Authors

1 589 0.854
2 69 0.1
3 19 0.028
4 9 0.013
5 3 0.004
11 1 0.001

Source: Scopus/Biblioshiny.

4.2. Annual Scientific Publication and Timespan Trend

Figure 2 depicts the number of studies conducted on the subject of green human
resource management inside SMEs, as well as the techniques created to assist them in
achieving green performance. Prior to 2017, there was little development in research, but
after 2018, publications began to surge. To be more specific, just 23 papers were published
over the first 7 years of the research (2011–2017), far fewer than the 224 publications
published during the previous 5 years (2018–2022). The year 2021 had the most publications,
but 2022 seems to have a large number of articles as well, as indicated by the statistics in
Figure 2. This illustrates that there is a continual growth in academic interest in the need
for SMEs to transition from the conventional human resource management model to that
of green or sustainable one. Furthermore, Figure 2 displays the influence of published
papers by the number of citations (TCpY and TCpA) in the study domain each year. The
first index shows the total citations per year, whereas the second presents the total citations
per article. Both indicators highlight that there are few citations for recent scientific papers,
which is due to the fact that new research takes time to sink in and has an impact on the
academic community.

4.3. Most Influential Journals, Institutions, Authors, and Documents

Table 3 lists the journals that published the most papers on green human resource
management and its impact on SMEs between 2011 and 2022. From 2011 to 2022, the
“Journal of Cleaner Production” and “Sustainability,” two frontier journals with the most
papers published in the study area (26) each, had a significant impact on the corpus of
knowledge on green human resource management. With 15 articles, the magazine “Business
Strategy and the Environment” came in second, while the “International Journal of Manpower”
came in third with 12 published scientific studies. Furthermore, the journal “Corporate
Social Responsibility and Environmental Management” has published eight papers in the
topic under investigation. Finally, by publishing seven papers on green human resource
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management, the “International Journal of Human Resource Management” rounded out the
top five research-related publications. Scopus, Scimago, and ABS List have indexed many
of the most widely read papers on green human resource management and its impact on
SMEs’ long-term success.

Sustainability 2023, 15, x FOR PEER REVIEW 9 of 28 
 

 

Figure 2. Annual research growth (TCpY: total citation per year, TCpA: total citation per article). 

Source: Scopus/Biblioshiny. 

4.3. Most Influential Journals, Institutions, Authors, and Documents 

Table 3 lists the journals that published the most papers on green human resource 

management and its impact on SMEs between 2011 and 2022. From 2011 to 2022, the “Jour-

nal of Cleaner Production” and “Sustainability,” two frontier journals with the most papers 

published in the study area (26) each, had a significant impact on the corpus of knowledge 

on green human resource management. With 15 articles, the magazine “Business Strategy 

and the Environment” came in second, while the “International Journal of Manpower” came 

in third with 12 published scientific studies. Furthermore, the journal “Corporate Social Re-

sponsibility and Environmental Management” has published eight papers in the topic under 

investigation. Finally, by publishing seven papers on green human resource management, 

the “International Journal of Human Resource Management” rounded out the top five re-

search-related publications. Scopus, Scimago, and ABS List have indexed many of the 

most widely read papers on green human resource management and its impact on SMEs’ 

long-term success. 

Table 3. Most relevant resources in the research field. 

Sources Articles Subject Area h-Index 
Ranking by 

Scimago List 

Ranking by 

ABS List 

Journal Of Cleaner Production 26 
Strategy and Manage-

ment 
232 Q1 2 ** 

Sustainability (Switzerland) 26 Environmental Science 109 Q1  

Business Strategy And The Environment 15 
Business, Management 

and Accounting 
115 Q1 3 *** 

International Journal Of Manpower 12 
Business, Management 

and Accounting 
61 Q2 2 ** 

Corporate Social Responsibility And Environmen-

tal Management 
8 

Business, Management 

and Accounting 
82 Q1 1 * 

Figure 2. Annual research growth (TCpY: total citation per year, TCpA: total citation per article).
Source: Scopus/Biblioshiny.

Table 4 presents the most significant affiliations for disseminating research on green
human resource management and its contribution to developing employee environmental
consciousness, which can contribute to improved long-term performance of SMEs. The
top five institutions, which account for the vast bulk of research-related publications, have
offices in a variety of places. China’s Xi’an Jiaotong University has published the most
(16 research publications) about green human resource management. Montpellier Business
School, and Universiti Malaysia Terengganu are rated second and third, respectively, with
twelve published articles. The University of Otago is ranked third, with the most relevant
affiliations in the topic field. However, the majority of the most relevant affiliations for
the current study’s research subject are Malaysian. This is due to the fact that many
corporations have relocated their operations to Malaysia, which has the potential to break
through barriers. As a result, human resources are one of Malaysia’s industries with the
most continuous development. Actually, it provides a wide range of job opportunities each
year. Moreover, human resource programs in Malaysia provide training and development
courses to help employees prepare for a career in this dynamic, people-focused industry.
Malaysia, with thirteen states and three federal territories, is also a cultural melting pot. It
has proved to the rest of the world that it is an accurate picture of all races and ethnic groups
coexisting together in a multicultural setting. As a result, researchers and scholars from
Malaysian universities are interested in researching disciplines that will assist employees
in SMEs in finding numerous career paths and professional positions as well as increasing
their environmental consciousness via green human resource management.
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Table 3. Most relevant resources in the research field.

Sources Articles Subject Area h-Index Ranking by
Scimago List

Ranking by
ABS List

Journal of Cleaner Production 26 Strategy and
Management 232 Q1 2 **

Sustainability (Switzerland) 26 Environmental Science 109 Q1

Business Strategy and the Environment 15 Business, Management
and Accounting 115 Q1 3 ***

International Journal of Manpower 12 Business, Management
and Accounting 61 Q2 2 **

Corporate Social Responsibility and
Environmental Management 8 Business, Management

and Accounting 82 Q1 1 *

International Journal of Human
Resource Management 7

Organizational Behavior
and Human Resource

Management
123 Q1 3 ***

Benchmarking 6 Business, Management
and Accounting 66 Q1 1 **

Human Resource Management Review 5
Organizational Behavior

and Human Resource
Management

101 Q1 3 ***

Environmental Science and
Pollution Research 4 Environmental Science 132 Q1

International Journal of Contemporary
Hospitality Management 4 Business, Management

and Accounting 100 Q1 3 ***

Human Resource Management Review 4
Organizational Behavior

and Human Resource
Management

101 Q1 3 ***

Business Strategy and Development 3 Business, Management
and Accounting 11 Q1

Entrepreneurship and Sustainability Issues 3 Business, Management
and Accounting 30

Frontiers in Psychology 3 Psychology 133 Q1

International Journal of
Hospitality Management 3 Business, Management

and Accounting 136 Q1 3 ***

International Journal of Productivity and
Performance Management 3 Business, Management

and Accounting 67 Q2 1 *

Journal of Business Ethics 3 Business, Management
and Accounting 208 Q1 3 ***

Source: Scopus/Biblioshiny. *, **, ***: These symbols indicate the scientific articles published in journals indexed
by the Academic Journal Guide and maintained by the Chartered Association of Business Schools (CABS). The
journals are rated on a scale of 1 * to 3 *** (the highest).

Based on the results of the bibliometric study of the most influential authors in the re-
search field, Table 5 displays the authors with the greatest effect on the research community
of the researched topic area. The third column of Table 5 displays the measure of articles
fractionalized by individual authors, which shows the percentage of their co-authored
publications. Jabbour C.J. is the most influential author in the subject field, according to
Table 5, followed by Guerci M. Jabbour Cjc’s scholarly paper, “Green Human Resource
Management and Green Supply Chain Management: Linking Two Emerging Agendas;”
this is one of the most significant in the field of green human resource management. This is
the first time that a scientific paper has integrated research trends, such as green human
resource management and operational management, in human resource management.
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Table 4. Most relevant institutions.

Affiliations Country Articles

Xi’an Jiaotong University China 16
Montpellier Business School France 12
Universiti Malaysia Terengganu Malaysia 12
University Of Otago New Zealand 10
University Of Alicante Spain 9
Universiti Sains Malaysia Malaysia 8
National Institute Of Industrial Engineering (Nitie) India 7
Rutgers University USA 7
Sukkur Iba University Pakistan 7
Universiti Teknologi Malaysia Malaysia 7
University Of Ghana Business School Ghana 7
Hungarian University Of Agriculture And Life Sciences Hungary 6
National Textile University Pakistan 6
University Of Belgrade Serbia 6
University Of Southampton UK 6
Yazd University Iran 6
Amman Arab University Jordan 5
Nottingham Trent University UK 5
University of Lisbon Portugal 5
Qatar University Qatar 5

Source: Scopus/Biblioshiny.

Table 5. Most impactful authors.

Authors Articles Articles Fractionalized

Jabbour Cjc 11 3.07
Guerci M 5 2.00
Piwowar-Sulej K 5 4.50
Renwick Dws 5 2.92
Chiappetta Jabbour Cj 4 1.13
Ho Th 4 0.85
Jackson Se 4 1.42
Julius Mm 4 0.85
Muisyo Pk 4 1.15
Paillé P 4 1.23
Raut Rd 4 0.85
Ren S 4 1.37
Yusliza M-Y 4 0.75
Ahmed U 3 0.70
Bombiak E 3 2.50
De Sousa Jabbour Abl 3 0.62
Edgar F 3 0.92
Garza-Reyes Ja 3 0.53
Gedam Vv 3 0.65
Khan Mh 3 1.50

Source: Scopus/Biblioshiny.

Finally, Table 6 summarizes the most important scientific papers on green human
resource management and its impact on the promotion of environmental consciousness
among SME employees. The following table contains scientific publications based on both
qualitative and quantitative research. Some of the most prominent scholarly publications
focus on the sustainability pillar and its influence on human resource management. Fur-
thermore, there are articles that support the assumption that the green human resource
management model is at the top of business agendas, while others investigate employee
attitudes toward sustainability and their desire to implement green practices. However,
neither study has addressed the relevance of green human resource management in SMEs
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or the establishment of a business model that would aid SME employees in developing
their environmental awareness and implementing green strategies.

Table 6. Most impactful scientific articles in the field of green human resource management.

Paper Total Citations TC per Year Normalized TC

Green Human Resource Management: A Review and Research Agenda [40] 744 67.636 1.6814

An Aspirational Framework for Strategic Human Resource Management [41] 519 51.9 2.6278

Effects of Green HRM Practices on Employee Workplace Green Behavior:
The Role of Psychological Green Climate and Employee Green Values [3] 390 55.714 2.1062

State-of-the-Art and Future Directions for Green Human Resource
Management: Introduction to the Special Issue [42] 334 25.692 1

Green human resource management practices: scale development and
validity [9] 263 43.833 4.208

Sustainability as a dynamic organizational capability: a systematic review
and a future agenda toward a sustainable transition [43] 245 35 1.3231

Green human resource management and the enablers of green organisational
culture: Enhancing a firm’s environmental performance for sustainable
development [44]

234 46.8 3.8475

Green human resource management research in emergence: A review and
future directions [7] 214 35.667 3.424

Assessing green human resources management practices in Palestinian
manufacturing context: An empirical study 208 29.714 1.1233

Reporting on sustainability and HRM: a comparative study of sustainability
reporting practices by the world’s largest companies [45] 194 24.25 2.0138

What drives employees’ intentions to implement green practices in hotels?
The role of knowledge, awareness, concern and ecological behaviour [46] 188 18.8 0.9519

Green product development and performance of Brazilian firms: measuring
the role of human and technical aspects [14] 187 20.778 2.5101

Who is in charge? A review and a research agenda on the ‘human side’ of
the circular economy [10] 173 34.6 2.8445

Progressing in the change journey towards sustainability in healthcare: the
role of ‘Green’ HRM [47] 169 21.125 1.7543

Envisioning the invisible: Understanding the synergy between green human
resource management and green supply chain management in
manufacturing firms in Iran in light of the moderating effect of employees’
resistance to change [48]

164 23.429 0.8857

Pathways towards sustainability in manufacturing organizations: Empirical
evidence on the role of green human resource management [49] 159 39.75 4.3874

Systematic literature review on sustainable human resource
management [50] 144 28.8 2.3677

The impact of green human resource management practices on sustainable
performance in healthcare organisations: A conceptual framework [51] 142 35.5 3.9183

‘Green’ Human Resource Benefits: Do they Matter as Determinants of
Environmental Management System Implementation? [16] 141 12.818 0.3186

On the importance of sustainable human resource management for the
adoption of sustainable development goals [8] 125 25 2.0553

Source: Scopus/Biblioshiny.
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4.4. Network, Content, and Cluster Analysis

The visualization of the relationship between authors, countries, and keywords can
provide unique insights into the scientific community. Figure 3 shows a three-field plot, also
known as Sankey diagram, that displays the interaction between the most relevant authors
(left), nations (middle), and keywords (right) in the research area of green human resource
management. Malaysian scholars, according to the findings, are primarily concerned with
issues such as green human resource management and sustainability. Additionally, Chinese
academics appear to be experts in green human resource management, sustainability,
and corporate social responsibility. The Chinese economy is rapidly developing, with
far-reaching environmental consequences. As a result, scholarly interest in the investigated
subject has grown.
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Furthermore, Figure 4 depicts the authors’ geographical collaboration in the study
disciplines of information management and big data analytics. This scientific collaboration
was exhibited utilizing the program Bibliometrix, often known as Biblioshiny. The purpose
of this geographical collaboration study is to show the social structure of the research
community on the topic at hand. The network’s nodes represent the writers, while the
links indicate their collaboration. According to the map, Europe is the birthplace of the
great majority of scientific collaborations in the sector. Europe, India, and Australia are
linked via the most dependable scientific channel. Scholars from Latin America and Europe
have also established significant scientific links. The British, in particular, are linked with
experts in Latin America, India, and China in green human resource management and its
contribution to the promotion of environmental consciousness among employees in SMEs.
Furthermore, the bibliographic coupling map, which is provided in Figure 5, validates the
academics’ collaboration.
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Keyword analysis, an important component of network analysis, is a helpful method
that delivers insightful information for a research area. Keyword analysis is used to district
the research trends within a study field. Figure 6 illustrates a network representation based
on the co-occurrences of the authors’ keywords. The co-occurrence of authors’ keywords
was displayed with the use of VOSviewer. This software aids in the mapping of the biblio-
metric network. Each circle in the graph indicates a co-occurrence case. The wider the circle,
the more frequently the terms appear together. The circles of the same color indicate a clus-
ter of keywords, and the lines connecting the circles reflect the keywords’ association. There
were 72 keywords that appeared and were classified into 5 clusters. Cluster 1 (red color)
relates to “Environmental management and green human resource management”. This
relationship indicates that HR management should be a fundamental pillar of activity for
environmental management by combining organizational and HR development [52,53]. In
this point, managers must play a critical role in winning over employees’ hearts and minds
when it comes to environmental sustainability goals. Green mentoring, green coaching, and
green cross-organizational networking are some of the most important strategies of green
human resource management. To prevent the hazards of unconscious prejudice, training
in environmental management or in the production of creative ideas is also encouraged,
as is fostering information transfer across employees. Cluster 2 (green color) is related to
the topic of “Green human resource management sustainability”, which highlights the
way that SMEs can achieve sustainable HR. Moreover, sustainable green human resource
management practices enable an organization’s internal and external stakeholders to meet
their financial, social, and environmental goals. Furthermore, sustainable approaches can
avoid unexpected repercussions and negative feedback, while aiming for outcomes that
match stakeholders’ expectations. The third cluster (purple color) relates to “Green human
resource management and environmental performance”. For example, employee training
is crucial for equipping them with the knowledge and skills required to make educated
decisions regarding green HRM practices. As a result, they will be inspired to apply green
HRM practices. Moreover, green HRM practices include another critical component: green
training and development. The process of preparing multi-talented persons to enhance the
teaching required for innovations is known as training. Green HRM techniques involve pro-
viding personnel with fundamental competencies such as educating them on how to collect
waste information and raising the company’s efficiency and environmental competency
standards. Employees’ desire to participate in environmentally friendly activities requires
environmental education. Training may assist employees in learning about different issues
and challenges in the workplace, enhancing and improving their talents, and motivating
them to complete their activity [54,55]. Thus, the above shows a direct relationship between
practices of green human resource management, such as green training, and the enhance-
ment of environmental performance. Cluster 4 (blue color) refers to the motivations that
can help employees increase their awareness regarding the environment and the practices
of green human resource management. The cluster indicates the importance of “green
creativity in the workplace for achieving human resources management practices" [56].
The association among GHRM and environmental performance has been clearly described
previously. The current study highlights another crucial issue related to that of green
human resource management practices; it involves the motivations that can be offered
by SMEs to help employees focus more on the adoption of green human resource man-
agement strategies. One important factor is to increase “Green creativity” of the human
resource [57–59]. Green creativity can be understood as the innovative ideas necessary for
the development of environmentally friendly goods, services, and processes. SMEs can
follow strategies that help push more GHRM to foster and encourage green creativity [60].
Finally, cluster 5 (yellow color) is related to the method that experts in the field use to
approach and investigate the research area of green human resource management and
SMEs. Findings highlight the bibliometric analysis as the core methodology to adopt the
studied field of green human resources and sustainable management.
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Even though green human resource management methods are connected with pro-
environmental behavior, environmental management, and sustainability, the theme map
(Figure 7) demonstrates new study opportunities in the field. A thematic map of authors’
keywords illustrates the study subjects produced from the conceptual structure of the
documents included in the Bibliometrix analysis. The map is divided into four quadrants,
each indicating a distinct study topic linked to the issue under consideration. The cluster
sizes represent the proportion of words. The density and centrality dimensions are utilized
as the primary criterion in the thematic map to categorize the many subjects that developed.
The density dimension represents the level of development of each subject as evaluated by
internal links between the authors’ keywords. The second dimension, centrality, defines
the importance of each subject as determined by the external relationships between the
writers’ keywords. The thematic map is divided into four quadrants, as previously stated:
(i) The motor themes are depicted in the upper-right quadrant and are distinguished by
both high density and centrality; (ii) The basic themes are depicted in the lower-right
quadrant and are distinguished by high centrality but low density; (iii) The niche themes
are depicted in the upper-left quadrant and are distinguished by high centrality but low
density; (iv) The emerging themes are placed in the upper-left quadrant and are themes
that are characterized by both high density and high centrality [30,61].

Among the issues that emerged from each quadrant, green competencies attract the
most interest and is categorized as a niche theme in the thematic map. The general mean-
ing of the term competencies is that competencies indicate the actions and attitudes that
employees require to perform their duties effectively. On the other hand, the term profes-
sional competencies, includes personal qualities and circumstances, actions, knowledge,
skills, attitudes, values, and beliefs. However, SMEs should respond to current difficulties
in a proactive and methodical manner and have a variety of green measures in place to
raise employees’ pro-environmental understanding and capabilities [62,63]. Furthermore,
human attitudes and beliefs are critical factors influencing green competence. There are
four types of green competencies: natural, learned, adaptive, and performance. Natural
green competences are characteristics and beliefs created throughout a person’s formative
years, whereas acquired green competencies represent green knowledge gained through ex-
perience [64]. According to experts in the field of green competencies, employees acquired
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green competences have contributed to the integration of pro-environmental thinking into
firms’ human resource activities. The combination of innate and learned green competences
results in effective green competencies that are required for environmental performance.
Therefore, green human resource management might benefit from assessing green behavior
to identify employees’ green performance, which is a combination of innate, learned, and
adaptable competencies [3]. Green competencies are crucial, but so is a desire to assist the
environment attain environmental performance.
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Additionally, emerging themes underline the need for enhancing SME employee green
behavior using several means. Green knowledge exchange has evolved as one of the most
critical components of green human resource management approaches employed by SMEs.
The process of transferring or sharing green knowledge among colleagues, competitors,
suppliers, or other stakeholders in order to develop new strategies and methods, technolo-
gies, tools, and techniques that effectively offset or mitigate the negative effects of business
activities on the natural environment is known as green knowledge sharing. [65,66]. Green
knowledge sharing refers to the incorporation of new green information into decision
making, product development, or service delivery. SMEs strive to incorporate eco-friendly
technology and practices into their operations through “green knowledge” applications
in order to achieve zero or minimal environmental impact [66,67]. By introducing unique
and creative ideas, processes, and technology, green expertise may help SMEs obtain a
competitive advantage. The process of transferring or sharing green knowledge among
colleagues, competitors, suppliers, or other stakeholders in order to develop new strategies
and methods, technologies, tools, and techniques that effectively offset or mitigate the
negative effects of business activities on the natural environment is known as green knowl-
edge sharing [66,68]. Green knowledge sharing involves incorporating innovative green
knowledge into decision making, product development, or service delivery. To achieve zero
or low environmental effect, SMEs attempt to incorporate eco-friendly technologies and
practices into their operations through “green knowledge” applications. Green expertise
may help SMEs gain a competitive advantage by bringing innovative and creative ideas,
methods, and technology.

Furthermore, multiple correspondence analysis (MCA) reveals a novel link that may
aid SMEs’ implementation of green human resource management strategies (Figure 8).
Starting with the significance of MCA, the technique is a matrix that combines co-word
analysis with a two-dimensional map of the most cited terms. The MCA technique catego-
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rizes the keywords of the recoverable scientific documents based on the frequency of each
keyword and the joint reference of the keywords in each recovered document. The MCA
approach produces data that may be analyzed in terms of point placements and distribution
along each dimension. As a result, the closer the words are depicted on the MCA map, the
more similar their distributions are. The map shows two clusters. The first cluster (red)
illustrates the issues that have already been discussed in the literature, while the second
cluster (blue) indicates the gap in the literature. Specifically, the cluster in blue depicts
the connection between organizational citizenship and the behavior of the environment;
this can lead to a new term, that of green organizational citizenship. Green organizational
citizenship behaviors include the individual discretionary activities that enhance green
organizational environmental management and green human resource management but
are not explicitly rewarded. This category of green behaviors is additional environmental
protection-related services provided by employees on their own initiative outside of the
workplace’s expectations. According to prior studies, green HRM practices have a consid-
erable impact on employee performance. Previous research found that employee behaviors
and competencies improve company effectiveness [13]. However, individualistic green
organizational citizenship behavior can evolve into a self-motivated conduct that emerges
naturally within the employee [5,47,69]. Employees are encouraged to participate in green
activities by adopting green habits and fostering a culture of green corporate citizenship
among them. Therefore, green organizational citizenship behavior is heavily reliant on an
individualized approach [69].
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5. Discussion

In the previous three decades, the strategic approach of human resource manage-
ment (HRM) has been prevalent. HRM operations have attempted to contribute to the
organization’s economic goals, with an emphasis on legal compliance, litigation reduction,
cost per employee minimization, employee attitudes, and incentive programs. As a result,
human resource strategy management has been associated with a set of procedures created
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to fulfill the company’s objectives, mostly financial ones. However, the crucial factor of
sustainability has grown in the business world, with the belief that it is impossible to
establish a sustainable society without the active engagement of the businesses. This setting
may be utilized to explore the function of the HRM process in the sustainable growth of
organizations [11]. Experts in the field of HRM have uncovered different aspects regarding
the reasons why sustainability is connected to HRM functions and the relevance of sustain-
ability in HRM. One of these aspects is the macro view, which focuses on the contributions
of organizations to their social and economic worlds. This viewpoint is commonly related
to discussions about social and environmental sustainability [56,70]. According to this
point of view, HRM practices enable firms to make long-term contributions to the social
and environmental sectors. Another aspect of these arguments focuses on the intrinsic
causes and relationships inside the HRM system and examines sustainability at the person
and HRM levels (micro level).

HRM may refer to organizational sustainability as something to consider while cre-
ating procedures or as an ultimate aim. Based on the first approach, HRM policies and
practices are intended to aid in the development of a corporate sustainability mentality and
actions. In the second perspective, sustainability ideas are integrated into human resource
management practices that are meant to offer employees long-term physical, social, and
economic well-being [71]. The sustainability of the company’s professionals leads to the
sustainability of the organization’s other resources. As a result, there are two premises:
the role of HRM in aiding businesses, particularly SMEs, in formulating and executing
sustainable strategies; and the development of the HRM process itself in a sustainable way.
In short, HRM both supports and benefits from corporate sustainability. The relationship
between sustainability and HRM practices has given rise to a new modern idea known
as “green human resources management” in the literature [9]. GHRM is defined as a
collection of behaviors that promote professional well-being, devotion, and happiness
while also contributing to a company’s long-term economic, social, and environmental
sustainability. As a result, GHRM plays an important role in balancing elements related to
the triple bottom line [8]. Furthermore, GHRM argues for the preservation and enhance-
ment of the well-being of current and future generations, the creation of a harmonious
organizational environment, the improvement of quality of life, and a reduction in social
injustices [8,19,72].

Although SMEs have yet to overcome difficulties in implementing green human
resource management practices, employees’ lack of knowledge of the significant advantages
of green human resource management is the biggest hurdle for SMEs in adopting green
human resource management practices [73]. This is because SMEs do not give green
training, encouragement, or awards to their staff, which could help them become more
ecologically conscious. As a result, SMEs should create a business model based on green
human resource management and sustainability concepts [74,75]. The current study’s goal
is to offer a theoretical framework for a business model that would guide SMEs in investing
in green human resource management practices. A bibliometric study was conducted to
approach the research scope. From the total of scientific documents in the field, 368 were
selected from the Scopus database and evaluated using Bibliometrix tools in the context of
this study. The bibliometric analysis was completed in six phases.

The outcomes of the research indicated a set of characteristics deemed as crucial
for the presentation of a new business model to assist SMEs in integrating green human
resource management practices. As a first step, the map of co-occurrence analysis shows
the close relationship between green human resource management and environmental
management. Human capital, and hence the roles of managers and employees, are seen
as critical in environmental management. Environmental management may benefit from
improved human resource management, particularly green human resource management,
which strives to assist SMEs in achieving environmental goals and ensuring long-term
sustainability. GHRM strategies, in particular, build operational processes strategically to
support the firm’s long-term sustainable success. Moreover, the contribution of employees’
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green capabilities is seen as crucial to SMEs’ environmental performance [11,76]. In order for
SMEs to achieve successful green performance, they must have both innate and developed
green competences. Figure 9 is stated as crucial for the current research since it provides
a new component for achieving green performance: the willing moment. For example,
an employee may have extraordinary natural green competences as well as advanced
degrees of acquired green competencies. Green performance, on the other hand, cannot
be attained if an individual is hesitant to utilize their effective green talents; consequently,
the willingness moment is seen as a key component of the suggested model [8,72]. The
willingness moment can also predict an employee’s environmental attitude or capacity to
adopt green skills.
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Additionally, green knowledge sharing is categorized as another crucial factor that
should be considered in the proposed business model for the adoption of green human
resource management practices by SMEs [18,67]. The extent to which members of organiza-
tions exchange green information to improve organizational environmental performance
is referred to as green knowledge sharing. Prior research has recognized the importance
of knowledge management in the workplace. Many performance outcomes are known to
be influenced by knowledge management. However, information sharing is the most im-
portant aspect of knowledge management. Previous research has investigated knowledge
sharing at the individual and organizational levels. Employees can produce “collaborative”
knowledge on their own by sharing their expertise with other employees. Green knowledge
sharing is critical to firms’ long-term competitive advantage. As a result, effective green
knowledge management leads to increased organizational understanding of environmental
management [68,72]. Green organizational citizenship is also important for the proposed
model oriented towards green human resource management [69]. Green organizational
citizenship is characterized as the voluntary and positive conduct of employees at the
workplace to contribute to environmental protection and profit indirectly from the orga-
nization’s environmental success and sustainability. Furthermore, green organizational
citizenship behavior assists the firm in lowering its environmental costs and improving its
environmental image.
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Based on the above factors, a proposed business model for the effective development
of green human resource management strategies by SMEs is described in Figure 10. The
business model is based on the power of the combination of factors, such as green organi-
zational citizenship behavior, green competencies, and environmental management [47,77].
The above scheme, and the integration of green motivations into employees by SMEs, can
help them adjust to the new environment and achieve their goal of sustainable continuity.
Given that the goal of SMEs is to achieve environmental performance, green human re-
source management practices can help them achieve this goal by combining a set of factors,
such as green competencies and green motivations, for employees. This set of factors will
result in green organizational citizenship behavior; all the previous are subjected to the prin-
ciples and archetypes of environmental management [5,69]. Finally, if the process described
below is achieved and implemented, then SMEs can reach their goal of continuing their
business in a sustainable and green manner. In terms of further research, we propose the
integration of environmental, social, and corporate governance factors in the new business
model [78,79]. This set of factors enable SMEs to enhance environmental awareness and to
provide their employees with appropriate green training and motivation; this in turn leads
to an ideal array of green human resource management strategies.
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Finally, the current study presents a set of limitations. Specifically, one of the limitations
is that agile methodologies are difficult to implement. The agile approach is built on
multiple concepts and broad ideas, rather than on a standardized technique that can
be simply adapted to any project. This necessitates broader cultural change and the
participation of all parties involved. Another possible limitation of agile methodologies is
the higher degree of commitment required, not just from project developers and project
managers, but also from active user engagement. In general, agile projects proceed based
on user feedback throughout the project life cycle. Internal departments must also be ready
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to collaborate and communicate, and managers may be required to enroll in an agile project
management course. This suggests that more individuals are investing time and effort into
the project’s success or failure. Thus, one of our future research plans is to integrate the
factors of different business cultures and cultural change into the proposed business plan
presented above.

6. Conclusions

Firms are the primary source of environmental problems. As a result, businesses
should play a significant role in addressing environmental management challenges. Differ-
ent entities are pressuring businesses to follow this trend since it will have an influence
on society; several businesses have already established eco-initiatives and are looking for
innovative solutions to address environmental management challenges. One of the meth-
ods that has emerged in reaction to environmental deterioration is green human resource
management. The term GHRM refers to an organization’s initial focus on human resource
operations for long-term development. GHRM practices promote ecological resource con-
sumption to emphasize environmental sustainability, improve human resource behavior,
and instill a sense of accountability toward environmental health [17,71,80]. The GHRM
promotes social and economic well-being while also encouraging environmentally con-
scious behavior. Strategic human resources are assumed to exist to be used and exploited
rather than produced and maintained; a broader GHRM approach would assist in placing
sustainability at the center of people management. According to research, GHRM refers
to the HRM elements of environmental management. GHRM methods were found to im-
prove corporate reputation and performance and were effective in assisting personnel. The
notion of “going green” across corporate functions was proposed as a way of motivating
employees toward a greener environment [81].

SMEs are among the organizations that must prioritize green human resource man-
agement strategies immediately. Small- and medium-sized businesses face difficulties in
reducing their environmental effects (SMEs). Furthermore, market and environmental
restrictions will increase pressure on SMEs to generate low-impact items and processes
in the near future. This is a problem for European SMEs which employ over 70% of the
workforce and generate almost 60% of total manufacturing and services income. How-
ever, SMEs encounter challenges in implementing green human resource management
techniques [82]. The primary barriers for SMEs are a shortage of executives participating in
such initiatives and a lack of knowledge. The most important concern, however, is the lack
of a business model that can assist SMEs in adapting to the new climate. The current study
suggests a business model based on environmental management and green human resource
management concepts. The proposed model has three layers. The first is the incorporation
of inherent and developed green capabilities, as well as the provision of green incentives to
personnel. This combination results in improved green organizational citizenship behavior
and, in turn, good environmental management in SMEs. Finally, suitable collaboration of
the variables aids SMEs in achieving their sustainability and green continuity goals.
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60. Göçmen, Ö.; Coşkun, H. Do De Bono’s green hat and green-red combination increase creativity in brainstorming on individuals
and dyads? Think. Ski. Creativity 2022, 46, 101185. [CrossRef]

61. Tamala, J.K.; Maramag, E.I.; Simeon, K.A.; Ignacio, J.J. A bibliometric analysis of sustainable oil and gas production research
using VOSviewer. Clean. Eng. Technol. 2022, 7, 100437. [CrossRef]

62. Ojala, M. Hope and climate-change engagement from a psychological perspective. Curr. Opin. Psychol. 2023, 49, 101514.
[CrossRef] [PubMed]

63. Irawan; Elia, A. Benius Interactive effects of citizen trust and cultural values on pro-environmental behaviors: A time-lag study
from Indonesia. Heliyon 2022, 8, e09139. [CrossRef]

64. Ismail, D.; Domil, A.K.A.; Isa, A.M. Managerial competence, relationship quality and competitive advantage among SME
exporters. Procedia Soc. Behav. Sci. 2014, 115, 138–146. [CrossRef]

65. Zhou, M.; Govindan, K.; Xie, X. How fairness perceptions, embeddedness, and knowledge sharing drive green innovation in
sustainable supply chains: An equity theory and network perspective to achieve sustainable development goals. J. Clean. Prod.
2020, 260, 120950. [CrossRef]

66. Cheng, J.-H. Inter-organizational relationships and knowledge sharing in green supply chains—Moderating by relational benefits
and guanxi. Transp. Res. Part E Logist. Transp. Rev. 2011, 47, 837–849. [CrossRef]
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