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1. Introduction

Over the last decades, the perspective of business management has changed as a result of the
unstable global economy, social climate, and ecological environment disruption. This made it
necessary for businesses to adopt a more sustainability-oriented strategy (Jiang et al., 2024),
one that includes social and environmental concerns in addition to financial ones. The pressure
of this perspective shift started with the adoption of the United Nations' Sustainable
Development Goals (SDGs) and was also intensified by the unexpected disruption caused by
recent events, such as the Ukraine-Russia conflict and the global pandemic of COVID-19 (Kim
et al., 2022; Cumming, 2022). Consequently, the transition to a sustainable business model is
regarded as a significant social issue of our time (Ren et al., 2023; Lu et al., 2023), calling for
a redesign of organizational HR policies and procedures to be in line with sustainability
principles.

In response to this challenge, the sustainable human resource management (SHRM) concept
emerged, emphasizing the significance of using human capital as a tool to achieve
organizational sustainability goals (Ehnert et al., 2016). From a conceptual perspective, it refers
to a set of HR practices that enable the generation of favorable outcomes in terms of the
economic, social, and environmental domains while also paying attention to the needs of all
stakeholders (Ehnert 1., 2009).

This study is significant for three key reasons. First, it contributes to ongoing research on
current business challenges by exploring the topic of sustainability. Second, it examines the
role of sustainable HRM in shaping organizational strategic plans. Third, the study aims to
address the research gaps identified in the existing literature regarding the link between

sustainable HRM and organizational financial performance.

2. Research objectives

The main objective of this research is to empirically examine the effect of sustainable HRM
practices on performance. Specifically, this study aims to identify the mechanisms through
which sustainable HRM practices influence individual-level performance and organizational-

level performance.
Specific objectives:

1. To provide a comprehensive review of sustainable HRM practices by employing a
nomological network framework covering the antecedents, consequences, moderators

and mediators of this phenomenon.



2. To investigate the role of green HRM practices on organizational-level financial
performance.

2.2 To examine the mediating effect of work engagement on the relationship between

employee perception of green HRM practices and financial performance.

2.3 To examine the role of employee perception on green HRM practices and

corporate social responsibility (CSR) practices on financial performance growth.

3. To investigate the role of sustainable HRM practices on organizational-level
performance.

4. To investigate the role of sustainable HRM practices on individual-level performance.

Research questions:
To achieve the previously mentioned goals, the following main research questions are
formulated:
1. What are the main components comprising the nomological network of sustainable
HRM practices?
2. What is the relationship between employee perception of green HRM practices and
financial performance?
3. What is the relationship between green HRM practices, corporate social responsibility

practices and financial performance growth?

3. Empirical research

Each objective was addressed through a distinct study. First, our PhD journey began with a
comprehensive analysis of the existing literature on the concept of green intellectual capital.
The primary objectives of this study were to offer an overview of this construct by examining
its historical evolution and key research areas (Chapter 2), as well as to provide an in-depth
analysis of its conceptual connections (Chapter 3). To achieve these objectives, we reviewed
the articles related to green IC and employed the VOSviewer tool to highlight its conceptual

relationships.

Second, the next objective of this study was to provide a comprehensive review of sustainable
HRM by employing a nomological network framework covering the antecedents,
consequences, moderators and mediators of this phenomenon (Chapter 4). To fulfill these
objectives a systematic literature review was performed, analyzing 62 articles published in
journals listed in the 2022 ABDC Journal Quality List.



Third, we aimed to explore the relationship between green HRM and two important facets of
business success: economic performance and performance growth. By addressing these two
distinct effects of green HRM we provide a more nuanced understanding of the potential of
green HRM practices in influencing both short-term and long-term organizational
performance. In order to empirically examine this relationship, we conducted two studies. The
first one (detailed in section 5.3) analyzes the link between green HRM and economic
performance, as well as the role of work engagement as a mediator in this relationship. For this
study, we used the Partial Least Squares-Structural Equation Modeling (PLS-SEM) to test the
hypothesis of the research. The second one (detailed in section 5.4) analyzes how green HRM
and CSR influence economic performance growth. For this study, we used the OLS regression

model.

Fourth, our research progressed with an empirical analysis that, unlike the previous empirical
studies conducted in this thesis, offers a broader scope and greater impact. Thus, Chapter 6
presents two key distinctions. The first one refers to the focus of the independent variable.
Since the previous chapter focused on the green aspect of HRM, this chapter broadens the
perspective by incorporating as well the socially responsible HRM aspect under the umbrella
sustainable HRM performance. The second one refers to the level of analysis. This chapter
aims to provide empirical evidence in order to explain the link between sustainable HRM
practices and both, individual-level and organizational-level performance. In order to test the
proposed hypothesis, we employed both the OLS regression method and Partial Least Squares
Structural Equation Modeling (PLS-SEM) method.

4. Conclusions and contributions

Theoretical contributions

The primary theoretical contribution of this PhD thesis centers on enhancing the understanding
of the relationship between sustainable HRM practices and performance. The main finding of
this thesis is that, sustainable HRM practices can lead to an immediate decrease on performance
but, on the long run, it generates significant benefits. In the way to reach this conclusion, several

theoretical contributions are made.

First, we found that researchers have frequently approached green IC, particularly over the last
few years. Also, one of the most cited papers on green IC was published recently (2019),
highlighting the increasing recognition among researchers of its importance in addressing

current issues. Therefore, these findings contribute to the existing literature by emphasizing the



growing interest in green IC, positioning it as a crucial topic to address in contemporary

challenges.

After an in-depth content analysis of the selected articles, we found four patterns based on the
frequently co-occurring terms in the green IC literature: (1) green and firm performance; (2)
green employees’ behaviours and capabilities (i.e., green HRM) and organizational
performance; (3) environmental issues; (4) environmental management and China. Therefore,
these results contribute to the conceptual framework of green IC by identifying key concepts

associated with it and showing how they are interrelated.

Second, the previous findings provide the rationale for broadening our research focuse towards
HR practices aimed at achieving sustainability. We consider this transition as a logical
evolution in the progression of our research, since as we found earlier, research opportunities
were found at the intersection of green IC and HR management. We propose that by aligning
HR strategies with sustainability objectives, organizations can effectively translate their green
intellectual assets into tangible results, achieving competitive advantage and long-term
organizational success. The results contribute to the sustainable HRM literature by providing
a comprehensive nomological framework, integrating antecedents, consequences, mediation
and moderation variables. We focused on identifying antecedents by looking at the factors that
determine and facilitate the adoption of sustainable HRM practices. We found that the
categories that emerged from our analysis, encompassing macro-level factors (e.g. national
context, industries) and organizational-level factors (e.g. organizational configuration, HR
policy, leadership support and prosocial values), help us to better understand the antecedents
that can enhance sustainable HRM adoption. Then, we examined the outcomes of this
construct, analyzing the multi-level benefits that can arise from the implementation of
sustainable HRM practices. In doing so, we provide a clear understanding of the macro-level,
organizational-level and individual-level effects of sustainable HRM. Also, our analysis gives
insights into the mediation and moderation variables that have been tested in sustainable HRM

research.

Moreover, by following a nomological analysis, we identified specific gaps and inconsistencies
within the sustainable HRM framework. For example, compared to individual and
organizational-level outcomes, we found that researchers have shown limited interest in
understanding the macro-level effects of sustainable HRM. Also, much room is left in this field

for examining mediation and moderation relations between sustainable HRM and outcomes.



On the other hand, conflicting results were found regarding the link between sustainable HR

practices and financial performance. Therefore, further clarification is needed in this area.

Third, we continued our work by addressing one of the research gap identified in the previous
analysis, the one that calls for clarifications regarding the link between sustainable HR
practices and financial performance. The results of the first study showed that green HRM has
a direct negative impact on economic performance (measured through profit, revenue, ROA,
and ROE,) as well as an indirect negative effect through work engagement. Contrary to what
we expected, the adoption of green HRM practices might be expensive and this may lead to a
short-term negative impact on businesses' profitability. Moreover, this research adds to the
existing literature by examining work engagement as a mechanism to explain the connection
between green HRM and economic performance. Apart from the direct negative effect of green
HRM on economic performance, this research provides empirical evidence on how employees'
emotional and psychological involvement in their work could be an explanation for why green
HRM results in a decline in economic performance. The second study investigated the effect
of green HRM and CSR on firm financial growth (measured through profit, revenue, ROA, and
ROE growth). The results partially support the research hypothesis. Specifically, the study
provides evidence on the positive influence of green HRM practices on firm financial growth
indicators. However, contrary to our proposed hypothesis, the results revealed that CSR
negatively affects three of the firm’s financial growth indicators, being positively related only
to revenue growth.

Therefore, the results obtained from this dual research focus contribute to the literature by
shedding light on the disparate effect of green HRM on organizational performance. By
addressing both the immediate financial outcomes and the financial growth, the results provide

a deeper understanding of how green HRM practices influence organizational success.

Fourth, our research progressed with an empirical analysis that, unlike the previous empirical
studies conducted in this thesis, offers a broader scope and greater impact. The results of the
first study (section 6.1) indicate that sustainability-oriented selection practices positively affect
financial growth. However, organizations that provide sustainability-oriented trainings and
offer remuneration linked to sustainable initiatives are more likely to experience a decrease in
financial growth. This negative effect is expected and has been mentioned in previous research
(Manresa et al., 2019) as both training and compensation practices involve additional costs and

can negatively affect financial performance growth. The second study revealed that the



implementation of sustainable HRM practices lead to a greater awareness of prosocial impact,

which fuel prosocial motivation and further leads to improved individual-level performance.

Therefore, the results obtained from these two researches contribute to the literature by
providing a comprehensive understanding of how sustainable HRM practices can bring benefits
at both level of performance. These studies also contribute to the sustainable HR literature by
exploring its impact on both individual and organizational performance through the

perspectives of the resource-based view and self-determination theory.

In brief, considering the two main hypotheses proposed in this PhD, we can conclude that:

In terms of organizational-level performance, sustainable HRM practices may initially have a
negative impact on financial indicators, as they often involve additional costs, such as for
sustainability-focused training or green compensation. However, it appears that on the long

run, these practices bring benefits to the organization.

In terms of individual-level performance, sustainable HRM practices have a direct and positive
effect on employee performance, as well as an indirect effect through prosocial impact and

prosocial motivation.

Practical contributions

The main practical contribution of this PhD thesis is that it provides guidance for organizations
looking to integrates sustainability into traditional HRM practices. The literature review, along
with the empirical analysis, highlight the significance of adopting organizational sustainable
practices as strategies to tackle contemporary challenges. In reaching this conclusion, we

identified several practical implications.

First, this study offers insights for organizations that aim to integrate sustainability into their
business strategies by acknowledging the significance of sustainable organizational practices,
such as green intangible assets and sustainable HRM practices. Second, our findings provide
useful information for practitioners and policymakers regarding the decision of integrating
environmentally friendly HRM practices into their strategies, based on the results regarding the
effects on financial performance and performance growth. Third, it is important to note that the
inconsistent and fragmented results found in the existing literature on the relationship between
sustainable HRM and financial performance have created uncertainty among practitioners
about the decision to adopt sustainable HRM practices. Therefore, our findings offer empirical
evidence that clarifies this relationship, helping practitioners make more informed decisions.

6



More specifically, practitioners should expect that, on the short term, sustainable HRM can
negatively impact financial indictors but, on the long run, it comes with benefits at
organizational level. Also, organizations that implement sustainable HRM practices can
directly enhance employee performance (task performance, OCBi and OCBs) and indirectly

through prosocial impact and prosocial motivation.

5. Limits and further research direction

This research has several limitations that needs to be addresses. First, our models consider a
limited number of mediators to explain the link between sustainable HRM and performance.
Besides the one that we have already tested (work engagement, prosocial impact and prosocial
motivation), we consider that other factors exist that could significantly affect the multi-level
outcomes of sustainable HRM. For instance, several studies asserted that additional variables,
such as firm reputation, can explain the proposed relationship. Organizational reputation is
described as the general opinion that stakeholders have about a company’s present and future
behaviour (Christensen & Gornitzka, 2017). Especially in those highly competitive times, it is
seen as an essential component of success by attracting and maintaining individuals (Plewa et
al., 2016). Social responsibility initiatives assist businesses in strenghtening their relationships
with stakeholders (e.g. employees, customers, community) consequently developing positive
impressions about company and enhancing its reputation (Taamneh et al., 2022). Further, in
order to improve organizational performance, developing a positive reputation for a company
must be taken into account (Holsapple & Singh, 2005). Socially responsible HRM
encompasses practices designed to engage the organization into corporate social responsibility
behaviour (Giuliano, et al., 2024; Shen & &Benson, 2016), impacting employee’s perception
about organization. An employment management based on selecting, developing, and
addressing employees’ relations through social responsibility initiatives demonstrate a strong
commitment to employee well-being (Abdelmotaleb & Saha, 2020), attracting talented workers
(Afsar & Umrani, 2020) who, in turn, influence organizational outcomes. Therefore, based on
the above-mentioned arguments, we consider that valuable insights can be provided if other
mediators, such as firm reputation, competitive advantage, firm resources, organization

characteristics (Molina-Azorin et al., 2009), are tested.

Furthermore, our conceptual framework does not include any moderators, despite the
systematic literature review conducted in Chapter 4 highlighting that research on moderation
variables is limited. For instance, we consider that the components of the self-determination

theory (autonomy, competences and relatedness) could act as moderators since they might
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strengthen or weaken the effects of sustainable HRM on prosocial impact, which further fuel
the motivation and lead to a higher individual-level performance. We therefore suggest that,
for a more comprehensive framework, future research should consider several moderators
between sustainable HRM and multi-level outcomes. Also, we consider that future research
should provide answers to the following questions: What are the causal relationships between
sustainable management practices and financial performance, and how do mediating (i.e.
competitive advantage, firm resources, organization characteristics) and control variables
influence this relationship? How do changes in environmental variables influence financial

performance, and vice versa? (Molina-Azorin et al., 2009).

Another limitation refers to the data collecting process and the methods employed in this
study. Firstly, we consider the response bias, as participants may deliberately or unintentionally
provide inaccurate answers to the survey questions. Also, for financial performance we used
self-reported data gathered from “listefirme.ro”, so the accuracy of data depends on how honest
the companies were. Moreover, all studies performed in this thesis employed cross-sectional
data, which does not track changes over time. In this context, we suggest that future research
should use more reliable sources for their data. Additionally, longitudinal studies or mixed
methods should be conducted, as the impact of sustainable practices can be more effectively

observed over the long term.

Also, all the studies were conducted in the Romanian context, with all the data gathered from
companies operating in this country. In the literature review conducted in Chapter 4, we
identified several contextual factors (such as culture or the nationality of leaders) that could
influence the effectiveness of the sustainable practices implementation. Therefore, given that
cultural differences could affect responses to the questions, we recommend conducting similar

studies in various cultural contexts to enable the generalization of the results.

Another limitation refers to the theoretical frameworks used to explain the link between
sustainable practices and performance. In our studies, we employed social-exchange theory,
resource-based view theory and also self-determination theory. However, future research
should continue to use these theories to explain the effect of sustainable HRM practices on
corporate performance. For instance, further research is needed in order to answer to the
following questions: How social exchange principles operate within the context of

environmental sustainability? (Paillé et al., 2014) and How the resource-based view of



environmental management influences the development of capabilities? Does it result in

competitive advantages? (Molina-Azorin et al., 2009)

This study contributes to the literature by employing a nomological network of sustainable
HRM. However, since it is a relatively new concept, many questions still require answers. For
instance, future research should consider providing a clear answear to the following questions:
Which are the main pillars of sustainable HRM in different cultural context? Which are the
paradoxes/ barriers in implementation in different cultural context? Are there any differences
between the barriers to sustainable HRM implementation at the organizational level and those
at the employee level? (Ahmad et al., 2025)



REFERENCES

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21,

22,

Ababneh, O. M. (2021). How do green HRM practices affect employees’ green behaviors? The role of
employee engagement and personality attributes. Journal of Environmental Planning and Management,
64(7), 1204-1226. https://doi.org/10.1080/09640568.2020.1814708.

Aboramadan, M. (2022). The effect of green HRM on employee green behaviors in higher education:
the mediating mechanism of green work engagement. International Journal of Organizational Analysis,
30(1), 7-23. https://doi.org/10.1108/1J0A-05-2020-2190.

Abualoush, S. B. (2018). The role of knowledge management process and intellectual capital as
intermediary variables between knowledge management infrastructure and organization performance.
Interdisciplinary Journal of Information, Knowledge, and Management, 13, 279-3009.

Acquah, I. S.-M. (2021). Examining the link among green human resource management practices, green
supply chain management practices and performance. Benchmarking: An International Journal, 28(1),
267-290. doi:https://doi.org/10.1108/B1J-05-2020-0205.

Adjei-Bamfo, P., Bempong, B., Osei, J., & Kusi-Sarpong, S. (2020). Green candidate selection for
organizational environmental management. International Journal of Manpower, 41(7), 1081-1096.
Agarwal, V., Mathiyazhagan, K., Malhotra, S., & Saikouk, T. (2021). Analysis of challenges in
sustainable human resource management due to disruptions by Industry 4.0: an emerging economy
perspective. International Journal of Manpower, 43(2), 513-541.

Ahmad Giran, A. H. (2025). The paradoxes of sustainable HRM: Insights through the perspective of
common good, green, social responsibility, and triple bottom line. Human Systems Management.
Ahmad, I. & Umrani, W. A. (2019). The impact of ethical leadership style on job satisfaction: Mediating
role of perception of Green HRM and psychological safety. Leadership & Organization Development
Journal, 40(5), 534-547. https://doi.org/10.1108/LODJ-12-2018-0461

Ahmad, S. (2015). Green human resource management: Policies and practices. Cogent business &
management, 2(1). https://doi.org/10.1080/23311975.2015.1030817.

Ahmed, M. G. (2021). Do green HR practices enhance green motivation and proactive environmental
management maturity in hotel industry? International Journal of Hospitality Management, 94.
Akdeniz, E., Abdullatif, T. N., Ntayi, J., & Abdelsalam, M. K. (2023). Toward a Sustainable Human
Resources Management: Linking Green Human Resources Management Activities with 1ISO Standards.
SAGE Open, 13(3).

Al Issa, H. E., Abdullatif, T. N., Ntayi, J., & Abdelsalam, M. K. (2023). Green intellectual capital for
sustainable healthcare: evidence from Irag. Journal of Intellectual Capital, 24(4), 929-947.

Alam, M. N., Turi, J. A., Khastoori, S., Alias, R. B., Rahman, M. A., & Hossin, M. S. (2021). Does
Environment Management Practice Play a Mediating Role between Green Intellectual Capital and Green
Human Resource Management? (R. Square, Ed.) Preprints. https://d0i:10.21203/rs.3.rs-443303/v1.
Albertini, E. (2016). An inductive typology of the interrelations between different components
ofintellectual capital. Management Decision, 54(4), 887-901. https://doi:10.1108/MD-09-2015-0425.
Albertini, E. (2021). What are the environmental capabilities, as components of the sustainable
intellectual capital, that matter to the CEOs of European companies? Journal of Intellectual Capital.
22(5), 918-937. https://doi.10.1108/J1C-06-2020-0215.

Albrecht, S. L., Bakker, A. B., Gruman, J. A., Macey, W. H., & Saks, A. M. (2015). Employee
engagement, human resource management practices and competitive advantage: An integrated
approach. Journal of organizational effectiveness: People and performance, 2(1), 7-35.

Alhaddi, H. (2015). Triple bottom line and sustainability: A literature review. Business and Management
Studies, 1(2), 6-10. https://doi:10.11114/bms.v1i2.752.

Ali, M. S., Shujahat, M., Fatima, N., Lopes de Sousa Jabbour, A. B., Vo-Thanh, T., Salam, M. A,, &
Latan, H. (2024). Green HRM practices and corporate sustainability performance. Management
Decision, 62(11), 3681-3703. Retrieved from https://doi.org/10.1108/MD-05-2023-0787.

Ali, W., Jun, W., Hussain, H., Khan, N. A., Younas, M. W., & Jamil, I. (2021). Does green intellectual
capital matter for green innovation adoption? Evidence from the manufacturing SMEs of Pakistan.
Journal of Intellectual Capital, 22(5), 868-888. d0i:10.1108/J1C-06-2020-0204

Almarzoogi, A. H., Khan, M., & Khalid, K. (2019). The role of sustainable HRM in sustaining positive
organizational outcomes: An interactional framework. International Journal of Productivity and
Performance Management, 68(7), 1272-1292.

Anlesinya, A., & Susomrith, P. (2020). Sustainable human resource management: a systematic review
of a developing field. Journal of Global Responsibility, 11(3), 295-324.

Anlesinya, A., Amponsah-Tawiah, K., Dartey-Baah, K., Adeti, S. K., & Brefo-Manuh, A. B. (2023).
Institutional isomorphism and sustainable HRM adoption: a conceptual framework. Industrial and
Commercial Training, 55(1), 62-76.

10



23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

45,

46.
47.

48.

49.

50.

App, S., & Biittgen, M. (2016). Lasting footprints of the employer brand: can sustainable HRM lead to
brand commitment? Employee Relations, 38(5), 703-723. https://doi.org/10.1108/ER-06-2015-0122.
Aras, G., & Crowther, D. (2009). The durable corporation in a time of financial and economic crisis.
Economics and Management (14), 210-216.

Aremo, M. &. (2023). Green HRM Practices and Sustainability of SMEs in The Tourism Sector: A
Qualitative Approach. International Journal of Management Leadership and Productivity Development
(IMLDP), 1(1), 77-88.

Arulrajah, A. A. (2015). Green human resource management practices: A review. 5(1).

Asiaei, K., Bontis, N., Alizadeh, R., & Yaghoubi, M. (2022). Green intellectual capital and
environmental management accounting: Natural resource orchestration in favor of environmental
performance. Business Strategy and the Environment, 31(1), 76-93. https://doi:10.1002/bse.2875
Astuti, P., & Datrini, L. (2021). Green competitive advantage: Examining the role of environmental
consciousness and green intellectual capital. Management Science Letters, 11(4), 1141-1152.
Augustine, Y., & Dwianika, A. (2019). Earnings Management In Indonesia: Determinant Of Company
Size, Structure Of Managerial Ownership And Profitability On Earnings Management With Asymmetry
Information And Green Intellectual Capital As Moderating Variables. South East Asia Journal of
Contemporary Business, Economics and Law, 19(5), 176-188.

Aust, I., Matthews, B., & Muller-Camen, M. (2020). Common good HRM: a paradigm shift in
sustainable HRM? Human Resource Management Review, 30(3), 100705.

Baharum, M. R., & Pitt, M. (2009). Determining a conceptualframework for green FMintellectual
capital. Journal of facilities Management., 7(4), 267-282. http://doi:10.1108/14725960910990026
Barauskaite, G. & Streimikiene, D. (2021). Corporate social responsibility and financial performance
of companies: The puzzle of concepts, definitions and assessment methods. Corporate Social
Responsibility and Environmental Management, 28(1), 278-287. https://doi.org/10.1002/csr.2048.
Barbieri, R., & Santos, D. F. (2020). Sustainable business models and eco-innovation: A life cycle
assessment. Journal of Cleaner Production, 266. doi:10.1016/j.jclepro.2020.121954

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of management, 17(1),
99-120. http://doi:10.1177/014920639101700108

Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal of Management.
Barrena-Martinez, Lépez-Fernandez, M., & Romero-Fernandez, P. M. (2019). Towards a configuration
of socially responsible human resource management policies and practices: Findings from an academic
consensus. The International Journal of Human Resource Management, 30(17), 2544-2580.

Baum, T. (2018). Sustainable human resource management as a driver in tourism policy and planning:
a serious sin of omission? Journal of Sustainable Tourism, 26(6), 873-889.

Bebbington, J. (2001). Sustainable development: a review of the international development, business
and accounting literature. Accounting forum, 25(2), 128-157. https://doi.org/10.1111/1467-6303.00059
Becker, B. E. (1998). High performance work systems and firm performance: A synthesis of research
and managerial implications. Management/JAI Press.

Benevene, P. & Buonomo, 1. (2020). Green human resource management: An evidence-based
systematic literature review. Sustainability, 12(15), 5974. https://doi.org/10.3390/su12155974.
Benevene, P., Buonomo, 1., Kong, E., Pansini, M., & Farnese, M. L. (2021). Management of Green
Intellectual Capital: Evidence-Based Literature Review and Future Directions. Sustainability, 13(15).
Bettencourt, L. A. (2001). A comparison of attitude, personality, and knowledge predictors of service-
oriented organizational citizenship behaviors. Journal of applied psychology, 86(1), 29.

Bezerra, P. R., Schramm, F., & Schramm, V. B. (2021). A literature review on models for assessing
corporate sustainability. International Journal of Sustainable Engineering, 14(6), 1306-1318.
Bhatnagar, J. (2012). Management of innovation: Role of psychological empowerment, work
engagement and turnover intention in the Indian context. The International Journal of Human Resource
Management, 23(5), 928-951.https://doi.org/10.1080/09585192.2012.651313.

Bilousko, T. K. (2024). The impact of human resource management strategies on the company
profitability. Financial & Credit Activity: Problems of Theory & Practice, 3(56).

Blau, P. (1964). Exchange and Power in Social Life. New Brunswick, NJ: Transaction Publishers.
Bobocel, D. R. (2013). Coping with unfair events constructively or destructively: The effects of overall
justice and self—other orientation. Journal of Applied Psychology, 98(5), 720. Retrieved from
Bombiak, E. (2021). Assessment of the level of green intellectual capital development-Polish enterprises
case study. European Research Studies Journal, 24(1), 1139-1156.

Bontis, N. (1998). Intellectual capital: an exploratory study that develops measures and models.
Management Decision, 36(2), 63-76. http://d0i:10.1108/00251749810204142

Bontis, N. (1999). Managing organizational knowledge by diagnosing intellectual capital: framing and
advancing the state of the field. International Journal of Technology Management, 18(5/6/7/8), 433-62.

11



51.

52.
53.

54,

55.

56.

57.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

71.

72.

73.

74.

75.

Borgman, C. L., & Furner, J. (2002). Annual review of information science and technology. Annual
review of information science and technology, 36(1), 1-53.

Bowen, H. R. (1953). Social responsibilities of the businessman. University of lowa Press.

Bozbura, F. T. (2014). Measurement and application of intellectual capital in Turkey. The Learning
Organization, 11(4/5), 357-367. http://doi:10.1108/09696470410538251

Brammer, S. M. (2007). The contribution of corporate social responsibility to organizational
commitment. The International Journal of Human Resource Management, 18(10), 1701-1719.

Branco, M. C. & Rodrigues, L. L. (2006). Corporate social responsibility and resource-based
perspectives. Journal of business Ethics, 69, 111-132. https://doi.org/10.1007/s10551-006-9071-z
Buller, P. F. (2016). A model for implementing a sustainability strategy through HRM practices.
Business and Society Review, 121(4), 465-495. https://doi.org/10.1111/basr.12099

Bush, J. T. (2020). Sustainable HRM and the promotion of unsustainable employee outcomes. Human
Resource Management Review, 30(3). https://doi.org/10.1016/j.hrmr.2018.11.004

Cahyono, B., & Hakim, A. (2020). Green intellectual capital and competitive advantage: the moderating
effect of Islamic business ethics. The 3rd Asia Pacific International Conference of Management and
Business Science (pp. (pp. 78-84)). Atlantis Press. .

Campbell, J. M. & Park, J. (2017). Extending the resource-based view: Effects of strategic orientation
toward community on small business performance. Journal of Retailing and Consumer Services, 34,
302-308. Retrieved from https://doi.org/10.1016/j.jretconser.2016.01.013

Cantele, S. & Zardini, A. (2018). Is sustainability a competitive advantage for small businesses? An
empirical analysis of possible mediators in the sustainability—financial performance relationship. Journal
of cleaner production, 182, 166-176. Retrieved from https://doi.org/10.1016/j.jclepro.2018.02.016
Cardoni, A., Zanin, F., Corazza, G., & Paradisi, A. (2020). Knowledge management and performance
measurement systems for SMEs’ economic sustainability. Sustainability, 12(7).

Carmeli, A. (2004). Assessing core intangible resources. European Management Journal, 22(1), 110-
122.

Carmona-Moreno, Céspedes-Lorente, J., & Martinez-del-Rio, J. (2012). Environmental human resource
management and competitive advantage. Management Research: Journal of the Iberoamerican Academy
of Management, 10(2), 125-142. http://doi:10.1108/1536-541211251607

Carroll, A. B. (1979). A three-dimensional conceptual model of corporate performance. Academy of
management review, 4(4), 497-505 https://doi.org/10.5465/amr.1979.4498296

Cavicchi, C., & Vagnoni, E. (2017). Does intellectual capital promote the shift of healthcare
organizations towards sustainable development? Evidence from lItaly. Journal of Cleaner Production,
153, 275-286. http://doi:10.1016/j.jclepro.2017.03.175

Chalofsky, N. E. (2010). Meaningful workplaces: Reframing how and where we work. John Wiley &
Sons.

Chams, N., & Garcia-Blandén, J. (2019). On the importance of sustainable human resource management
for the adoption of sustainable development goals. Resources, Conservation and Recycling, 141, 109-
122.

Chanda, U. & Goyal, P. (2020). A Bayesian network model on the interlinkage between Socially
Responsible HRM, employee satisfaction, employee commitment and organizational performance.
Journal of management analytics, 7(1), 105-138. https://doi.org/10.1080/23270012.2019.1650670
Chang, C. H., & Chen, Y. S. (2012). The determinants of green intellectual capital. Management
decision, 50(1), 74-94. http://doi:10.1108/00251741211194886

Charles W. Hofer, D. S. (1978). Strategy formulation: analytical concepts. West Pub. Co. Retrieved
from

Chaudhry, N. 1., Bilal, A., Awan, M. U., & Bashir, A. (2016). The role of environmental consciousness,
green intellectual capital management and competitive advantage on financial performance of the firms:
an evidence from manufacturing sector of Pakistan. Journal of Quality and Technology Management,
13(3), 51-70.

Chavez, R., Yu, W., Jajja, M. S., Song, Y., & Nakara, W. (2020). The relationship between internal lean
practices and sustainable performance: exploring the mediating role of social performance. Production
Planning & Control, 1-8. doi:10.1080/09537287.2020.1839139.

Cheema, S. D. (2015). Green human resource practices: Implementations and hurdles of SMEs in
Pakistan. Journal of Business Studies Quarterly, 7(2), 231.

Chen, Y. S. (2008). The positive effect of green intellectual capital on competitive advantages of firms.
Journal of business ethics, 77, 271-286. https://doi.org/10.1007/s10551-006-9349-1

Chin, W. W. (1998). Issues and opinion on structural equation modeling. MIS Quarterly & the Society
for Information Management, 1.

12



76.

77.

78.

79.

80.

81.

82.

83.
84.
85.

86.

87.

88.

89.

90.

91.

92.

93.

94,

95.

96.

97.

98.

99.

Chin, W. W. (1998). The partial least squares approach for structural equation modeling. Modern
methods for business research/Lawrence Erlbaum Associates.

Cho, H. J. (2005). Relationship between innovativeness, quality, growth, profitability, and market value.
Strategic management journal, 26(6), 555-575. https://doi.org/10.1002/smj.461

Chowdhury, S. R, Sanju, N. L., & Asaduzzaman, A. K. M. (2017). Green HRM practices as a means of
promoting CSR: Suggestions for garments industry in Bangladesh. Global Journal of Management and
Business Research: A Administration and Management, 17(6), 29-35.

Clair, J. A., Milliman, J., & Whelan, K. S. (1996). Toward an environmentally sensitive ecophilosophy
for business management. Industrial & Environmental Crisis Quarterly, 9(3), 289-326.

Clarkson, M. E. (1995). A stakeholder framework for analyzing and evaluating corporate social
performance. Academy of management review, 20(1), 92-117.

Cropanzano, R. & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal
of management, 31(6), 874-900. https://doi.org/10.1177/0149206305279602.

Crosbie, L. & Knight, K. (1995). Strategy for sustainable business: environmental opportunity and
strategic choice. England: McGraw-Hill.

Czakon, W. (2011). Methodology of systematic literature review. Przeglad Organizacji (3), 57-61.
Dabi¢, M., Maley, J. F., Svare, J., & Pocek, J. (2023). Future of digital work: Challenges for sustainable
human resources management. Journal of innovation & knowledge, 8(2), 100353.

Dal Mas, F. (2019). The relationship between intellectual capital and sustainability: An analysis of
practitioner’s thought. In V. V. Matos F., Intellectual Capital Management as a Driver of Sustainability.
Cham: Springer. http://doi:10.1007/978-3-319-79051-0 2

Dameri, R. P., & Ricciardi, F. (2015). Smart city intellectual capital: an emerging view of territorial
systems innovation management. Journal of Intellectual Capital, 16(4), 860-887.

Daniels, K. (2019). Guidance on conducting and reviewing systematic reviews (and meta-analyses) in
work and organizational psychology. European Journal of Work and Organizational Psychology, 28(1),
1-10.

Danso, A., Adomako, S., Amankwah-Amoah, J., Owusu-Agyei, S., & Konadu, R. (2019).
Environmental sustainability orientation, competitive strategy and financial performance. Business
Strategy and the Environment, 28(5), 885-895. http://doi:10.1002/bse.2291

De Dreu, C. K. (2000). Influence of social motives on integrative negotiation: a meta-analytic review
and test of two theories. Journal of personality and social psychology, 78(5), 889.

De Prins, P., Stuer, D., & Gielens, T. (2020). Revitalizing social dialogue in the workplace: The impact
of a cooperative industrial relations climate and sustainable HR practices on reducing employee harm.
The International Journal of Human Resource Management, 31(13), 1684-1704.

De Villiers, C., & Sharma, U. (2020). A critical reflection on the future of financial, intellectual capital,
sustainability and integrated reporting. Critical Perspectives on Accounting, 70.

Delgado-Verde, M., Amores-Salvado, J., Martin-de Castro, G., & Navas-Lopez, J. E. (2014). Green
intellectual capital and environmental product innovation: the mediating role of green social capital.
Knowledge Management Research & Practice, 12(3), 261-275. http://d0i:10.1057/kmrp.2014.1
Dewhurst, P. (1993). Product Design for Manufacture-Design for Disassembly. Industrial Engineering,
25(9), 26-28.

Di Milia, L. & Birdi, K. (2010).The relationship between multiple levels of learning practices and
objective and subjective organizational financial performance. Journal of Organizational Behavior,
31(4), 481-498. https://doi.org/10.1002/job.623.

Diaz-Carrion, R., Lopez-Fernandez, M., & Romero-Fernandez, P. M. (2018). Developing a sustainable
HRM system from a contextual perspective. Corporate Social Responsibility and Environmental
Management, 25(6), 1143-1153.

Diaz-Carrion, R., Lopez-Fernandez, M., & Romero-Fernandez, P. M. (2020). Sustainable human
resource management and employee engagement: A holistic assessment instrument. Corporate Social
Responsibility and Environmental Management, 27(4), 1749-1760.

Diaz-Carrion, R., Lopez-Fernandez, M., & Romero-Fernandez, P. M. (2021). Constructing an index for
comparing human resources management sustainability in Europe. Human Resource Management
Journal, 31(1), 120-142.

Drucker, P. (1993). The post-capitalist executive. Interview by T George Harris. Harvard Business
Review, 71(3), pp. 114-122.

Duke, J., Igwe, V., Tapang, A., & Usang, O. (2022). The innovation interface between knowledge
management and firm performance. Knowledge Management Research & Practice, 1-13.

100.Dumay, J., & Garanina, T. (2013). Intellectual capital research: a critical examination of the third stage.

Journal of Intellectual Capital, 15(1), 10-25. http://d0i:10.1108/14691931311288995

13



101.Dutta, D. S. (2012). Greening people: A strategic dimension. ZENITH International Journal of Business
Economics & Management Research, 2(2). Available at SSRN: https://ssrn.com/abstract=2382034

102.Duvnjak, B. & Kohont, A. (2021). The role of sustainable hrm in sustainable development.
Sustainability, 13(19), 10668. https://doi.org/10.3390/su131910668.

103.Dyllick, T. & Muff, K. (2016). Clarifying the meaning of sustainable business: Introducing a typology
from business-as-usual to true business sustainability. Organization & environment, 29(2), 156-174.

104.Edvinsson, L., & Malone, M. (1997). Intellectual Capital: Realizing Your Company’s True Valueby
Finding Its Hidden Brainpower. Harper Collin.

105.Egbu, C. O. (2004). Managing knowledge and intellectual capital for improved
organizationalinnovations in the construction industry: an examination of critical success factors.
Engineering, Construction and Architectural Management., 11(5), 301-315.

106.Ehnert, 1. (2009). Sustainability and human resource management: reasoning and applications on
corporate websites. European Journal of International Management, 3(4), 419-438.

107.Ehnert, 1., Parsa, S., Roper, I., Wagner, M., & Muller-Camen, M. (2016). Reporting on sustainability
and HRM: A comparative study of sustainability reporting practices by the world's largest companies.
The International Journal of Human Resource Management, 27(1), 88-108.

108.Elkington, J. (1994). Towards the sustainable corporation: Win-win-win business strategies for
sustainable development. California management review, 36(2), 90-100. http://d0i:10.2307/41165746

109.Elkington, J. (1997). Cannibals with forks: The triple bottom line of 21st century business (Vol. 25).
Capstone Oxford. http://d0i:10.1023/A:1006129603978

110.Elkington, J. (1998). Partnerships from cannibals with forks: The triple bottom line of 21st-century
business. Environmental quality management, 8(1), 37-51. Retrieved from

111.Elliott, J. W. (1972). Control, size, growth, and financial performance in the firm. Journal of Financial
and Quantitative Analysis, 7(1), 1309-1320. https://doi.org/10.2307/2330065.

112.Epstein, M. J. (2018). Making sustainability work: Best practices in managing and measuring corporate
social, environmental and economic impacts. Routledge.

113.Erinos, N. R., & Yurniwati, Y. (2018). Green intellectual capital and financial performance of
manufacturing companies in Indonesia. First Padang International Conference On Economics
Education, Economics, Business and Management, Accounting and Entrepreneurship (PICEEBA 2018)
(pp. 613-618). Atlantis Press. http://doi:10.2991/piceeba-18.2018.79

114.Faisal, S. & Naushad, M. (2020). An overview of green HRM practices among SMEs in Saudi Arabia.
Entrepreneurship and sustainability issues, 8(2), 1228.

115.Fatihudin, D. (2018). How measuring financial performance. International Journal of Civil Engineering
and Technology (IJCIET), 9(6), 553-557.

116.Fauzi, H., Svensson, G., & Rahman, A. A. (2010). Triple bottom line” as “Sustainable corporate
performance”: A proposition for the future. Sustainability, 2(5), 1345-1360.

117.Feiwel, G. R. (1975). The Intellectual Capital of Michal Kalecki a Study in Economic Theory and Policy
by George R. Feiwel. The University of Tennessee Press.

118.Ferrero-Ferrero, 1., Leén, R., & Mufioz-Torres, M. J. (2021). Sustainability materiality matrices in
doubt: may prioritizations of aspects overestimate environmental performance? Journal of
Environmental Planning and Management, 64(3), 432-463. http://doi:10.1080/09640568.2020.1766427

119.Firoiu, D., Ionescu, G. H., Bandoi, A., Florea, N. M., & Jianu, E. (2019). Achieving sustainable
development goals (SDG): Implementation of the 2030 Agenda in Romania. Sustainability, 11(7), 2156.

120.Flamholtz, E. (1999). Human resource accounting: Advances in concepts, methods, and applications.
Springer Science & Business Media.

121.Freeman, R. E., Dmytriyev, S. D., & Phillips, R. A. (2021). Stakeholder theory and the resource-based
view of the firm. Journal of Management, 47(7), 1757-1770. http://d0i:10.1177/0149206321993576

122.Friedman, M. (2007). The social responsibility of business is to increase its profit. In Corporate ethics
and corporate governance (pp. 173-178). Berlin, Heidelberg: Springer berlin heidelberg. Retrieved from

123.Fry, L. W., & Slocum Jr, J. W. (2008). Maximizing the triple bottom line through spiritual leadership.
Organizational dynamics, 37(1), 86-96. http://doi:10.1016/j.0orgdyn.2007.11.004

124.Gallego-Alvarez, Manuel Prado-Lorenzo, J., & Garcia-Sanchez, 1. M. (2011). Corporate social
responsibility and innovation: A resource-based theory. Management decision, 49(10), 1709-1727.

125.Gardas, B. B., Mangla, S. K., Raut, R. D., Narkhede, B., & Luthra, S. (2019). Green talent management
to unlock sustainability in the oil and gas sector. Journal of Cleaner Production, 229, 850-862.

126.Garza-Reyes, J. A. (2015). Lean and green—a systematic review of the state of the art literature. Journal
of cleaner production, 102, 18-29.

127.George, G., Howard-Grenville, J., Joshi, A., & Tihanyi, L. (2016). Understanding and tackling societal
grand challenges through management research. Academy of management journal, 59(6), 1880-1895.

14



128.Goel, P. (2010). Triple Bottom Line Reporting: An Analytical Approach for Corporate Sustainability.
Journal of Finance, Accounting & Management, 1(1).

129.Gomes, D. R., Ribeiro, N., & Santos, M. J. (2023). Searching for Gold” with Sustainable Human
Resources Management and Internal Communication: Evaluating the Mediating Role of Employer
Attractiveness for Explaining Turnover Intention and Performance. Administrative Sciences, 13(1), 24.

130.Grant, A. M. (2007). Relational job design and the motivation to make a prosocial difference. Academy
of management review, 32(2), 393-417. https://doi.org/10.5465/amr.2007.24351328.

131.Grant, A. M. (2008a). Does intrinsic motivation fuel the prosocial fire? Motivational synergy in
predicting persistence, performance, and productivity. Journal of applied psychology, 93(1).

132.Grant, A. M. (2008b). The significance of task significance: Job performance effects, relational
mechanisms, and boundary conditions. Journal of applied psychology, 93(1), 108. Retrieved from

133.Grant, R. M. (1996). Toward a knowledge-based theory of the firm. Strategic management journal,
19(S2), 109-122. http://d0i:10.1002/smj.4250171110.

134.Guerci, M., Decramer, A., Van Waeyenberg, T., & Aust, I. (2019). Moving beyond the link between
HRM and economic performance: A study on the individual reactions of HR managers and professionals
to sustainable HRM. Journal of business ethics, 160, 783-800.

135.Guerrero-Villegas, J., Sierra-Garcia, L., & & Palacios-Florencio, B. (2018). The role of sustainable
development and innovation on firm performance. Corporate Social Responsibility and Environmental
Management, 25(6), 1350-1362.

136.Guo, L., Xu, F., Feng, Z., & Zhang, G. (2016). A bibliometric analysis of oyster research from 1991 to
2014. Aquaculture International, 24(1), 327-344. http://doi:10.1007/s10499-015-9928-1

137.Gurlek, M., & Koseoglu, M. A. (2021). Green innovation research in the field of hospitality and tourism:
The construct, antecedents, consequences, and future outlook. The Service Industries Journal, 41 (11-
12), 734-7686.

138.Guthrie, J., & Ricceri, F. & Dumay, J. (2012). Reflections and projections: a decade of intellectual
capital accounting research. The british accounting review, 42 (2), pp. 68-82.

139.Hall, R. (1992). The strategic analysis of intangible resources. Strategic management journal, 13(2).

140.Hamdan, A. (2018). Intellectual capital and firm performance: Differentiating between accounting-
based and market-based performance. International Journal of Islamic and Middle Eastern Finance and
Management, 11(1), pp. 139-151. http://doi:10.1108/IMEFM-02-2017-0053

141.Handayani, A. S. (2024). Unveiling the Green Revolution: Exploring Green HRM Implementation in
Indonesian Enterprises. Research Horizon, 4(4), 23-34. Retrieved from

142.Harris, P. J., & & Mongiello, M. (2001). Key performance indicators in European hotel properties:
general managers’ choices and company profiles. International Journal of Contemporary Hospitality
Management, 13(3), 120-128.

143.Hart, S. L. (1995). A natural-resource-based view of the firm;. Academy of management review, 20(4),
986-1014. http://doi:10.5465/amr.1995.9512280033.

144 Hart, S. L., & Dowell, G. (2011). Invited editorial: A natural-resource-based view of the firm: Fifteen
years after. Journal of management, 37(5), 1464-1479. http://d0i:10.1177/0149206310390219.

145.Higgins, R. C. (1977). How much growth can a firm afford? Financial management.

146.Hirshleifer, J., Glazer, A., & Hirshleifer, D. (2005). Price theory and applications: decisions, markets,
and information (7th ed.). Cambridge University Press.

147 Hitt, M. A, Ireland, R. D., Sirmon, D. G., & Trahms, C. A. (2011). Strategic entrepreneurship: creating
value for individuals, organizations, and society. Academy of management perspectives, 25(2), 57-75.

148.Hosseini, S. A., Moghaddam, A., Damganian, H., & Shafiei Nikabadi, M. (2022). The effect of
perceived corporate social responsibility and sustainable human resources on employee engagement
with the moderating role of the employer brand. Employee Responsibilities and Rights Journal, 1-21.

149.Huang, C. L. & Kung, F. H. (2011). Environmental consciousness and intellec-tual capital management.
Evidence from Taiwan's manufacturing industry. Management decision, 49(9), 1405-1425.

150.Huang, H., Wang, F., Song, M., Balezentis, T., & Streimikiene, D. (2021). Green innovations for
sustainable development of China: Analysis based on the nested spatial panel models. Technology in
Society, 65. http://doi:10.1016/j.techsoc.2021.101593.

151.Hulland, J. (1999). Use of partial least squares (PLS) in strategic management research: A review of
four recent studies. Strategic management journal, 20(2), 195-204.

152.Hunter, L. C. (2002, November). Intellectual capital: Accumulation and appropriation. Melbourne
Institute of Applied Economic and Social Research.

153.1Inkinen, H. (2015). Review of empirical research on intellectual capital and firm performance. Journal
of Intellectual capital, 16(3), 518-565. http://doi:10.1108/J1C-01-2015-0002

154.Inuwa, M. (2016). Job satisfaction and employee performance: An empirical approach. The Millennium
University Journal, 1(1), 90-103.

15



155.1sil, O., & Hernke, M. T. (2017). The triple bottom line: A critical review from a transdisciplinary
perspective. Business Strategy and the Environment, 26(8), 1235-1251.

156.Jabbour, C. J. (2008). Relationships between human resource dimensions and environmental
management in companies: proposal of a model. Journal of Cleaner Production, 16(1), 51-58.

157.Jabbour, C. J. (2010). Contributions of HRM throughout the stages of environmental management:
methodological triangulation applied to companies in Brazil. 21(7), 1049-1089.

158.Jabbour, J. C. (2011). How green are HRM practices, organizational culture, learning and teamwork? A
Brazilian study. Industrial and Commercial Training, 43(3), 98-105.

159.Jackson, S. E, Renwick, D. W., Jabbour, C. J., & Muller-Camen, M. (2011). State-of-the-art and future
directions for green human resource management: Introduction to the special issue. German Journal of
Human Resource Management, 25(2), 99-116. https://doi.org/10.1177/2397002211025002

160.Jarlstréom, M., Saru, E., & Vanhala, S. (2018). Sustainable human resource management with salience
of stakeholders: A top management perspective. Journal of Business Ethics, 152, 703-724.

161.Jerez-Gomez, P., Céspedes-Lorente, J., & Valle-Cabrera, R. (2005). Organizational learning capability:
a proposal of measurement. Journal of business research, 58(6), 715-725.

162.Jermsittiparsert, K. (2021). Green Intellectual Capital Factors Leading to Business Sustainability. E3S
Web of Conferences, pp. Vol. 277, p. 06009.

163.Jeronimo, H. M., & Henriques, P. L. (2020). From sustainable HRM to employee performance: A
complex and intertwined road. European Management Review, 17(4), 871-884.

164.Jia, J., Yuan, S., Wei, L. Q., & Tang, G. (2023). When firms adopt sustainable human resource
management: A fuzzy-set analysis. Human Resource Management, 62(3), 283-305.

165.Jiang, Y. J. (2024). Elevating organizational effectiveness: synthesizing human resource management
with sustainable performance alignment. Journal of Organizational Effectiveness: People and
Performance, 11(2), 392-447. https://doi.org/10.1108/JOEPP-03-2023-0111

166.Jin, Y., Cheng, C., & Zeng, H. (2020). Is evil rewarded with evil? The market penalty effect of corporate
environmentally irresponsible events. Business Strategy and the Environment, 29(3), 846-871.

167.Jirakraisiri, J., Badir, Y. F., & Frank, B. (2021). Translating green strategic intent into green process
innovation performance: the role of green intellectual capital. Journal of Intellectual Capital, 22(7), 43-
67. http://doi:10.1108/J1C-08-2020-0277.

168.Jnaneswar, K. (2024). Demystifying the relationships among green HRM, green work engagement,
green innovation and environmental performance: a serial mediation model. Social Responsibility
Journal, (ahead-of-print).https://doi.org/10.1108/SRJ-08-2023-0457.

169.Johnson, W. H. (1999). An integrative taxonomy of intellectual capital: measuring the stock and flow
of intellectual capital components in the firm. International journal of technology management, 18(5-8),
562-575.

170.Joia, L. A. (2000). Measuring intangible corporate assets: Linking business strategy with intellectual
capital. Journal of Intellectual capital, 1(1), 68-84. http://doi:10.1108/14691930010371636

171.Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work.
Academy of management journal, 33(4), 692-724. https://doi.org/10.5465/256287

172.Kamboj, J. (2024). Mapping the green human resource management practices: A systematic scoping
review and its implications for employees’ well-being. Human Systems Management, 43(6), 1062-1081.

173.Kapil, K. (2015). Green HRM: trends & prospects. International Journal of Management Research, 3(1),
43-55.

174.Karman, A. (2020). Understanding sustainable human resource management—organizational value
linkages: The strength of the SHRM system. Human Systems Management, 39(1), 51-68.

175.Ketchen Jr, D. J., Wowak, K. D., & Craighead, C. W. (2014). Resource gaps and resource orchestration
shortfalls in supply chain management: The case of product recalls. Journal of Supply Chain
Management, 50(3), 6-15.http:// doi:10.1111/jscm.12047

176.Khan, N. U., Anwar, M. L., & Khattak, M. S. (2021). Intellectual capital, financial resources, and green
supply chain management as predictors of financial and environmental performance. Environmental
Science and Pollution Research, 28(16), 19755-19767.

177.Khanlarov, E., Lyeonov, S., & Starchenko, L. (2020). GREEN INTELLECTUAL CAPITAL AND
COMPANY PERFORMANCE. 55th International Scientific Conference on Economic and Social
Development, (pp. 100-109).

178.Khaskhely, M. K., Qazi, S. W., Khan, N. R., Hashmi, T., & Chang, A. A. R. (2022). Understanding the
impact of green human resource management practices and dynamic sustainable capabilities on
corporate sustainable performance: Evidence from the manufacturing sector. Frontiers in Psychology,
13.

16



179.Kianto, A., Andreeva, T., & Pavlov, Y. (2013). The impact of intellectual capital management on
company competitiveness and financial performance. Knowledge Management Research & Practice,
11(2), 112-122. http://doi:10.1057/kmrp.2013.9

180.Kim, Y. J., Kim, W. G., Choi, H. M., & Phetvaroon, K. (2019). The effect of green human resource
management on hotel employees’ eco-friendly behavior and environmental performance. International
journal of hospitality management, 76, 83-93. https://doi.org/10.1016/j.ijhm.2018.04.007

181.Kirby, J. (2005). Toward a theory of high performance. Harvard business review. Harvard business
review, 83(7), 30-9.

182.Klein, D. A., & Prusak, L. (1994). Characterizing intellectual capital. Center for Business Innovation.
Ernst & Young LLP.

183.Knight, R. & Bertoneche M (2000). Financial performance. Elsevier.

184.Kramar, R. (2014). Beyond strategic human resource management: is sustainable human resource
management the next approach? The international journal of human resource management, 25(8), 1069-
1089. https://doi.org/10.1080/09585192.2013.816863.

185.Kramar, R. (2022). Sustainable human resource management: six defining characteristics. Asia Pacific
Journal of Human Resources, 60(1), 146-170. https://doi.org/10.1111/1744-7941.12321.

186.Kumar, A., Bhaskar, P., Nadeem, S. P., Tyagi, M., & Garza-Reyes, J. A. (2020). Sustainability adoption
through sustainable human resource management: A systematic literature review and conceptual
framework. International Journal of Mathematical, Engineering and Management Sciences, 5(6), 1014.

187.Laguna, M. & Razmus, W (2019). When | feel my business succeeds, | flourish: Reciprocal relationships
between positive orientation, work engagement, and entrepreneurial success. Journal of happiness
studies, 20(8), 2711-2731.https://doi.org/10.1007/s10902-018-0065-1

188.Laosirihongthong, T., Adebanjo, D., & Tan, K. C. (2013). Green supply chain management practices
and performance. Industrial Management & Data Systems, 113(8), 1088-1109.

189.Lee, C. C., & Lin, C. K. (2019). The major determinants of influencing the operating performance from
the perspective of intellectual capital: Evidence on CPA industry. Asia Pacific Management Review,
24(2), 124-139. http://doi:10.1016/j.apmrv.2018.01.006

190.Lee, J. Y., & Ma, Y. (2021). The Impact of the Exchange of Sustainable Technological HR Innovation
Knowledge within Chaebols on the Performance of Global Subsidiaries. Journal of Korea Trade (JKT),
25(4), 108-127.

191.Lee, K. & Allen, N. J. (2002). Organizational citizenship behavior and workplace deviance: the role of
affect and cognitions. Journal of applied psychology, 87(1), 131. Retrieved from

192.Leidner, S. B., Baden, D., & Ashleigh, M. J. (2019). Green (environmental) HRM: Aligning ideals with
appropriate practices. Personnel Review, 48(5), 1169-1185. https://doi.org/10.1108/PR-12-2017-0382.

193.Leon, P. (2001). Four pillars of financial sustainability: resources for success series. Arlington, Virginia,
USA.: The Nature Conservancy.

194.Leonard-Barton, D. (1992). Core capabilities and core rigidities: A paradox in managing new product
development. Strategic management journal, 13(S1), 111-125. http://doi:10.1002/smj.4250131009.

195.Li, M. M., Martinez-del-Rio, J., Li, P., & Guthrie, J. P (2024). Exploring the antecedents of green human
resource management: A path dependence perspective. Journal of Business Research, 181.

196.Li, R., Kong, X., Xiao, Y., & Wang, S. (2022). Factors affecting green intellectual capital on green
dynamic capabilities and environmental performance in cultural and creative industry. Journal of
Environmental Protection and Ecology, 23(1), 228-235.

197.Liao, H. S. (2022). Feeling good, doing good, and getting ahead: A meta-analytic investigation of the
outcomes of prosocial motivation at work. Psychological bulletin, 148(3-4), 158. Retrieved from

198.Liu, T. & Xie, P (2013). Informatics and management science IIl. Lecture Notes in Electrical
Engineering. 57-65.

199.Lock, 1., & Seele, P. (2017). Measuring credibility perceptions in CSR communication: a scale
development to test readers’ perceived credibility of CSR reports. Management Communication
Quarterly, 31(4), 584-613. http://d0i:10.1177/0893318917707592.

200.Longo, M., & Mura, M. (2017). Assessing sustainability within organizations: the sustainability
measurement and management lab (SuMM). International Conference on Sustainable Design and
Manufacturing (pp. 339-346). Cham: Springer. http://doi:10.1007/978-3-319-57078-5_33.

201.Lopez-Cabrales, A., & Valle-Cabrera, R. (2020). Sustainable HRM strategies and employment
relationships as drivers of the triple bottom line. Human resource management review, 30(3), 100689.

202.Lopez-Gamero, M. D., Zaragoza-Saez, P., Claver-Cortés, E., & Molina-Azorin, J. F. (2011). Sustainable
development and intangibles: building sustainable intellectual capital. Business Strategy and the
Environment, 20(1), 18-37. http://doi:10.1002/bse.666.

17



203.Lu, Y., Zhang, M. M., & Yang, M. M. (2023). Sustainable human resource management practices,
employee resilience, and employee outcomes: Toward common good values. Human Resource
Management, 62(3), 331-353.

204.Lubis, N. W. (2022). Resource based view (RBV) in improving company strategic capacity. Research
Horizon, 2(6), 587-596. https://doi.org/10.54518/rh.2.6.2022.587-596

205.Lulewicz-Sas, A., Kinowska, H., & Fryczynska, M. (2022). How sustainable human resource
management affects work engagement and perceived employability. Economics & Sociology, 15(4),
63-79.

206.Luthufi, M. P., Pandey, J., Varkkey, B., & Palo, S. (2021). Nurses' perception about Human Resource
Management system and prosocial organisational behaviour: Mediating role of job efficacy. Journal of
Nursing Management, 29(7), 2142-2151. https://doi.org/10.1111/jonm.13355

207.Maas, K. (2018). Do corporate social performance targets in executive compensation contribute to
corporate social performance? Journal of Business Ethics, 148(3), 573-585.

208.MacCormick, J. S. (2012). Engaged or just connected? Smartphones and employee engagement.
Organizational Dynamics, 41(3), 194-201. http:///d0i:10.1016/j.orgdyn.2012.03.007

209.MacDuffie, J. P. (1995). Human resource bundles and manufacturing performance: Organizational logic
and flexible production systems in the world auto industry. ilr Review, 48(2), 197-221.

210.Macini, N., M., F. R., Oranges Cezarino, L., Bartocci Liboni, L., & Cristina Ferreira Caldana, A. (2022).
Beyond money and reputation: sustainable HRM in Brazilian banks. Employee Relations: The
International Journal, 44(3), 702-728.

211.Macke, J., & Genari, D. (2019). Systematic literature review on sustainable human resource
management. Journal of cleaner production, 208, 806-815.
https://doi.org/10.1016/j.jclepro.2018.10.091

212.Madero-Gémez, S. M., Rubio Leal, Y. L., Olivas-Lujan, M., & Yusliza, M. Y. (2023). Companies Could
Benefit When They Focus on Employee Wellbeing and the Environment: A Systematic Review of
Sustainable Human Resource Management. Sustainability, 16(6). https://doi.org/10.3390/su15065435

213.Mak, A., Cheung, L., Mak, A., & Leung, L. (2014). Confucian thinking and the implications for
sustainability in HRM. Asia-Pacific Journal of Business Administration, 6(3), 173-189.

214.Maley, J. (2014). Sustainability: The missing element in performance management. Asia-Pacific Journal
of Business Administration, 6(3), 190-205. https://doi.org/10.1108/APJBA-03-2014-0040

215.Malik, S. Y., Cao, Y., Mughal, Y. H., Kundi, G. M., Mughal, M. H., & Ramayah, T. (2020). Pathways
towards sustainability in organizations: Empirical evidence on the role of green human resource
management practices and green intellectual capital. Sustainability, 12(8).

216.Mandip, G. (2012). Green HRM: People management commitment to environmental sustainability.
Research Journal of Recent Sciences, 2502.

217.Mansoor, A., Jahan, S., & Riaz, M. (2021). Does green intellectual capital spur corporate environmental
performance through green workforce? Journal of Intellectual Capital, 22(5), 823-839.

218.Marco-Lajara, B. Z., Zaragoza-Séez, P. C., Martinez-Falcd, J., & Sanchez-Garcia, E. (2023). Does green
intellectual capital affect green innovation performance? Evidence from the Spanish wine industry.
125(4), 1469-1487. https://doi.org/10.1108/BFJ-03-2022-0298.

219.Margolis, J. D. (2007). Does it pay to be good? A meta-analysis and redirection of research on the
relationship between corporate social and financial performance. Ann Arbor, 1001(48109-1234), 1-68.

220.Mariappanadar, S. (2014). Stakeholder harm index: A framework to review work intensification from
the critical HRM perspective. Human Resource Management Review, 24(4), 313-329.

221.Mariappanadar, S. (2016). Health harm of work from the sustainable HRM perspective: Scale
development and validation. International Journal of Manpower, 37(6), 924-944.

222 .Mariappanadar, S. (2020). Do HRM systems impose restrictions on employee quality of life? Evidence
from a sustainable HRM perspective. Journal of Business Research, 118, 38-48.

223.Mariappanadar, S. & Kramar, R. (2014). Sustainable HRM: The synthesis effect of high performance
work systems on organisational performance and employee harm. Asia-Pacific Journal of Business
Administration, 6(3), 206-224. https://doi.org/10.1108/APJBA-03-2014-0039.

224 Mariappanadar, S., Maurer, 1., Kramar, R., & Muller-Camen, M. (2022). Is it a sententious claim? An
examination of the quality of occupational health, safety and well-being disclosures in global reporting
initiative reports across industries and countries. International Business Review, 31(2), 101922.

225.Marti, J. M. (2007). In search of an Intellectual Capital comprehensive theory. Electronic Journal of
Knowledge Management, 5(2), 245 - 256.

226.Martin-de-Castro, G., Delgado-Verde, M., L6pez-Saez, P., & Navas-Lopez, J. E. (2011). Towards ‘an
intellectual capital-based view of the firm’origins and nature. Journal of business ethics, 98, 649-662.

18



227.Martins, V. W., Rampasso, I. S., Anholon, R., Quelhas, O. L., & Leal Filho, W. (2019). Knowledge
management in the context of sustainability: Literature review and opportunities for future research.
Journal of cleaner production, 229, 489-500. http://doi:10.1016/j.jclepro.2019.04.354

228.Massaro, M. D. (2015). Where there is a will there is a way: IC, strategic intent, diversification and firm
performance. Journal of Intellectual Capital, 16(3), 490-517. http://doi:10.1108/J1C-07-2014-0091

229.Massaro, M. D, Dumay, J., Garlatti, A., & Dal Mas, F. (2018). Practitioners’ views on intellectual capital
and sustainability: From a performance-based to a worth-based perspective. Journal of Intellectual
Capital, 19(2), 367-386. http://doi:10.1108/J1C-02-2017-0033.

230.Mauno, S. K., Kinnunen, U., & Ruokolainen, M. (2007). Job demands and resources as antecedents of
work engagement: A longitudinal study. Journal of vocational behavior, 70(1), 149-171.

231.Maury, B. (2022). Strategic CSR and firm performance: The role of prospector and growth strategies.
Journal of Economics and Business, 118.

232.McWilliams, A. & Siegel, D. S. (2011). Creating and capturing value: Strategic corporate social
responsibility, resource-based theory, and sustainable competitive advantage. Journal of management,
37(5), 1480-1495. https://doi.org/10.1177/0149206310385696.

233.Meadows, D. H., Meadows, D. L., & Randers, J. (1992). Beyond the limits: confronting global collapse
envisioning a sustainable future. Retrieved from http://hdl.handle.net/2042/29298

234.Mehrajunnisa, M. J., Jabeen, F., Faisal, M. N., & Mehmood, K. (2022). Prioritizing green HRM
practices from policymaker’s perspective. International Journal of Organizational Analysis, 30(3), 652-
678.

235.Melnyk, S. A., Sroufe, R. P., & Calantone, R. (2003). Assessing the impact of environmental
management systems on corporate and environmental performance. Journal of operations management,
21(3), 329-351. http://doi:10.1016/S0272-6963(02)00109-2.

236.Milanesi, M., Runfola, A., & Guercini, S. (2020). Pharmaceutical industry riding the wave of
sustainability: Review and opportunities for future research. Journal of cleaner production, 261.

237.Minoja, M., & Romano, G. (2021). Managing intellectual capital for sustainability: Evidence from a Re-
municipalized, publicly owned waste management firm. Journal of Cleaner Production, 279.

238.Mitra, S. (2022). An exploratory study of sustainability and firm performance for Indian manufacturing
small and medium enterprises. Journal of Cleaner Production, 371.

239.Moideenkutty, U., Al-Lamki, A., & Sree Rama Murthy, Y. (2011). HRM practices and organizational
performance in Oman. Personnel Review, 40(2), 239-251.

240.Moin, M. F, Omar, M. K., Wei, F., Rasheed, M. I., & Hameed, Z. (2021). Green HRM and psychological
safety: How transformational leadership drives follower’s job satisfaction. Current issues in Tourism,
24(16), 2269-2277 .https://doi.org/10.1080/13683500.2020.1829569.

241.Moktadir, M. A, Dwivedi, A., Ali, S. M., Paul, S. K., Kabir, G., & Madaan, J. (2020). Antecedents for
greening the workforce: implications for green human resource management. International Journal of
Manpower, 41(7), 1135-1153. https://doi.org/10.1108/1JM-07-2019-0354

242.Molina-Azorin, J. F., Claver-Cortés, E., Lopez-Gamero, M. D., & Tari, J. J. (2009). Green management
and financial performance: a literature review. Management decision, 47(7), 1080-1100.

243.Montabon, F., Pagell, M., & Wu, Z. (2016). Making sustainability sustainable. Journal of Supply Chain
Management, 52(2), 11-27. http://d0i:10.1111/jscm.12103

244.Mufoz Pascual, L. & Galende del Canto, J (2020). Sustainable human resource management and
organisational performance: An integrating theoretical framework for future research. Small Business
International Review, 4(2). http://doi:10.26784/shir.v4i2.281

245.Murillo-Luna, J. L., Garcés-Ayerbe, C., & Rivera-Torres, P. (2008). Why do patterns of environmental
response differ? A stakeholders' pressure approach. Strategic management journal,, 29(11), 1225-1240.

246.Murillo-Ramos, L. H., Huertas-Valdivia, I., & Garcia-Muifa, F. E. (2023). Antecedents, outcomes, and
boundaries of green human resource management: A Literature Review. Revista de Administracdo de
Empresas, 63(4), €2022-0268. https://doi.org/10.1590/S0034-759020230401.

247 Murillo-Ramos, L. H., Huertas-Valdivia, I., & Garcia-Muifia, F. E (2023). Exploring the cornerstones
of green, sustainable and socially responsible human resource management. International Journal of
Manpower, 44(3), 524-542. Retrieved from https://doi.org/10.1108/1IM-12-2021-0696

248.Muya, M., Price, A. D., & Edum-Fotwe, F. T. (2006). Construction craft skills requirements in sub-
Saharan Africa: a focus on Zambia. Engineering, Construction and Architectural Management, 13(3),
223-241.

249.Nakra, N. & Kashyap, V (2023). Investigating the link between socially-responsible HRM and
organizational sustainability performance—an HRD perspective. European Journal of Training and
Development, (ahead-of-print).

19



250.Nakra, N., & Kashyap, V. (2025). Responsible leadership and organizational sustainability performance:
Investigating the mediating role of sustainable HRM. International Journal of Productivity and
Performance Management. https://doi.org/10.1108/1JPPM-03-2023-0115.

251.Nehrt, C. (1996). Timing and intensity effects of environmental investments. Strategic management
journal, 17(7), 535-547.

252.Newman, A. M., Miao, Q., Hofman, P. S., & Zhu, C. J (2016). The impact of socially responsible human
resource management on employees' organizational citizenship behaviour: the mediating role of
organizational identification. The international journal of human resource management, 27(4), 440-455.

253.Ngoc Duc, N., Siengthai, S., & Page, S. (2013). A conceptual model of HRIS-Trust: An understanding
of suppliers'/customers' relationship. Foresight, 15(2), 106-116.

254.Nguyen, T. V & Bryant, S. E (2004). A study of the formality of human resource management practices
in small and medium-size enterprises in Vietnam. International small business journal, 22(6), 595-618.

255.Nidumolu, R. P, Prahalad, C. K., & Rangaswami, M. R. (2009). Why sustainability is now the key driver
of innovation. Harvard business review, 87(9), 56-64.

256.Nirino, N., Ferraris, A., Miglietta, N., & Invernizzi, A. C. (2020). Intellectual capital: the missinglink in
the corporate socialresponsibility—financialperformance relationship. Journal of Intellectual Capital,
23(2), 420-438. http://doi:10.1108/J1C-02-2020-0038

257.Nisar, Q. A., Haider, S., Ali, F., Jamshed, S., Ryu, K., & Gill, S. S. (2021). Green human resource
management practices and environmental performance in Malaysian green hotels: The role of green
intellectual capital and pro-environmental behavior. Journal of cleaner production, 311.

258.Nivlouei, F. B., & Khass, E. D. (2014). The role of green intellectual capital management in acquiring
green competitive advantage for companies. International Journal of Management Research and
Development (IIMRD), 4(2). Retrieved from https://ssrn.com/abstract=3549761

259.Nonaka, I., Reinmoller, P., & Toyama, R. (2001). Integrated information technology systems for
knowledge creation. Handbook of organizational learning and knowledge, 827-848.

260.Nuis, J. W., Peters, P., Blomme, R., & Kievit, H. (2021). Dialogues in sustainable HRM: Examining
and positioning intended and continuous dialogue in sustainable HRM using a complexity thinking
approach. Sustainability, 13(19). https://doi.org/10.3390/su131910853.

261.0'Donohue, W. & Torugsa, N. (2016). The moderating effect of ‘Green’HRM on the association
between proactive environmental management and financial performance in small firms. The
international journal of human resource management, 27(2), 239-261.
https://doi.org/10.1080/09585192.2015.1063078.

262.0ECD (2011). OECD Guidelines for Multinational Enterprises. Paris: OECD.

263.0giemwonyi, O. A., Alam, M. N., & Alotaibi, H. S. (2023). Connecting green HRM practices to pro-
environmental behavior through green human capital in the hospitality sector. Business Strategy &
Development, 6(4), 1053-1071 https://doi.org/10.1002/bsd2.297

264.0ke, A. W, Walumbwa, F. O., & Myers, A. (2012). Innovation strategy, human resource policy, and
firms' revenue growth: The roles of environmental uncertainty and innovation performance. Decision
sciences, 43(2), 273-302. https://doi.org/10.1111/j.1540-5915.2011.00350.x

265.0mar, M. K., Mohd Yusoff, Y., & Kamarul Zaman, M. D. (2019). The effect of organizational learning
capability as a mediating variable in the relationship between green intellectual capital and business
sustainability: evidence from the manufacturing sector. International Journal of Academic Research in
Business and Social Sciences, 9(6), 337-352. http://doi:10.6007/IJARBSS/v9-i6/5974

266.0patha, H. H. (2013). Green human resource management a simplified introduction. Proceedings of the
HR Dialogue, 1. Retrieved from http://dr.lib.sjp.ac.lk/handle/123456789/3734

267.0rlitzky, M. S., Schmidt, F. L., & Rynes, S. L (2003). Corporate social and financial performance: A
meta-analysis. Organization studies, 24(3), 403-441. Retrieved from

268.Paillé, P., Chen, Y., Boiral, O., & Jin, J (2014). The impact of human resource management on
environmental performance: An employee-level study. Journal of Business Ethics, 121(3), 451-466.

269.Pathirage, C., Haigh, R., Amaratunga, D., & Baldry, D. (2008). Knowledge management practices in
facilities organisations: a case study. Journal of Facilities Management, 6(1), 5-22.

270.Pereira, V., & Bamel, U. (2021). Extending the resource and knowledge based view: A critical analysis
into its theoretical evolution and future research directions. Journal of Business Research, 557-570.

271.Persson, S. & Shrivastava, P. (2016). Sustainable development of human resources inspired by Chinese
philosophies: A repositioning based on Francois Jullien's works. Management and Organization
Review, 12(3), 503-524.

272.Peuscher, D. W. (2016). The Resource Orchestration Theory as contributor to Supply Chain
Management: an assessment on its applicability (Bachelor's thesis, University of Twente). IBA Bachelor
Thesis Conference. Enschede: The Faculty of Behavioural, Management and Social sciences.

20



273.Pfeffer, J. (2018). Commentary: work hours and health: a comment on “Beyond nine to five”. Academy
of Management Discoveries, 4(1), 94-96.

274.Piwowar-Sulej, K. (2021). Core functions of Sustainable Human Resource Management. A hybrid
literature review with the use of H-Classics methodology. Sustainable Development, 29(4), 671-693.

275.Podgorodnichenko, N. E., Edgar, F., & McAndrew, I. (2020). The role of HRM in developing
sustainable organizations: Contemporary challenges and contradictions. Human Resource Management
Review, 30(3). https://doi.org/10.1016/j.hrmr.2019.04.001.

276.Podgorodnichenko, N., Akmal, A., Edgar, F., & Everett, A. M. (2022). Sustainable HRM: toward
addressing diverse employee roles. The International Journal, 44(3), 576-608.

277.Podgorodnichenko, N., Edgar, F., & Akmal, A. (2022). An integrative literature review of the CSR-
HRM nexus: Learning from research-practice gaps. Human Resource Management Review, 32(3),
100839.

278.Popescu, C. R. (2019). Addressing Intellectual Capital in the Context of Integrated Strategy and
Performance: Emphasizing the Role of Companies’ Unique Value Creation Mechanism, While
Targeting Better Organizational Reporting In Romania: The Case of Green Marketing and Green M.
Journal of Marketing Research and Case Studies. http://doi:10.5171/2019.672821.

279.Porter, M. E. (1981). The contributions of industrial organization to strategic management. Academy of
management review, 6(4), 609-620. http://doi:10.5465/amr.1981.4285706.

280.Priem, R. L., & Butler, J. E. (2001). Is the resource-based “view” a useful perspective for strategic
management research? Academy of management review, 26(1), 22-40.

281.Pun, K. F. (1998). Identification of critical factors for total quality environmental management.
Proceedings of the 3rd annual international conference on industrial engineering theories, applications
and practice, 114, pp. 1-9.

282.Putra, F. (2021). Environmental Performance and Earnings Persistence: Empirical Evidence from
Indonesia. The Journal of Asian Finance, Economics and Business, 8(3), 1073-1081.
http://d0i:10.13106/jafeb.2021.vol8.n03.1073

283.Radjenovic, T. & Kirstic, B. (2017). Intellectual Capital in the Theory of the Firm. Ekonomika, 63(4),
13-27. http://doi:10.5937/ekonomikal704013R.

284.Ramos-Rodriguez, A. R., & Ruiz-Navarro, J. (2004). Changes in the intellectual structure of strategic
management research: A bibliometric study of the Strategic Management Journal, 1980-2000. Strategic
management journal, 25(10), 981-1004. http://d0i:10.1002/sm;j.397.

285.Ramus, C. A. (2005). When are corporate environmental policies a form of greenwashing? Business &
society, 44(4), 377-414. https://doi.org/10.1177/0007650305278120

286.Reed, K. K., Lubatkin, M., & Srinivasan, N. (2006). Proposing and testing an intellectual capital-based
view of the firm. Journal of Management studies, 43(4). http://doi:10.1111/j.1467-6486.2006.00614.x

287.Rehman, S. U., Kraus, S., Shah, S. A., Khanin, D., & Mahto, R. V. (2021). Analyzing the relationship
between green innovation and environmental performance in large manufacturing firms. Technological
Forecasting and Social Change, 163. http://doi:10.1016/j.techfore.2020.120481.

288.Ren, S. J. (2022). Leveraging green HRM for firm performance: The joint effects of CEO environmental
belief and external pollution severity and the mediating role of employee environmental commitment.
Human Resource Management, 61(1), 75-90. https://doi.org/10.1002/hrm.22079

289.Ren, S. T. (2018). Green human resource management research in emergence: A review and future
directions. Asia Pacific Journal of Management, 35, 769-803.

290.Ren, S., Cooke, F. L., Stahl, G. K., & Fan, D. &. (2023). Advancing the sustainability agenda through
strategic human resource management: Insights and suggestions for future research. Human Resource
Management, 62(3), 251-265. https://doi.org/10.1002/hrm.22169.

291.Renwick, D. R, Redman, T., & Maguire, S. (2008). Green HRM: A review, process model, and research
agenda. University of Sheffield Management School Discussion Paper, 1(1), 1-46.

292.Renwick, D. W, Redman, T., & Maguire, S. (2013). Green human resource management: A review and
research agenda. International journal of management reviews, 15(1), 1-14.

293.Ricardo de Souza Freitas, W. J, José Chiappetta Jabbour, C., & César Almada Santos, F (2011).
Continuing the evolution: towards sustainable HRM and sustainable organizations. Business strategy
series, 12(5), 226-234. https://doi.org/10.1108/17515631111166861.

294.Richards, J. (2022). Putting employees at the centre of sustainable HRM: a review, map and research
agenda. Employee Relations: The International Journal, 44(3), 533-554.

295.Ringle, C. M, Sarstedt, M., Sinkovics, N., & Sinkovics, R. R. (2023). A perspective on using partial
least squares structural equation modelling in data articles. Data in Brief, 48.

296.Robinson, W. C. (1973). Review of The Limits to Growth: A Report for the Club of Rome’s Project on
the Predicament of Mankind., by D. H. Meadows, D. L. Meadows, J. Randers, & W. W. Behrens.
Demography, 10(2), 289-295. http://doi:10.2307/2060819.

21



297.Rogers, K., & Hudson, B. (2011). The triple bottom line. OD practitioner, 43(4).

298.Roo0s, G., & Roos, J. (1997). Measuring your company's intellectual performance. Long Range Planning,
30(3), 413-426. http://doi:10.1016/S0024-6301(97)90260-0.

299.Rowan, J. R. (2000). The moral foundation of employee rights. Journal of Business Ethics, 24(4), 355-
361. Retrieved from https://www.jstor.org/stable/25074291

300.Roxas, B., Ashill, N., & Chadee, D. (2017). Effects of entrepreneurial and environmental sustainability
orientations on firm performance: A study of small businesses in the Philippines. Journal of Small
Business Management, 55, 163-178. http://doi:10.1111/jsbm.12259.

301.Ryan, R. M & Connell, J. P (1989). Perceived locus of causality and internalization: examining reasons
for acting in two domains. Journal of personality and social psychology, 57(5), 749.

302.Sabir, M. R., Rehman, M., & Asghar, W. (2020). Assessing the Mediating Role of Organization
Learning Capability between the Relationship of Green Intellectual Capital and Business Sustainability.
Journal of Business and Social Review in Emerging Economies, 6(4), 1289-1301.

303.Saeidi, P., Mardani, A., Mishra, A. R., Cajas, V. E. & Carvajal, M. G. (2022). Evaluate sustainable
human resource management in the manufacturing companies using an extended Pythagorean fuzzy
SWARA-TOPSIS method. Journal of Cleaner Production, 370.
https://doi.org/10.1016/j.jclepro.2022.133380.

304.Saeidi, S. P, Sofian, S., Saeidi, P., Saeidi, S. P., & Saaeidi, S. A (2015). How does corporate social
responsibility contribute to firm financial performance? The mediating role of competitive advantage,
reputation, and customer satisfaction. Journal of business research, 68(2), 341-350.

305.Safari, A. & Saleh, A. S. (2020). Key determinants of SMEs’ export performance: a resource-based
view and contingency theory approach using potential mediators. Journal of Business & Industrial
Marketing, 35(4), 635-654. http://d0i:10.1108/JBIM-11-2018-0324.

306.Saint-Onge, H. (1996). Tacit knowledge the key to the strategic alignment of intellectual capital.
Planning Review, 24(2), pp. 10-16. http://doi:10.1108/eb054547

307.Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of managerial
psychology, 21(7), Journal of managerial psychology. https://doi.org/10.1108/02683940610690169

308.Sala, S. (2020). Triple bottom line, sustainability and sustainability assessment, an overview. In Biofuels
for a more sustainable future (47-74). http://doi:10.1016/B978-0-12-815581-3.00003-8

309.Salvadorinho, J. & Teixeira, L. (2023). Happy and Engaged Workforce in Industry 4.0: A New Concept
of Digital Tool for HR Based on Theoretical and Practical Trends. Sustainability, 15(3).

310.Sancho, M. P, Martinez-Martinez, D., Larran Jorge, M., & Herrera Madueno, J. (2018). Understanding
the link between socially responsible human resource management and competitive performance in
SMEs. Personnel Review, 47(6), 1211-1243. https://doi.org/10.1108/PR-05-2017-0165

311.Santhi, V. & Shankar, R. (2021). Collision of Green Employee Engagement and Green Human Resource
Management in Employee’s Productivity. HuSS: International Journal of Research in Humanities and
Social Sciences, 8(1), 27-32. http://doi:10.15613/hijrh/2021/v8i1/209148.

312.Santis, P. A, Albuquerque, A., & Lizarelli, F. (2016). Do sustainable companies have a better financial
performance? A study on Brazilian public companies. Journal of Cleaner Production, 133, 735-745.
Retrieved from https://doi.org/10.1016/j.jclepro.2016.05.180.

313.Santis, S., Bianchi, M., Incollingo, A., & Bisogno, M. (2019). Disclosure of intellectual capital
components in integrated reporting: An empirical analysis. Sustainability, 11(1), 62.

314.Sarwar, A. & Mustafa, A. (2024). Analysing the impact of green intellectual capital on environmental
performance: the mediating role of green training and development. Technology Analysis & Strategic
Management, 36(11), 3357-3370. https://doi.org/10.1080/09537325.2023.2209205

315.Savaneviciene, A., & Stankeviciute, Z. (2017). Smart power as a pathway for employing sustainable
human resource management. InZineriné ekonomika, 28(2), 198-206. http://10.5755/j01.ee.28.2.17645.

316.Savanevi¢iené, A., Salickaité-Zukauskiené, R., Silingien¢, V., & Bilan, S. (2022). Ensuring sustainable
human resource management during the COVID-19 pandemic: the case of Lithuanian catering
organisations. Economics and sociology, 15(3), 121-142.

317.Scavarda, A., Dad, G., Scavarda, L. F., & Goyannes Gusmao Caiado, R. (2019). An analysis of the
corporate social responsibility and the Industry 4.0 with focus on the youth generation: A sustainable
human resource management framework. Sustainability, 11(18), 5130.

318.Schaufeli, W. B. (2003). UWES Utrecht work engagement scale preliminary manual (Vol. 1). Utrecht
University: Occupational Health Psychology Unit.

319.Secundo, G., Massaro, M., Dumay, J., & Bagnoli, C. (2018). Intellectual capital management in the
fourth stage of IC research: A critical case study in university settings. Journal of Intellectual Capital,
19(1), 157-177. http://doi:10.1108/JIC-11-2016-0113

22



320.Secundo, G., Ndou, V., Del Vecchio, P., & De Pascale, G. (2020). Sustainable development, intellectual
capital and technology policies: A structured literature review and future research agenda.Technological
Forecasting and Social Change, 153. http://doi:10.1016/j.techfore.2020.119917.

321.Shafaei, A. N, Nejati, M., & Yusoff, Y. M. (2020). Green human resource management: A two-study
investigation of antecedents and outcomes. International Journal of Manpower, 41(7), 1041-1060.

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

323.Shah, S. M., Ahmed, U., Ismail, A. I., & Mozammel, S. (2021). Going intellectually green: Exploring
the nexus between green intellectual capital, environmental responsibility, and environmental concern
towards environmental performance. Sustainability, 13(11). http://doi:10.3390/su13116257

324.Shahzad, M. A, Jianguo, D. & Junaid, M. (2023). Impact of green HRM practices on sustainable
performance: mediating role of green innovation, green culture, and green employees’ behavior.
Environmental Science and Pollution Research, 30(38), 88524-88547.

325.Shang, K. C., Chen, S. Y., Ye, K. D., & Yu, H. Y. (2019). Green dynamic capabilities-the necessity
between green intellectual capital and firm performance: Evidence from Taiwan's manufacturing sector.
Corporate Management Review, 39(2), 37-67. http://doi.org/0.3966/102873102019123902002.

326.Sharma, M., Luthra, S., Joshi, S., & Kumar, A. (2022). Analysing the impact of sustainable human
resource management practices and industry 4.0 technologies adoption on employability skills.
International Journal of Manpower, 43(2), 463-485. https://doi.org/10.1108/1JM-02-2021-0085

327.Sheikh, A. M. (2021). Green intellectual capital and social innovation: the nexus. Journal of Intellectual
Capital, ahead-of-print(ahead-of-print). doi:10.1108/JI1C-11-2020-0361

328.Shen, J. & Jiuhua Zhu, C (2011). Effects of socially responsible human resource management on
employee organizational commitment. The International Journal of Human Resource Management,
22(15), 3020-3035. https://doi.org/10.1080/09585192.2011.599951.

329.Shen, J. & Benson, J. (2016). When CSR is a social norm: How socially responsible human resource
management affects employee work behavior. Journal of management, 42(6), 1723-1746.

330.Shen, J. C, Chanda, A., D'netto, B., & Monga, M (2009). Managing diversity through human resource
management: An international perspective and conceptual framework. The International Journal of
Human Resource Management, 20(2), 235-251. https://doi.org/10.1080/09585190802670516.

331.Shi, J. G., Miao, W., & Si, H. (2019). Visualization and analysis of mapping knowledge domain of urban
vitality research. 11(4), 988. http://doi:10.3390/su11040988.

332.Shin, I. H, Hur, W. M., & Kang, S (2016). Employees’ perceptions of corporate social responsibility
and job performance: A sequential mediation model. Sustainability, 8(5), 493.

333.Shoaib, M. A, Abbas, Z., Yousaf, M., Zameénik, R., Ahmed, J., & Saqib, S (2021). The role of GHRM
practices towards organizational commitment: A mediation analysis of green human capital. Cogent
Business & Management, 8(1). https://doi.org/10.1080/23311975.2020.1870798

334.Sidik, M. H., Yadiati, W., Lee, H.,, & Khalid, N. (2019). The dynamic association of energy,
environmental management accounting and green intellectual capital with corporate environmental
performance and competitive. International Journal of Energy Economics and Policy, Vol 9, no.5.

335.Sirmon, D. G., Hitt, M. A,, Ireland, R. D., & Gilbert, B. A. (2011). Resource orchestration to create
competitive advantage: Breadth, depth, and life cycle effects. Journal of management, 37(5), 1390-1412.

336.Siyambalapitiya, J. Z. (2018). Green human resource management: A proposed model in the context of
Sri Lanka’s tourism industry. Journal of cleaner production, 201, 542-555.

337.Snape, D., Meads, C., Bagnall, A., Tregaskis, O., & Mansfield, L. (2017). What works wellbeing: A
guide to our evidence review methods. London, UK : What Works Centre for Wellbeing .

338.Song, W., & Yu, H. (2018). Green innovation strategy and green innovation: The roles of green
creativity and green organizational identity. Corporate Social Responsibility and Environmental
Management, 25(2), 135-150. https://doi.org/10.1002/csr.1445.

339.Sotome, R., & Takahashi, M. (2014). Does the Japanese employment system harm productivity
performance? A perspective from DEA-based productivity and sustainable HRM. Asia-Pacific Journal
of Business Administration, 6(3), 225-246. https://doi.org/10.1108/APJBA-02-2014-0031

340.Spreitzer, G. M. (1995). Psychological empowerment in the workplace: Dimensions, measurement, and
validation. Academy of management Journal, 38(5), 1442-1465. Retrieved from

341.Srivastava, A. P. (2020). Authentic leadership towards sustainability in higher education—an integrated
green model. International Journal of Manpower, 41(7), 901-923.

342.Stadler, R., Walters, T., & Jepson, A. (2022). Sustainable humans: a framework for applying sustainable
HRM principles to the events industry. Event Management, 26(8), 1817-1832.

343.Stahl, G. K., Brewster, C. J., Collings, D. G., & Hajro, A. (2020). Enhancing the role of human resource
management in corporate sustainability and social responsibility: A multi-stakeholder, multidimensional
approach to HRM. Human Resource Management Review, 30(3).

23



344.Stewart, T. (1994). Your company’s most valuable asset: intellectual capital. Fortune, 130(7), pp. 68-
74.

345.Su, Y., Xia, J., Zahra, S. A., & Ding, J. (2023). Family CEO successor and firm performance: The
moderating role of sustainable HRM practices and corporate philanthropy. Human Resource
Management, 62(3), 307-330. https://doi.org/10.1002/hrm.22143.

346.Sundaray, B. K. (2011). Employee engagement:; a driver of organizational effectiveness. European
journal of business and management, 3(8), 53-59.

347.Sypniewska, B., Baran, M., & Klos, M. (2023). Work engagement and employee satisfaction in the
practice of sustainable human resource management—based on the study of Polish employees.
International Entrepreneurship and Management Journal, 1-32.

348.Tabatabaei, S. A., Omran, E. S., Hashemi, S., & Sedaghat, M. (2017). Presenting sustainable HRM
model based on balanced scorecard in knowledge-based ICT companies (the case of Iran). Economics
& Sociology, 10(2), 107.

349.Tang, G. C. (2018). Green human resource management practices: scale development and validity. Asia
pacific journal of human resources, 56(1), 31-55. https://doi.org/10.1111/1744-7941.12147

350.Tanova, C. & Bayighomog, S. W (2022). Green human resource management in service industries: the
construct, antecedents, consequences, and outlook. The Service Industries Journal, 42(5-6), 412-452.

351.Tariq, S. J, Jan, F. A., & Ahmad, M. S. (2016). Green employee empowerment: a systematic literature
review on state-of-art in green human resource management. Quality & Quantity, 50, 237-269.

352.Teixeira, A. A, Jabbour, C. J. C., de Sousa Jabbour, A. B. L., Latan, H., & De Oliveira, J. H. C. (2016).
Green training and green supply chain management: evidence from Brazilian firms. Journal of cleaner
production, 116, 170-176. https://doi.org/10.1016/j.jclepro.2015.12.061.

353.Territory, C. N. (2006). Socially responsible human resource management (Vol. 1). Human resource
management ethics.

354.Tonial, G., A., C., Selig, P. M., & Giugliani, E. (2019). Intellectual capital management and
sustainability activities in Brazilian organizations: A case study. Cham: Springer.
http://doi:10.1007/978-3-319-79051-0_7

355.Tooranloo, H. S., Azadi, M. H., & Sayyahpoor, A. (2017). Analyzing factors affecting implementation
success of sustainable human resource management (SHRM) using a hybrid approach of FAHP and
Type-2  fuzzy  DEMATEL. Journal of cleaner  production, 162,  1252-1265.
https://doi.org/10.1016/j.jclepro.2017.06.109

356.Tranfield, D., Denyer, D., & Smart, P. (2003). Towards a methodology for developing evidence-
informed management knowledge by means of systematic review. British journal of management, 14(3),
207-222. https://doi.org/10.1111/1467-8551.00375.

357.Trevlopoulos, N. S., Tsalis, T. A., Evangelinos, K. |., Tsagarakis, K. P., Vatalis, K. I., & Nikolaou, I. E.
(2021). The influence of environmental regulations on business innovation, intellectual capital,
environmental and economic performance. Environment Systems and Decisions, 41(1), 163-178.

358.Triguero-Sanchez, R. C., Pefia-Vinces, J., & Sanchez-Apellaniz, M. (2013). Hierarchical distance as a
moderator of HRM practices on organizational performance. International Journal of Manpower, 34(7),
794-812. https://doi.org/10.1108/1JM-03-2012-0046.

359.Tseng, C. Y., & James Goo, Y. J. (2005). Intellectual capital and corporate value in an emerging
economy: empirical study of Taiwanese manufacturers. R&D Management, 35(2), 187-201.

360.Tudose, M. B. (2020). Measuring financial performance: Financial ratios vs. economic value added.
International Conference EURINT, (pp. 172-188).

361.Tudose, M. B. (2022). Financial performance—determinants and interdependencies between
measurement indicators. Business, Management and Economics Engineering, 20(1), 119-138.

362.Ullah, H., Wang, Z., Bashir, S., Khan, A. R., Riaz, M., & Syed, N. (2021). Nexus between IT capability
and green intellectual capital on sustainable businesses: Evidence from emerging economies.
Environmental Science and Pollution Research, 28(22). http://doi:10.1007/s11356-020-12245-2

363.Ullah, H., Wang, Z., Mohsin, M., Jiang, W., & Abbas, H. (2022). Multidimensional perspective of green
financial innovationbetween green intellectual capital on sustainable business:the case of Pakistan.
Environmental Science and Pollution Research, 29. http://doi:10.1007/s11356-021-15919-7

364.Van Buren 11, H. J. (2022). The value of including employees: a pluralist perspective on sustainable
HRM. Employee Relations: The International Journal, 44(3), 686-701.

365.Van Buren, M. E. (1999). A yardstick for knowledge management. Training & development, 53(5), 71-
78.

366.Vasuki, B. T., Thirumalvalavan, K., & Dhilipan, C. (2023). Antecedents And Consequences Of Green
HRM In The Manufacturing Sector: A Systematic Literature Review. Journal of Namibian Studies:
History Politics Culture, 33, 387-409. https://doi.org/10.59670/jns.v33i.5309

24



367.Vecchi, A., Della Piana, B., Feola, R., & Crudele, C. (2021). Talent management processes and
outcomes in a virtual organization. Business Process Management Journal, 27(7), 1937-1965.

368.Verma, N., & Khatri, P. (2021). The nomological network of organizational attachment: a systematic
review approach. Journal of Decision Systems, 1-22. https://doi.org/10.1080/12460125.2021.2002507.

369.Vidal-Salazar, M. D, Cordon-Pozo, E., & Ferron-Vilchez, V. (2012). Human resource management and
developing proactive environmental strategies: The influence of environmental training and
organizational learning. Human Resource Management, 51(6), 905-934.

370.Vrabcova, P., & Urbancova, H. (2022). Holistic human resource management as a tool for the
intergenerational cooperation and sustainable business (\Vol. 68). Agricultural Economics

371.Vu, T. V. (2022). Perceived socially responsible HRM, employee organizational identification, and job
performance: the moderating effect of perceived organizational response to a global crisis. Heliyon,
8(11). http://doi:10.1016/j.heliyon.2022.e11563.

372.Waddock, S. A & Graves, S. B. (1997). The corporate social performance—financial performance link.
Strategic management journal, 18(4), 303-319.

373.Wwall, T. D., & Wood, S. J. (2005). The romance of human resource management and business
performance, and the case for big science. Human relations, 54(4).

374.Wang, C. H., & Juo, W. J. (2021). An environmental policy of green intellectual capital: Green
innovation strategy for performance sustainability. Business Strategy and the Environment, 30(7), 3241-
3254, http://d0i:10.1002/bse.2800.

375.Wang, C. L, Hult, G. T. M., Ketchen Jr, D. J., & Ahmed, P. K (2009). Knowledge management
orientation, market orientation, and firm performance: an integration and empirical examination. Journal
of Strategic Marketing, 17(2), 99-122. Retrieved from https://doi.org/10.1080/09652540902879326.

376.Wang, S. (2014). On the Relationship between CSR and Profit. Journal of International Business Ethics,
7(1), 51-57.

377.Wang, X., Zhao, Y., & Hou, L. (2020). How does green innovation affect supplier-customer
relationships? A study on customer and relationship contingencies. Industrial Marketing Management,
90, 170-180. 10.1016/j.indmarman.2020.07.008.

378.Wang, Z., Wang, N., & Liang, H. (2014). Knowledge sharing, intellectual capital and firm performance.
Management decision. 53(2), 230-258. http://d0i:10.1108/MD-02-2013-0064.

379.Waring, P. & Lewer, J. (2004). The impact of socially responsible investment on human resource
management: A conceptual framework. Journal of Business Ethics, 52(1), 99-108.

380.Wartick, S. L., & Cochran, P. L. (1985). The evolution of the corporate social performance model.
Academy of management review, 10(4), 758-769. http://doi:10.5465/amr.1985.4279099.

381.WCED, S. W. (1987). World commission on environment and development. Our common future, 17(1),
1-91.

382.Wernerfelt, B. (1984). A resource-based view of the firm. Strategic management journal, 5(2), 171-180.
doi:10.1002/smj.4250050207.

383.Westerman, J. W., Rao, M. B., Vanka, S., & Gupta, M. (2020). Sustainable human resource management
and the triple bottom line: Multi-stakeholder strategies, concepts, and engagement. Human Resource
Management Review, 30(3), 100742. https://doi.org/10.1016/j.hrmr.2020.100742

384.Wiernik, M. O, S. Ones, D. & Dilchert, S. (2013). Age and environmental sustainability: A meta-
analysis. Journal of managerial psychology, 28(7), 826-856. https://doi.org/10.1108/JMP-07-2013-0221

385.Wikhamn, W. (2019). Innovation, sustainable HRM and customer satisfaction. International Journal of
Hospitality Management, 76, 102-110. https://doi.org/10.1016/j.ijhm.2018.04.0009.

386.Williams, L. J & Anderson, S. E (1991). Job satisfaction and organizational commitment as predictors
of organizational citizenship and in-role behaviors. Journal of management, 17(3), 601-617.

387.Wolfswinkel, J. F., Furtmueller, E., & Wilderom, C. P. (2013). Using grounded theory as a method for
rigorously reviewing literature. European journal of information systems, 22(1), 45-55.

388.Won, D., & Chelladurai, P. (2016). Competitive advantage in intercollegiate athletics: Role of intangible
resources. PloS one, 11(1). https://doi.org/10.1371/journal.pone.0145782.

389.Wood, D. J. (1991). Corporate social performance revisited. Academy of management review. Academy
of management review, 16(4), 691-718. http://doi:10.5465/amr.1991.4279616.

390.Wood, D. J. (2010). Measuring corporate social performance: A review. International journal of
management reviews, 12(1), 50-84. doi:10.1111/j.1468-2370.2009.00274.x

391.Wright, P. M., & Boswell, W. R. (2002). Desegregating HRM: A review and synthesis of micro and
macro human resource management research. Journal of management, 28(3), 247-276.

392.Wu, A. C., & Kao, D. D. (2022). Mapping the sustainable human-resource challenges in southeast Asia’s
FinTech sector. Journal of Risk and Financial Management, 15(7), 307.

393.Xu, J. & Wang, B. (2018). Intellectual capital, financial performance and companies’ sustainable
growth: Evidence from the Korean manufacturing industry. Sustainability, 10(12), 4651. .

25



394.Yadiati, W. (2019). The role of green intellectual capital and organizational reputation in influencing
environmental performance. 670216917. https://doi.org/10.32479/ijeep.7752

395.Yahya, N. A., Arshad, R., & Kamaluddin, A. (2015). Green intellectual capital resources as drivers of
firms' competitive advantage. In International Conference on Intellectual Capital and Knowledge
Management and Organisational Learning. In I. C. Learning (Ed.), Academic Conferences International
Limited, (pp. 327-335).

396.Yasmeen, H., Wang, Y., Zameer, H., & Ismail, H. (2020). Modeling the role of government, firm, and
civil society for environmental sustainability. (I. R. Association, Ed.) IGI Global.

397.Yasri, Y. (2021). The impact of green human resources on economic performance; mediated by green
input and output. Economica: Journal of Economic and Economic Education, 9(2), 133-142.

398.Yong, J. Y, Yusliza, M. Y., Ramayah, T., & Fawehinmi, O. (2019). Nexus between green intellectual
capital and green human resource management. Journal of cleaner production, 215, 364-374.

399.Yong, J. Y, Yusliza, M. Y., & Fawehinmi, O. O. (2020). Green human resource management: A
systematic literature review from 2007 to 2019. Benchmarking: An International Journal, 2005-2027.

400.Yong, J. Y, Yusliza, M. Y., Ramayah, T., Farooq, K., & Tanveer, M. | (2023). Accentuating the
interconnection between green intellectual capital, green human resource management and
sustainability. Benchmarking: An International Journal, 30(8), 2783-2808. https://doi.org/10.1108/BI1J-
11-2021-0641.

401.Youndt, M. A., Subramaniam, M., & Snell, S. A. (2004). Intellectual capital profiles: An examination
of investments and returns. Journal of Management studie, 41(2), 335-361.

402.Yousaf, Z. (2021). Go for green: green innovation through green dynamic capabilities: accessing the
mediating role of green practices and green value co-creation. Environmental Science and Pollution
Research, 28(39), 54863-54875. http://d0i:10.1007/s11356-021-14343-1

403.Yu, W. C, Chavez, R., & Feng, M. (2017). Green supply management and performance: a resource-
based view. Production Planning & Control, 28(6-8), 659-670. Retrieved from

404.Yusliza, M. Y, Othman, N. Z., & Jabbour, C. J. C. (2017). Deciphering the implementation of green
human resource management in an emerging economy. Journal of Management Development, 36(10),
1230-1246.

405.Yusliza, M. Y, Norazmi, N. A., Jabbour, C. J. C., Fernando, Y., Fawehinmi, O., & Seles, B. M. R. P.
(2019). Top management commitment, corporate social responsibility and green human resource
management: A Malaysian study. Benchmarking: An International Journal, 26(6), 2051-2078.

406.Yusliza, M. Y, Yong, J. Y., Tanveer, M. ., Ramayah, T., Faezah, J. N., & Muhammad, Z. (2020). A
structural model of the impact of green intellectual capital on sustainable performance. Journal of
Cleaner Production, 249; 119334. https://doi.org/10.1016/j.jclepro.2019.119334

407.Yusoff, Y. M., Omar, M. K., Zaman, M. D., & Samad, S. (2019). Do all elements of green intellectual
capital contribute toward business sustainability? Evidence from the Malaysian context using the Partial
Least Squares method. Journal of Cleaner Production, 234, 626-637.

408.Zameer, H., Wang, Y., & Yasmeen, H. (2020). Reinforcing green competitive advantage through green
production, creativity and green brand image: implications for cleaner production in China. Journal of
cleaner production, 247. http://doi:10.1016/j.jclepro.2019.119119

409.Zenya, A., & Nystad, &. (2018). Assessing Corporate Sustainability with the Enterprise Sustainability
Evaluation Tool (E-SET). Sustainability, 10(12), 4661. doi:https://doi.org/10.3390/su10124661

410.Zhang, F., Cao, C., Li, C., Liu, Y., & Huisingh, D. (2019). A systematic review of recent developments
in disaster waste management. Journal of Cleaner Production, 235, 822-840.

411.Zhang, X., & Pi, S. (2015). The Role of Intellectual Capital and Tangible Resources on Competitive
Advantages in Chinese High-tech Industry. In 2015 International Conference on Management,
Education, Information and Control (pp. 125-129). Atlantis Press. http://doi:10.2991/meici-15.2015.25.

412.Zhou, M., Govindan, K., & Xie, X. (2020). 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. Journal of Cleaner Production, 260.

413.Zhu, Q., Sarkis, J., & Lai, K. H. (2013). Institutional-based antecedents and performance outcomes of
internal and external green supply chain management practices. Journal of Purchasing and Supply
Management, 19(2), 106-117. http://d0i:10.1016/j.pursup.2012.12.001.

414.Zibarras, L. D & Coan, P. (2015). HRM practices used to promote pro-environmental behavior: a UK
survey. The International Journal of Human Resource Management, 26(16), 2121-214

26


http://doi:10.1016/j.pursup.2012.12.001

