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ABSTRACT 

Sustainability has become a strategic imperative for organizations seeking long-term resilience, 
stakeholder trust, and competitive advantage. While sustainability integration has been widely 
studied in areas such as operations and supply chains, its incorporation into Human Resource 
Management (HRM) remains underexplored and fragmented. This paper provides a 
comprehensive conceptual analysis of integrating sustainability into HRM, examining practices, 
challenges, and strategic implications. 

Drawing on existing literature and industry examples, the paper reviews Sustainable HRM 
practices—including green recruitment, sustainability-oriented training, performance 
management, rewards, employee engagement, diversity and inclusion, and ethical labor 
standards—that embed environmental and social responsibility into core people management 
functions. It identifies key challenges such as conceptual ambiguity, resource constraints, cultural 
resistance, measurement difficulties, and regulatory complexities that can hinder effective 
implementation. Despite these barriers, integrating sustainability into HRM offers significant 
strategic benefits, including enhanced employer branding, improved employee engagement and 
retention, increased innovation capability, organizational resilience, and compliance with 
evolving stakeholder expectations. 

The paper proposes a conceptual framework linking Sustainable HRM practices to integration 
challenges and strategic outcomes, offering a foundation for future empirical research. 
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Recommendations are provided for organizations, policymakers, and researchers to advance 

Sustainable HRM as a critical enabler of corporate sustainability. By embedding sustainability 

into HRM, organizations can move beyond symbolic CSR efforts toward meaningful, systemic 

change that supports long-term value creation. 

Keywords: Sustainable Human Resource Management; Green HRM; Sustainability Integration; 

Organisational Strategy; Employee Engagement; Strategic HRM 

Paper Type: Conceptual Paper 

INTRODUCTION 

In recent decades, sustainability has emerged as a central strategic priority for 

organizations worldwide, driven by environmental concerns, social responsibility 

expectations, and evolving regulatory requirements (Purgał-Popiela, 2025). The 

integration of sustainability principles into business strategy is no longer seen as optional 

but as essential for ensuring long-term organizational resilience, stakeholder trust, and 

competitive advantage (Ahmad et al., 2025). However, while sustainability has often been 

explored in operations, supply chain management, and corporate strategy (Huang et al., 

2024), its integration into Human Resource Management (HRM) remains comparatively 

underdeveloped and fragmented (Faeni et al., 2025). 

Human Resource Management holds a critical position in advancing organizational 

sustainability goals. By aligning HRM policies and practices with sustainability 

objectives, organizations can foster a workforce that is environmentally conscious, 

socially responsible, and strategically engaged in achieving sustainable outcomes 

(Piwowar-Sulej & Iqbal, 2025). This approach, often referred to as Sustainable HRM or 

Green HRM, involves recruiting for environmental values, training for sustainability 

competencies, rewarding green behaviors, and embedding sustainability into 

organizational culture and leadership development (Järlström et al., 2023). 

Despite the increasing academic and practitioner interest in Sustainable HRM, the field 

faces significant challenges (Lu et al., 2023). These include conceptual ambiguity about 
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what constitutes Sustainable HRM, limited empirical evidence on its effectiveness, and 

organizational resistance (Bučiūnienė & Goštautaitė, n.d.) rooted in cost concerns, 

competing priorities, and lack of expertise (Fayyaz et al., 2025). Moreover, the translation 

of sustainability goals into coherent HRM strategies is often hindered by fragmented 

implementation and insufficient top-management support (Papademetriou et al., 2025). 

This paper aims to address these gaps by examining the integration of sustainability into 

HRM practices, identifying key challenges organizations face, and exploring the strategic 

implications of adopting a sustainability-oriented HRM approach (Papademetriou et al., 

2025). By analyzing existing literature, industry practices, and emerging trends, this 

study seeks to provide a holistic understanding of how HRM can become a strategic 

partner in advancing organizational sustainability. 

Specifically, the paper will: 

 Review and categorize sustainable HRM practices adopted across industries.

 Analyze the key challenges and barriers to effective implementation.

 Discuss the strategic implications for organizational competitiveness, employer

branding, employee engagement, and long-term value creation.

By doing so, this study contributes to both academic discourse and practical guidance, 

supporting organizations seeking to embed sustainability into their core human resource 

strategies. 

2. Literature Review

Conceptualizing Sustainable Human Resource Management 

Sustainable Human Resource Management (Sustainable HRM) extends the traditional 

functions of HRM to support long-term organizational sustainability goals that balance 

economic, environmental, and social considerations (Ren et al., 2023). Unlike 
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conventional HRM, which often focuses narrowly on short-term productivity or cost-

efficiency, Sustainable HRM emphasizes practices that contribute to environmental 

stewardship, social equity, and economic resilience (Khalid Alrashedi, 2024). 

This conceptual shift reflects broader corporate sustainability frameworks, such as the 

Triple Bottom Line (Griep et al., 2025) and the United Nations’ Sustainable Development 

Goals (SDGs), which encourage organizations to integrate sustainability into all aspects 

of operations, including people management. 

Green HRM Practices 

A key dimension of Sustainable HRM is Green Human Resource Management (Green 

HRM), which focuses specifically on environmental goals. Green HRM practices include: 

 Green recruitment and selection: Attracting employees with pro-environmental

values and competencies.

 Green training and development: Building employee knowledge and skills to

support sustainability initiatives.

 Green performance management: Setting sustainability-oriented goals and

assessing performance against them.

 Green rewards and compensation: Incentivizing environmentally friendly

behaviors and outcomes (Gričnik et al., 2023).

These practices aim to embed environmental responsibility into organizational culture 

and employee behavior, positioning HRM as a driver of environmental strategy rather 

than a passive supporter. 

Broader Sustainable HRM Practices 

Beyond Green HRM, Sustainable HRM also includes social sustainability practices such 

as promoting diversity and inclusion, ensuring employee well-being, fostering work-life 
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balance, and supporting ethical labor standards (Campos-García et al., 2024). These 

dimensions recognize the interdependence of environmental, social, and economic 

outcomes in achieving true sustainability. 

Challenges in Integrating Sustainability into HRM 

Despite the appeal of Sustainable HRM, organizations face multiple challenges in 

implementation: 

 Conceptual ambiguity: There is no single, universally accepted definition of

Sustainable HRM, leading to inconsistent interpretations and practices (Cooke et

al., 2023).

 Resource constraints: Organizations may perceive sustainability initiatives as

costly or non-essential, especially in highly competitive or resource-constrained

environments.

 Cultural resistance: Change management challenges arise when employees or

leaders resist adopting new values or practices (Liang et al., 2024).

 Fragmented implementation: Sustainability goals may remain siloed in CSR

departments rather than being integrated across HR functions (Mamun et al.,

2024).

These challenges underscore the need for strategic alignment, top-management support, 

and clear performance measurement systems to enable successful integration. 

Strategic Implications of Sustainable HRM 

Integrating sustainability into HRM offers significant strategic benefits, including: 

 Enhancing employer branding by appealing to environmentally and socially

conscious talent.
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 Improving employee engagement and retention through meaningful work

aligned with personal values.

 Strengthening organizational resilience by fostering adaptability, innovation, and

stakeholder trust.

 Supporting regulatory compliance and reducing risks associated with

environmental or social failures.

By acting as a strategic partner, HRM can help organizations embed sustainability into 

core operations and long-term strategy, moving beyond superficial CSR efforts toward 

transformational change (Ramgolam et al., 2024). 

While prior studies identify various practices and challenges, there is a need for an 

integrative framework that maps their relationships and strategic implications. The 

following section proposes such a conceptual framework 

Conceptual Framework 

This paper proposes a conceptual framework that illustrates the relationship between 

Sustainable HRM practices, the challenges encountered during their integration, and the 

resulting strategic implications for organizations (see Figure 1). 

The framework positions Sustainable HRM as an integrated system in which specific 

practices (e.g., green recruitment, sustainability training, rewards, employee 

engagement) aim to embed sustainability principles into the workforce. These practices, 

however, face multiple internal and external challenges, such as conceptual ambiguity, 
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top-management commitment, resource constraints, and cultural resistance (Ehnert & 

Harry, 2012). 

Despite these challenges, effective integration yields strategic benefits including 

enhanced employer branding, improved employee engagement, increased innovation, 

stronger organizational resilience, and alignment with stakeholder expectations (Martini 

et al., 2023). 

This framework (Figure 1) serves as a theoretical basis for future empirical research, 

enabling scholars and practitioners to systematically examine the mechanisms, barriers, 

and outcomes of Sustainable HRM integration. 

Figure 1. Conceptual Framework for Integrating Sustainability into HRM 

Sustainable HRM Practices 

Integrating sustainability into HRM requires organizations to adopt a comprehensive set 

of practices that align people management with environmental, social, and economic 

Sustainable HRM Practices 

(e.g., Recruitment, Training, Rewards, Engagement) 

Challenges to Integration 

(e.g., Ambiguity, Resources, Culture, Measurement) 

Challenges to Integration 

(e.g., Ambiguity, Resources, Culture, Measurement) 

Strategic Implications 

(e.g., Employer Branding, Innovation, Resilience) 
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goals (Kumar & Tarkar, 2025). These practices go beyond traditional HR functions to 

actively support organizational sustainability strategies. 

Green Recruitment and Selection 

Organizations practicing Sustainable HRM prioritize attracting and selecting candidates 

who share environmental values and possess sustainability-related competencies (Pham 

& Paillé, 2020). Green recruitment involves including sustainability criteria in job 

descriptions, employer branding that emphasizes environmental responsibility, and 

interview processes that assess candidates’ environmental attitudes and knowledge 

(Jamil et al., 2023). 

Sustainability-Oriented Training and Development 

Training is a critical mechanism for embedding sustainability values and competencies 

across the workforce. Organizations implement sustainability-focused training programs 

that educate employees on environmental issues, resource conservation, waste reduction, 

ethical practices, and social responsibility (Faisal, 2023). This training supports employee 

empowerment and engagement in achieving sustainability goals (Khan & Noorizwan 

Muktar, 2020). 

Many manufacturing firms integrate Green HRM practices to improve environmental 

performance and reduce costs. For example, companies often deliver specialized training 

programs on energy efficiency, waste reduction, and safe handling of materials (Kirst & 

Schroth, 2022). By equipping employees with these skills, manufacturers can reduce their 

environmental footprint, comply with regulations, and foster a culture of continuous 

improvement focused on sustainability. 

Performance Management for Sustainability 
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Effective Sustainable HRM involves integrating sustainability objectives into 

performance management systems (Naderi et al., 2022). Organizations set clear 

environmental and social performance indicators, evaluate employee contributions to 

sustainability goals, and incorporate these criteria into appraisals and feedback sessions. 

Such alignment signals the strategic importance of sustainability to the workforce and 

promotes accountability (Fazal Uddin & Ahmed, 2024). 

Green Rewards and Compensation Systems 

Organizations can reinforce sustainability-oriented behaviors through incentive systems. 

Green rewards may include monetary bonuses, recognition programs, or career 

advancement opportunities tied to achieving environmental or social goals (Saha et al., 

2023). Aligning compensation with sustainability performance encourages employees to 

internalize these values and act as change agents within the organization (Das & Dash, 

2024). 

Employee Engagement and Participation 

Sustainable HRM emphasizes active employee participation in sustainability initiatives. 

Organizations often establish green teams, encourage employee-led environmental 

projects, and solicit ideas for process improvements that reduce environmental impacts 

or enhance social outcomes(Solomon & Sandhya, 2010). Such participatory approaches 

strengthen employee commitment and harness collective creativity. 

Diversity, Equity, and Inclusion (DEI) Initiatives 

Sustainability in HRM also encompasses social dimensions, including promoting 

workplace diversity, equity, and inclusion (Atta & Zaman, 2024). Sustainable HRM 

practices aim to eliminate discrimination, ensure equal opportunities, and create 

inclusive work environments that respect human rights and enhance social sustainability 

(Rosa, 2025). 
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Retail organizations increasingly adopt sustainable HRM practices that emphasize social 

responsibility, such as inclusive hiring policies. For instance, large retail chains may 

actively recruit candidates from underrepresented groups, implement anti-

discrimination training for managers, and develop clear pathways for advancement 

(Ferraro et al., 2023). These practices promote social equity, enhance employer branding, 

and ensure alignment with customer expectations for ethical business conduct. 

Employee Well-Being and Work-Life Balance 

Sustainable HRM practices prioritize employee well-being through health and safety 

programs, mental health support, flexible work arrangements, and policies that promote 

work-life balance (Baba Rahim et al., 2020). Such practices not only enhance employee 

satisfaction and retention but also contribute to broader social sustainability goals. 

Ethical Labor Standards and Supply Chain Considerations 

Organizations integrating sustainability into HRM extend their responsibility beyond 

their direct workforce. They adopt ethical labor standards, ensure fair wages, and work 

with suppliers who adhere to responsible labor practices. This approach strengthens 

social sustainability and mitigates reputational risks. 

Public sector organizations often embed sustainability into HRM through policies that 

support green procurement and ethical labor practices (Khatun, 2024). HR departments 

may train procurement officers to prioritize suppliers with strong environmental 

credentials or fair labor standards. By aligning employee competencies and evaluation 

criteria with sustainable procurement goals, public agencies can drive broader 

sustainability outcomes across supply chains while modeling responsible governance 

(Eyo-Udo et al., 2024). 

Practical Example: Green HRM in the Hospitality Industry 
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Many hospitality firms have adopted Green HRM practices to reduce their 

environmental footprint and attract sustainability-minded customers and employees. For 

example, international hotel chains often include sustainability competencies in job 

descriptions, deliver training on energy conservation and waste reduction, and recognize 

staff contributions to sustainability goals(Suleman et al., 2025). Such practices not only 

reduce costs but also enhance employer branding and guest satisfaction. 

Together, these practices represent a holistic approach to Sustainable HRM that addresses 

environmental, social, and economic dimensions. By systematically embedding 

sustainability into HRM functions, organizations can build a workforce that is aligned 

with their sustainability vision, enhance their reputation as responsible employers, and 

create long-term value for stakeholders (Cao et al., 2023). Table 1 provides an overview 

of key Sustainable HRM practices across different HR functions, along with their typical 

examples and expected outcomes. 

Table 1. Sustainable HRM practices across functions 

HRM Function Example Practice Expected Outcome 
Recruitment Hiring for environmental 

values 

Culture alignment 

Training Sustainability skills 

workshops 

Competency development 

Performance Management Green KPIs Accountability for 

sustainability 

Rewards & Incentives Bonuses for green initiatives Motivation, behavioral 

change 

Engagement Employee green teams Participation, innovation 

Diversity & Inclusion Inclusive policies Social sustainability, equity 

Well-being Work-life balance programs Retention, satisfaction 

These Sustainable HRM practices are designed to embed environmental and social 

responsibility into core people management functions. By aligning recruitment, training, 

performance management, rewards, and employee engagement with sustainability 
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goals, organizations can cultivate a workforce that is both competent and committed to 

advancing long-term environmental stewardship and social equity (Opel et al., 2023). 

This integrated approach ensures that sustainability is not an isolated initiative but a 

fundamental element of organizational culture and strategy, supporting broader 

corporate objectives such as risk mitigation, stakeholder trust, and competitive 

advantage. 

Challenges in Integrating Sustainability into HRM 

While Sustainable HRM offers clear strategic benefits, organizations face significant 

challenges in translating sustainability goals into coherent, effective HRM practices 

(Alreahi et al., 2023). Understanding these barriers is critical for developing actionable 

solutions and advancing theory and practice in this emerging field. 

Conceptual Ambiguity and Lack of Standardization 

One of the primary challenges is the lack of a universally accepted definition and 

framework for Sustainable HRM. Organizations interpret sustainability in diverse ways, 

leading to fragmented and inconsistent practices (Sulistiawan et al., 2024). This 

conceptual ambiguity makes it difficult to establish clear objectives, measure outcomes, 

or benchmark best practices across industries. 

Top-Management Commitment and Strategic Alignment 

Successful integration of sustainability into HRM requires strong commitment from top 

management. However, in many organizations, sustainability is treated as a peripheral 

CSR activity rather than a strategic imperative (Kim et al., 2023). Without clear leadership 

support and alignment with overall business strategy, HR departments often lack the 

mandate and resources to implement meaningful sustainability initiatives. 
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Resource Constraints and Cost Concerns 

Organizations, particularly small and medium-sized enterprises (SMEs), may perceive 

sustainability-oriented HRM practices as costly or resource-intensive (mohd yusoff & 

Nejati, 2017). Investment in green training, rewards systems, or inclusive recruitment 

processes can be viewed as non-essential expenses, especially during times of economic 

uncertainty or competitive pressure (Kamboj & A, 2024). This short-term cost focus can 

undermine long-term sustainability goals. 

Organizational Culture and Employee Resistance 

Embedding sustainability in HRM often requires significant cultural change. Employees 

and managers accustomed to traditional HR practices may resist new policies or view 

sustainability initiatives with skepticism (Tadesse Bogale & and Debela, 2024). 

Overcoming this resistance requires effective change management, clear communication 

of benefits, and active involvement of employees in sustainability planning and decision-

making. 

Measurement and Accountability Challenges 

Another barrier is the difficulty in measuring the impact of Sustainable HRM practices. 

Unlike traditional HR metrics focused on turnover or productivity, sustainability 

outcomes can be diffuse, long-term, and multi-dimensional (e.g., carbon reductions, 

social equity). Without clear performance indicators and accountability mechanisms, 

sustainability goals risk being deprioritized or remaining symbolic (Bentia, 2021). 

Regulatory and Institutional Constraints 

Organizations may also face external challenges, such as insufficient regulatory 

incentives or inconsistent policy environments. In some regions, weak enforcement of 

environmental or labor standards limits the pressure on firms to adopt sustainable HRM 
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practices (Casino-Martínez et al., 2023). Additionally, supply chain complexity and global 

operations introduce challenges in ensuring consistent ethical labor practices across 

contexts. 

Competing Priorities and Short-Termism 

Finally, sustainability initiatives often compete with other organizational priorities, such 

as profitability, efficiency, and growth. Short-term financial targets may discourage 

investment in long-term sustainability-oriented HRM strategies. Balancing these 

competing demands requires leadership vision, stakeholder engagement, and integration 

of sustainability into core business objectives. 

While the integration of sustainability into HRM offers significant opportunities, 

organizations must navigate a complex landscape of internal and external challenges 

(Igben & Ojoboh, 2024). Addressing these barriers requires strategic commitment, 

cultural change, effective measurement systems, and alignment of HR practices with 

broader sustainability goals. 

To provide a clear overview of the barriers organizations face and the strategic outcomes 

they can achieve, Table 2 summarizes the key challenges in integrating sustainability into 

HRM and their corresponding strategic implications. 

Table 2: Challenges and Strategic Implications of Integrating Sustainability into HRM 

Challenges Strategic Implications 

Conceptual ambiguity Need for clear frameworks and 

definitions 

Resource constraints Investment in long-term sustainability 

Cultural resistance Change management and leadership 

commitment 

Measurement difficulties Development of robust metrics 

Regulatory/institutional constraints Policy advocacy and compliance 
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Strategic Implications of Integrating Sustainability into HRM 

The integration of sustainability into Human Resource Management is not merely a 

compliance exercise or a corporate social responsibility add-on. Rather, it represents a 

strategic imperative that can deliver significant long-term benefits to organizations, 

employees, and broader society (Gunawan & Mikhail, 2025). Understanding these 

strategic implications is essential for justifying investment in Sustainable HRM practices 

and for aligning HRM with organizational goals. 

Enhancing Employer Branding and Talent Attraction 

Sustainable HRM can significantly strengthen an organization’s employer brand. Today’s 

workforce—especially younger generations—places a high value on environmental 

stewardship, social responsibility, and ethical practices (Cooke., 2025 ). Organizations 

that demonstrate genuine commitment to sustainability are better positioned to attract 

high-quality talent who share these values. This alignment can reduce recruitment costs, 

improve cultural fit, and enhance the organization’s reputation as an employer of choice. 

Improving Employee Engagement and Retention 

Integrating sustainability into HRM practices can boost employee engagement by 

providing meaningful work aligned with personal values. Employees who perceive their 

organizations as socially and environmentally responsible are more likely to be 

committed, motivated, and loyal (Presbitero et al., 2025). Sustainable HRM practices—

such as green training, participatory decision-making, and ethical labor standards—

contribute to a positive employee experience that supports long-term retention and 

reduces turnover costs. 

Driving Innovation and Organizational Learning 
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Sustainability challenges often require creative solutions and continuous learning. By 

embedding sustainability into HRM, organizations can foster a culture of innovation and 

problem-solving (Solomon & Sandhya, 2010). Training employees in sustainability 

competencies, encouraging participation in green teams, and rewarding sustainability-

oriented behaviors can unleash employee creativity and support the development of new 

products, services, or processes that deliver competitive advantage (Jimenez‐Jimenez & 

Sanz Valle, 2011). 

Enhancing Organizational Resilience and Risk Management 

Sustainable HRM contributes to organizational resilience by anticipating and mitigating 

environmental, social, and regulatory risks. Ethical labor practices reduce reputational 

risks and supply chain disruptions, while proactive environmental strategies help 

organizations comply with evolving regulations and stakeholder expectations 

(Georgescu et al., 2024). A sustainability-oriented workforce is better equipped to adapt 

to changing market conditions and societal demands, strengthening the organization’s 

long-term viability. 

Aligning HRM with Corporate Strategy and Sustainability Goals 

For sustainability to deliver strategic value, it must be integrated into core business 

strategy rather than treated as a separate CSR initiative. Sustainable HRM serves as a 

critical enabler of this integration by aligning people management practices with 

organizational sustainability goals(Arora et al., 2024). This alignment ensures that 

sustainability is embedded in recruitment, training, performance management, rewards, 

and culture—creating coherence and strategic focus across the organization. 

Supporting Regulatory Compliance and Stakeholder Expectations 

As regulations related to environmental protection, labor rights, and social responsibility 

become stricter globally, organizations must proactively align their HR practices to meet 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

73 

these requirements (Hanif & Jumble, 2025). Sustainable HRM ensures compliance while 

also responding to growing stakeholder demands for transparency, ethical conduct, and 

accountability. Organizations that fail to adapt risk legal penalties, reputational damage, 

and loss of market share. 

Integrating sustainability into HRM is a strategic necessity for organizations seeking to 

remain competitive, resilient, and socially responsible in an evolving global landscape. 

By adopting Sustainable HRM practices, organizations can unlock value across multiple 

dimensions, from talent management and innovation to risk mitigation and stakeholder 

trust (Braun & Busuioc, 2020). 

Conclusion 

The integration of sustainability into Human Resource Management represents both a 

pressing challenge and a transformative opportunity for organizations navigating a 

rapidly evolving global landscape. As environmental, social, and economic pressures 

intensify, organizations are being called upon to embed sustainability into their core 

strategies—not as a peripheral CSR initiative, but as a central driver of long-term success 

and resilience (Sulemana et al., 2025). 

This paper has examined how Sustainable HRM practices can operationalize this 

integration, highlighting strategies such as green recruitment, sustainability-oriented 

training, performance management linked to environmental and social goals, and 

employee engagement initiatives (Huang et al., 2024). These practices aim to align 

individual behaviors and organizational culture with broader sustainability objectives, 

creating a workforce that is both competent and committed to advancing environmental 

stewardship and social responsibility. 

However, the path to integrating sustainability into HRM is not without significant 

challenges. Conceptual ambiguity, limited top-management support, resource 
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constraints, cultural resistance, measurement difficulties, and regulatory complexities all 

pose barriers to effective implementation (Sharma et al., 2022). Addressing these 

challenges requires strategic alignment, leadership commitment, employee involvement, 

and the development of clear metrics for evaluating sustainability outcomes in HRM. 

Despite these obstacles, the strategic implications of Sustainable HRM are profound. 

Organizations that successfully integrate sustainability into their HR practices stand to 

gain substantial advantages, including enhanced employer branding, improved talent 

attraction and retention, greater employee engagement, increased innovation capacity, 

stronger risk management, and alignment with evolving regulatory and stakeholder 

expectations(Griep et al., 2025). By positioning HRM as a strategic partner in 

sustainability, organizations can move beyond symbolic CSR efforts toward meaningful, 

systemic change. 

Sustainable HRM is not merely an operational adjustment but a strategic imperative for 

organizations seeking to thrive in the 21st century. By adopting an integrated approach 

that aligns HR policies and practices with sustainability goals, organizations can build a 

resilient, responsible, and competitive future (Purgał-Popiela, 2025). Future research and 

practice should focus on developing clear frameworks, sharing best practices, and 

exploring context-specific solutions to overcome barriers and maximize the 

transformative potential of Sustainable HRM. 

Recommendations and Future Research Directions 

Practical Recommendations for Organizations 

To effectively integrate sustainability into HRM, organizations should consider the 

following strategies: 
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Establish Clear Definitions and Goals: Organizations should develop a shared 

understanding of what sustainability means in their context and translate these principles 

into clear, actionable HRM goals. 

Secure Top-Management Commitment: Leadership buy-in is essential for allocating 

resources, setting strategic priorities, and modeling sustainability values. HR leaders 

should actively engage senior management to champion Sustainable HRM initiatives. 

Invest in Employee Training and Development: Building sustainability competencies 

across the workforce is critical. Organizations should design training programs that not 

only raise awareness but also develop practical skills for implementing sustainability 

initiatives. 

Align Performance Management and Rewards: Sustainability goals should be integrated 

into performance evaluation systems and reinforced through incentives and recognition 

programs that encourage pro-environmental and socially responsible behaviors. 

Foster Employee Participation: Engaging employees in sustainability planning and 

decision-making promotes buy-in, harnesses diverse perspectives, and fosters a culture 

of shared responsibility. 

Develop Robust Measurement Systems: Organizations should create clear metrics for 

assessing the effectiveness of Sustainable HRM practices, linking them to broader 

organizational sustainability goals. 

Policy and Institutional Recommendations 

Beyond individual organizations, policymakers and industry bodies can play a role in 

advancing Sustainable HRM by: 
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 Providing Clear Guidelines and Standards: Establishing frameworks or

certification schemes can reduce conceptual ambiguity and promote best practices.

 Offering Incentives: Financial or regulatory incentives can help organizations

overcome resource constraints and justify investment in sustainability-oriented

HRM practices.

 Encouraging Knowledge Sharing: Platforms for sharing case studies and best

practices can help organizations learn from one another and accelerate adoption.

Directions for Future Research 

While interest in Sustainable HRM is growing, several gaps in the literature remain: 

 Clarifying Conceptual Boundaries: Future research should work toward

consistent definitions and frameworks that clarify the scope of Sustainable HRM

and its relationship to related concepts like Green HRM and CSR.

 Empirical Testing of Outcomes: There is a need for rigorous empirical studies that

examine the impact of Sustainable HRM practices on organizational performance,

employee outcomes, and sustainability metrics across industries and regions.

 Contextual Factors: Research should explore how cultural, institutional, and

sectoral contexts influence the adoption and effectiveness of Sustainable HRM

practices.

 Change Management Strategies: Studies should investigate effective approaches

for overcoming resistance and fostering cultural change in support of

sustainability goals.

 Integrating Social and Environmental Dimensions: While much research focuses

on environmental aspects (Green HRM), there is a need to equally address social

sustainability, including labor rights, diversity, and well-being.
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By addressing these practical, policy, and research priorities, stakeholders can advance 

the field of Sustainable HRM and support organizations in achieving meaningful, 

integrated, and strategic sustainability outcomes. 

Contribution to Theory and Practice 

This paper contributes to the growing literature on Sustainable HRM in several ways. 

First, it offers an integrated review of Sustainable HRM practices, systematically 

categorizing environmental and social dimensions. Second, it identifies and analyzes key 

challenges that impede effective integration, providing insight into barriers that require 

management attention. Third, it articulates the strategic implications of adopting 

Sustainable HRM, highlighting how such practices can enhance employer branding, 

employee engagement, innovation, and resilience. 

Finally, the paper proposes a clear conceptual framework that links practices, challenges, 

and strategic outcomes, offering a foundation for future empirical research and practical 

application. By clarifying these relationships, the paper supports both scholars and 

practitioners in advancing the integration of sustainability into HRM as a strategic 

imperative. 

Acknowledgement 

Author deeply appreciates the valuable contributions of the participants and educators 

who devoted their time and shared their insights for this study. This feedback contributed 

a lot to finalizing the quality of the manuscript. 

Conflict of Interest: The authors have no conflicts of interest to declare. 

Declaration of generative AI and AI-assisted technologies in the writing process 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

78 

During the preparation of this work, the author(s) utilized AI tools to review grammar 

and language accuracy. The author(s) remain fully responsible for the final content, 

having used AI solely for grammar and language refinement purposes 

References 

Ahmad, S., Javed, U., Sharma, C., & Siddiqui, M. S. (2025). Green Human Resource Management: 

Analyzing sustainable practices and organizational impact through a Word2Vec 

approach. Green Technologies and Sustainability, 3(4), 100224. 

https://doi.org/https://doi.org/10.1016/j.grets.2025.100224 

Alreahi, M., Bujdosó, Z., Kabil, M., Akaak, A., Benkó, K. F., Setioningtyas, W. P., & Dávid, L. D. 

(2023). Green Human Resources Management in the Hotel Industry: A Systematic Review. 

In Sustainability (Vol. 15, Issue 1). https://doi.org/10.3390/su15010099 

Arora, S., Malhotra, L., & Ruhil, M. (2024). ALIGNING STRATEGIC HR MANAGEMENT WITH 

BUSINESS OBJECTIVES: EXAMINING THE EFFECT ON ORGANIZATIONAL 

EFFECTIVENESS AND PERFORMANCE. ShodhKosh: Journal of Visual and Performing Arts, 

5. https://doi.org/10.29121/shodhkosh.v5.i3.2024.1657

Atta, A., & Zaman, N. U. (2024). The Role of Leadership in Diversity, Equity, and Inclusion (DEI) 

in the workplace and its impact on organizational culture: Empirical Evidence from 

Pakistan. REMITTANCES REVIEW, 9, 1170. https://doi.org/10.33282/rr.vx9i2.56 

Baba Rahim, N., Osman, I., & Arumugam, P. (2020). Linking Work-Life Balance and Employee 

Well-Being: Do Supervisor Support and Family Support Moderate the Relationship? 

International Journal of Business and Society, 21, 588–606. 

https://doi.org/10.33736/ijbs.3273.2020 

Bentia, D. C. (2021). Accountability beyond measurement. The role of meetings in shaping 

governance instruments and governance outcomes in food systems through the lens of 

the Donau Soja organisation. Journal of Rural Studies, 88, 50–59. 

https://doi.org/https://doi.org/10.1016/j.jrurstud.2021.09.026 

Braun, C., & Busuioc, M. (2020). Stakeholder engagement as a conduit for regulatory legitimacy? 

Journal of European Public Policy, 27(11), 1599–1611. 

https://doi.org/10.1080/13501763.2020.1817133 

Bučiūnienė, I., & Goštautaitė, B. (n.d.). The Role of Sustainable HRM in Mitigating the Effects of 

the COVID-19 Pandemic on Employee Well-Being in Education. International Journal of 

Public Administration, 1–16. https://doi.org/10.1080/01900692.2025.2451386 

Campos-García, I., Alonso-Muñoz, S., González-Sánchez, R., & Medina-Salgado, M.-S. (2024). 

Human resource management and sustainability: Bridging the 2030 agenda. Corporate 

Social Responsibility and Environmental Management, 31(3), 2033–2053. 

https://doi.org/https://doi.org/10.1002/csr.2680 

Cao, Y., Yan, B., & Teng, Y. (2023). The impact of green human resource management on 

hospitality employees’ quitting intention: A dual perspective study. Journal of Hospitality 

and Tourism Management, 57, 270–283. 

https://doi.org/https://doi.org/10.1016/j.jhtm.2023.10.012 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

79 

Casino-Martínez, A., López-Gracia, J., & Mestre-Barberá, R. (2023). The regulatory environment 

and financial constraints of private firms in the European Union. Global Finance Journal, 

55, 100798. https://doi.org/https://doi.org/10.1016/j.gfj.2022.100798 

Cooke, F. L. (2025.). From Strategic HRM to Sustainable HRM? Exploring a Common Good 

Approach Through a Critical Reflection on Existing Literature. Human Resource 

Management, n/a(n/a). https://doi.org/https://doi.org/10.1002/hrm.22318 

Cooke, F. L., Dickmann, M., & Parry, E. (2023). Building a sustainable ecosystem of human 

resource management research: reflections and suggestions. The International Journal of 

Human Resource Management, 34(3), 459–477. 

https://doi.org/10.1080/09585192.2023.2165011 

Das, S., & Dash, M. (2024). Green Compensation And Reward System: A Novel Approach 

Towards The Growth And Sustainability Of Organisation. Journal Of Advanced Zoology, 45, 

1213:1219. https://doi.org/10.53555/jaz.v45i2.4100 

Ehnert, I., & Harry, W. (2012). Recent Developments and Future Prospects on Sustainable Human 

Resource Management: Introduction to the Special Issue. Management Revue, 23(3), 221–

238. http://www.jstor.org/stable/41783719

Eyo-Udo, N., Odimarha, A., & Kolade, O. (2024). ETHICAL SUPPLY CHAIN MANAGEMENT: 

BALANCING PROFIT, SOCIAL RESPONSIBILITY, AND ENVIRONMENTAL 

STEWARDSHIP. International Journal of Management & Entrepreneurship Research, 6, 1069–

1077. https://doi.org/10.51594/ijmer.v6i4.985 

Faeni, D. P., Oktaviani, R. F., Riyadh, H. A., Faeni, R. P., & Beshr, B. A. H. (2025). Green Human 

Resource Management and Sustainable Practices on Corporate Reputation and Employee 

Well-being: A model for Indonesia’s F&B industry. Environmental Challenges, 18, 101082. 

https://doi.org/https://doi.org/10.1016/j.envc.2025.101082 

Faisal, S. (2023). Green Human Resource Management—A Synthesis. In Sustainability (Vol. 15, 

Issue 3). https://doi.org/10.3390/su15032259 

Fayyaz, A., Liu, C., Xu, Y., & Ramzan, S. (2025). Effects of green human resource management, 

internal environmental management and developmental culture between lean six sigma 

and operational performance. International Journal of Lean Six Sigma, 16(1), 109–140. 

https://doi.org/10.1108/IJLSS-04-2023-0065 

Fazal Uddin, S., & Ahmed, B. (2024). Exploring the importance of employee training and 

development in achieving sustainable development goals. In International Journal of 

Research in Human Resource Management (Vol. 6). 

https://doi.org/10.33545/26633213.2024.v6.i1b.184 

Ferraro, C., Hemsley, A., & Sands, S. (2023). Embracing diversity, equity, and inclusion (DEI): 

Considerations and opportunities for brand managers. Business Horizons, 66(4), 463–479. 

https://doi.org/https://doi.org/10.1016/j.bushor.2022.09.005 

Georgescu, I., Bocean, C. G., Vărzaru, A. A., Rotea, C. C., Mangra, M. G., & Mangra, G. I. (2024). 

Enhancing Organizational Resilience: The Transformative Influence of Strategic Human 

Resource Management Practices and Organizational Culture. In Sustainability (Vol. 16, 

Issue 10). https://doi.org/10.3390/su16104315 

Gričnik, A., Mulej, M., & Zizek, S. (2023). Sustainable Human Resource Management. 

https://doi.org/10.18690/um.epf.3.2023.35 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

80 

Griep, Y., Hansen, S. D., Kraak, J. M., Sherman, U., & Bankins, S. (2025). Sustainable human 

resource management: The good, the bad, and making it work. Organizational Dynamics, 

54(2), 101112. https://doi.org/https://doi.org/10.1016/j.orgdyn.2024.101112 

Gunawan, W., & Mikhail, L. (2025). Strategic and sustainable human resource management: Twin 

weapon for achieving competitive advantage in organization. Priviet Social Sciences 

Journal, 5, 45–58. https://doi.org/10.55942/pssj.v5i6.401 

Hanif, F., & Jumble, E. (2025). Navigating Regulatory Compliance and Risk Management: How ESG 

Metrics and Sustainability Reporting Shape Financial Controllership and Governance. 

Huang, M., Law, K. M. Y., & Ouyang, Z. (2024). Sustainable human resource management 

practices and corporate sustainable supply chain: the moderating role of firm technology 

orientation. Enterprise Information Systems, 18(6), 2351862. 

https://doi.org/10.1080/17517575.2024.2351862 

Igben, H., & Ojoboh, T. (2024). Exploring Regulatory Constraints to the Growth of Small and 

Medium-Scale Enterprises in Delta State. International Journal of Small Business and 

Entrepreneurship Research, 12, 19–31. https://doi.org/10.37745/ijsber.2013/vol12n31931 

Jamil, S., Zaman, S. I., Kayikci, Y., & Khan, S. A. (2023). The Role of Green Recruitment on 

Organizational Sustainability Performance: A Study within the Context of Green Human 

Resource Management. In Sustainability (Vol. 15, Issue 21). 

https://doi.org/10.3390/su152115567 

Järlström,  Maria, Saru,  Essi, & Pekkarinen,  Aino. (2023). Practices of Sustainable Human 

Resource Management in Three Finnish Companies: Comparative Case Study. South Asian 

Journal of Business and Management Cases, 12(1), 31–51. 

https://doi.org/10.1177/22779779231154656 

Jimenez‐Jimenez, D., & Sanz Valle, R. (2011). Innovation, organizational learning, and 

performance. Journal of Business Research, 64, 408–417. 

https://doi.org/10.1016/j.jbusres.2010.09.010 

Kamboj, J., & A, E. (2024). Mapping the green human resource management practices: A 

systematic scoping review and its implications for employees’ well-being. Human Systems 

Management, 43(6), 932–970. https://doi.org/10.3233/HSM-230183 

Khalid Alrashedi, A. (2024). The Key Sustainable Strategies Criteria for Effective Human 

Resource Management Practices. In Sustainability (Vol. 16, Issue 12). 

https://doi.org/10.3390/su16125250 

Khan, M. H., & Noorizwan Muktar, S. (2020). Mediating role of organizational attractiveness on 

the relationship between green recruitment and job pursuit intention among students of 

Universiti Teknologi Malaysia. Cogent Business & Management, 7(1), 1832811. 

https://doi.org/10.1080/23311975.2020.1832811 

Khatun, T. (2024). Ethical Procurement- Ensuring Fair Labor Practices in the Supply Chain. 

Kim, T. T., Kim, W. G., Majeed, S., & Haldorai, K. (2023). Does green human resource 

management lead to a green competitive advantage? A sequential mediation model with 

three mediators. International Journal of Hospitality Management, 111, 103486. 

https://doi.org/https://doi.org/10.1016/j.ijhm.2023.103486 

Kirst, E., & Schroth, T. (2022). A framework to enable sustainability-oriented transition activities 

in HEIs: Learnings from two case studies in Germany and Switzerland. Journal of Cleaner 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

81 

Production, 379, 134605. https://doi.org/https://doi.org/10.1016/j.jclepro.2022.134605 

Kumar, K., & Tarkar, P. (2025). Influence of Sustainable Human Resource Management on 

Sustainability Performance of the Organization: Exploring the Mediating Role of 

Organizational Citizenship Behaviour Towards Sustainability. Journal of the Knowledge 

Economy, 16(2), 8727–8754. https://doi.org/10.1007/s13132-024-02182-7 

Liang, X., Taddei, M., & Xiao, Q. (2024). Sustainable human resource management: the 

perspectives of Italian human resource managers. The International Journal of Human 

Resource Management, 35(11), 2029–2056. https://doi.org/10.1080/09585192.2024.2325548 

Lu, Y., Zhang, M. M., Yang, M. M., & Wang, Y. (2023). Sustainable human resource management 

practices, employee resilience, and employee outcomes: Toward common good values. 

Human Resource Management, 62(3), 331–353. 

https://doi.org/https://doi.org/10.1002/hrm.22153 

Mamun, A. Al, Uddin, M. A., Rana, T., Biswas, S. R., & Dey, M. (2024). Socially responsible human 

resource management for sustainable performance in a moderated mediation mechanism. 

Sustainable Futures, 8, 100362. https://doi.org/https://doi.org/10.1016/j.sftr.2024.100362 

Martini, M., Riva, E., & Marafioti, E. (2023). Sustainable HRM, training for employability and 

organizational outcomes: the moderating role of competitive intensity. Employee Relations: 

The International Journal, 45(7), 79–102. https://doi.org/10.1108/ER-02-2022-0072 

mohd yusoff, Y., & Nejati, M. (2017). A Conceptual Model of Green HRM Adoption Towards 

Sustainability in Hospitality Industry. https://doi.org/10.4018/978-1-5225-2912-5.ch013 

Naderi, N., Monavvarifard, F., & Salehi, L. (2022). Fostering sustainability-oriented knowledge-

sharing in academic environment: A key strategic process to achieving SDGs through 

development of students’ sustainable entrepreneurship competences. The International 

Journal of Management Education, 20(1), 100603. 

https://doi.org/https://doi.org/10.1016/j.ijme.2022.100603 

Opel, M. I., Yusliza, M. Y., & Fawehinmi, O. (2023). Green HRM and hospitality industry: 

challenges and barriers in adopting environmentally friendly practices. Journal of 

Hospitality and Tourism Insights, 7. https://doi.org/10.1108/JHTI-08-2022-0389 

Papademetriou, C., Anastasiadou, S., Belias, D., & Ragazou, K. (2025). Integrating Sustainability 

into Human Resource Management: Building a Greener Workforce for the Future. In 

Sustainability (Vol. 17, Issue 3). https://doi.org/10.3390/su17031113 

Pham, D. D. T., & Paillé, P. (2020). Green recruitment and selection: an insight into green patterns. 

International Journal of Manpower, 41(3), 258–272. https://doi.org/10.1108/IJM-05-2018-0155 

Piwowar-Sulej,  Katarzyna, & Iqbal,  Qaisar. (2025). Sustainable Human Resource Training: A 

study of Scale Development and Validation. German Journal of Human Resource 

Management, 23970022241310836. https://doi.org/10.1177/23970022241310836 

Presbitero, A., Fujimoto, Y., & Lim, W. M. (2025). Employee engagement and retention in 

multicultural work groups: The interplay of employee and supervisory cultural 

intelligence. Journal of Business Research, 186, 115012. 

https://doi.org/https://doi.org/10.1016/j.jbusres.2024.115012 

Purgał-Popiela, J. (2025). Sustainability in human resource management practices used by small 

and medium-sized enterprises: a systematic review. Central European Management Journal, 

33(1), 87–106. https://doi.org/10.1108/CEMJ-03-2024-0097 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

82 

Ramgolam, G., Ramphul, N., & Chittoo, H. (2024). Sustainable Human Resource Management—

A Systematic Literature Review and Directions for Future Research. Journal of the 

Knowledge Economy. https://doi.org/10.1007/s13132-024-02273-5 

Ren, S., Cooke, F. L., Stahl, G. K., Fan, D., & Timming, A. R. (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/https://doi.org/10.1002/hrm.22169 

Rosa, J. (2025). The Critical Importance of Diversity, Equity, and Inclusion (DEI) and the Detrimental 

Impact of Anti-DEI Policies. 

Saha, S., Das, R., Lim, W. M., Kumar, S., Malik, A., & Chillakuri, B. (2023). Emotional intelligence 

and leadership: insights for leading by feeling in the future of work. International Journal 

of Manpower, 44(4), 671–701. https://doi.org/10.1108/IJM-12-2021-0690 

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/IJM-02-

2021-0085 

Solomon, K., & Sandhya, S. (2010). Employee Engagement: The Key to Improving Performance. 

International Journal of Business and Management, 5, 89. 

https://doi.org/10.5539/ijbm.v5n12p89 

Suleman, A.-R., Nejati, M., Shafaei, A., & Redmond, J. (2025). Green human resource management 

practices in the hospitality and tourism industry: An integrative multilevel systematic 

review. Journal of Hospitality and Tourism Management, 62, 46–56. 

https://doi.org/https://doi.org/10.1016/j.jhtm.2024.12.009 

Sulemana, I., Cheng, L., Agyemang, A. O., Osei, A., & Nagriwum, T. M. (2025). Stakeholders and 

sustainability disclosure: Evidence from an emerging market. Sustainable Futures, 9, 

100445. https://doi.org/https://doi.org/10.1016/j.sftr.2025.100445 

Sulistiawan, J., Herachwati, N., & Khansa, E. J. R. (2024). Barriers in adopting green human 

resource management under uncertainty: the case of Indonesia banking industry. Journal 

of Work-Applied Management, ahead-of-p(ahead-of-print). https://doi.org/10.1108/JWAM-06-

2024-0064 

Tadesse Bogale, A., & and Debela, K. L. (2024). Organizational culture: a systematic review. 

Cogent Business & Management, 11(1), 2340129. 

https://doi.org/10.1080/23311975.2024.2340129 



Raut and Kharde, 2026 Sohar University Journal of Sustainable Business 

83 

*CORRESPONDING AUTHOR

Reena Nitin Raut can be contacted at: drreenaraut@gmail.com

CITATION 

Raut, R., N., and Kharde, Y.  (2025). Integrating Sustainability into Human Resource 

Management: Practices, Challenges, and Strategic Implications. Sohar University Journal of 

Sustainable Business, 2(1). 57-83. 

Note: The views and findings presented in this article are solely those of the authors. Sohar university and 

editorial team bear no responsibility for the content, accuracy, or any consequences arising from 

the use of this publication. 

mailto:drreenaraut@gmail.com

	SUJSB, Volume2 Issue1.pdf
	JSB - 2025 Cover Page samples 

	Editor-in-Chief Speech V2 Issue 1
	SUJSB, Volume2 Issue1
	SUJSB.pdf
	INSTITUTIONAL FACTORS AND STUDENT RETENTION: THE MEDIATING ROLE OF STUDENT SATISFACTION IN PRIVATE UNIVERSITIES IN OMAN
	Abstract

	1. Introduction
	2. Literature Review
	2.1 Theoretical Background
	2.2 Higher Education in Oman
	Institutional Factors (IF) are vital components that influence how well a university performs and competes with other higher education institutions (HEIs). As HEIs continue to put an emphasis on evaluating and enhancing the quality of services offered...
	Academic staff are among the most important elements of an institution's level of quality. They play an important role in both teaching and research as well as enhancing the growth of students and society as a whole. Academic staff bring with them the...
	University facilities are the second main aspect of the higher education environment and include all buildings, animal buildings, other campus facilities, including all buildings, classrooms, libraries, laboratories, equipment, internet connections, e...
	The degree programs within the higher education institution have a direct impact on the degree of satisfaction students feel as well as the overall effectiveness of the institution. The relationship between these degree programs and student employment...
	Similarly, administrative employees at higher education institutions are an integral part of the institution and hold a significant role in the degree of satisfaction and overall student experience. The attributes of administrative staff—e.g., coopera...
	Universities are significantly affected by where they are located. The geographical area in which a university is located can have an impact on overall student satisfaction as well as retention rates. A high-traffic area, public transportation options...
	Student satisfaction is a key indicator for assessing institutional performance and educational quality. Student satisfaction reflects what a student's actual experience is versus what they anticipated the experience would be, and how that anticipated...
	Student satisfaction varies according to individual expectations and institutional performance. When services fall below expectations, students experience dissatisfaction, frustration, and a loss of trust, potentially prompting them to leave the insti...
	Student retention, which is defined as a student's continued attendance at a college from their initial enrollment until graduation, has become one of the most important measures of how successful an institution has been to date (Bean, 1980,1982; Tint...
	2.4 Hypotheses

	3. Methodology
	4. Results
	4.1  Hypothesis Analysis
	4.2 Linear Regression Analysis
	4.3Mediation / Moderation Analysis

	ADP99BC.tmp
	INTEGRATING THE BALANCED SCORECARD IN THE ARTIFICIAL INTELLIGENCE ERA: BENEFITS AND BARRIERS IN OMANI INDUSTRIAL ORGANIZATIONS 



	SUJSB, Volume2 Issue1
	SUJSB.pdf
	5. Discussion
	For future research, scholars should totally think about extending this study to every university. If you're looking for colleges in Oman that give you better, all-around results." Future studies could investigate more “Things like accreditation, how ...
	REFERENCES
	*CORRESPONDING AUTHOR
	CITATION
	Manuscript 2.pdf
	*CORRESPONDING AUTHOR
	CITATION

	Manuscript 3.pdf
	FORECASTING GULF EXCHANGE RATES WITH ARTIFICIAL INTELLIGENCE: A COMPARATIVE STUDY OF TREE-BASED MODELS FOR OMR, SAR, AED, KWD, QAR, AND BHD
	Islam AlKasasbeha, Sama Al-Momanib
	aAmman University College for Financial and Administrative Sciences, Al-Balqa Applied University, Amman, Jordan
	bFaculty of Information Technology, Jadara University, Jordan
	Irbid, Jordan
	ABSTRACT
	INTRODUCTION
	Literature Review
	The role of forecasting the ER across the world has been an important task to the investors, the policy makers, and international business because of the effects of currency movement on trade, capital flows and economies. Conventional statistical tool...
	Irrespective of these developments, ER remains a difficult concept to predict due to a regime shift, macroeconomic surprises, and high-frequency volatility. It has also been found to increase the accuracy and strength of modeling by introducing global...
	Pegged or fixed-rate regimes have the impact of shaping ER forecasting in the GCC region. Although these systems help to curb volatility and increase external stability, they constrain the flexibility of monetary policies and open economies to global ...
	Due to the stability of the pegged currencies in the Gulf, the forecast of the models is usually concentrated on the long run equilibrium and the macroeconomic effects than the short-term volatility. Although literature on ER forecasting has developed...
	The Rise of Tree-Based Models in Finance


	ML in Pegged and Managed Regimes
	There is still a sizable gap in the use of advanced ML schemes on pegged or managed currency regimes. Although the literature on ER forecasting is quite rich in the free-floating or highly volatile emerging market currencies, there is little research ...
	This institutional fact poses special problems to ML forecasting. The majority of ML algorithms are based on the availability of past variance, correlations and non-linear relationships to identify predictive indicators. In a pegged or closely control...
	Nevertheless, the opportunities offered by the implementation of ML to regimes that are pegged and managed are significant regardless of these challenges. MLs, in particular, ensemble models, tree-based models, and neural networks, could identify subt...
	Data and Institutional Background
	GCC ER Regimes

	The research has used a quantitative methodology that aims at evaluating rigorously the forecasting performance of tree-based ML models, compared to a naive benchmark of Gulf Cooperation Council (GCC) ER. The empirical framework is assessed to that hi...
	Forecasting Models
	We implemented and compared three distinct forecasting approaches. The first, the persistence model, serves as the fundamental benchmark for our analysis and is mathematically defined as ŷₜ = yₜ₋₁, where ŷₜ represents the forecast for time t and yₜ₋₁ ...
	Feature Engineering
	To facilitate the ML models’ ability to identify potential patterns, we engineered a comprehensive set of features from the historical ER series, with the target variable defined as the one-day-ahead ER level, yₜ. The feature set comprises lagged valu...
	Model Training and Evaluation Framework
	A thorough and careful procedure is used for model training and evaluation to ensure the validity of out-of-sample results. This process includes hyperparameter tuning, where key parameters for both Random Forest and XGBoost are optimized using a 5-fo...
	Results and Discussion
	Through the conducting of the reproducible analytical framework, certain results were obtained. The discussion will follow three distinct sections based upon the original Research Questions and allow for discussion of the ML Models and their performan...
	Predictive Performance
	Discussion of Economic Significance

	Conclusion

	REFERENCES
	*CORRESPONDING AUTHOR
	CITATION
	Sama Al-Momani, S., Al-Mamari, S., Al-Dhahouri, S., Al-Mamari, A. (2026). Forecasting Gulf Exchange Rates with Artificial Intelligence: A Comparative Study of Tree-Based Models For OMR, SAR, AED, KWD, QAR, And BHD. Sohar University Journal of Sustaina...



	SUJSB, Volume2 Issue1
	SUJSB.pdf
	Manuscript 4.pdf
	*CORRESPONDING AUTHOR
	CITATION

	Manuscript-5.pdf
	INTEGRATING THE BALANCED SCORECARD IN THE ARTIFICIAL INTELLIGENCE ERA: BENEFITS AND BARRIERS IN OMANI INDUSTRIAL ORGANIZATIONS
	ABSTRACT
	Keywords: Balanced Scorecard, Artificial Intelligence, Oman, Performance Management, Strategic Management, Vision 2040, Organizational Transformation
	INTRODUCTION
	Literature Review
	Diffusion of Innovation Theory
	Balanced Scorecard
	Financial Perspective
	Customer Perspective
	Internal Business Process Perspective
	Learning and Growth Perspective

	Integration of the Balanced Scorecard with AI

	Methodology
	Results
	Discussion
	The findings of this study are largely consistent with prior research, particularly regarding the critical role of technological readiness and human capacity in enabling successful Balanced Scorecard (BSC) implementation within AI-driven environments....
	In the context of Oman’s industrial sector, which is increasingly oriented toward automation, digital transformation, and sustainability, the study’s findings align with Fraihat et al. (2024), who argue that AI adoption enhances performance management...
	Moreover, the observed benefits of BSC implementation—such as improved internal communication, alignment between departmental objectives and corporate strategy, and enhanced coordination across organizational functions—are consistent with the foundati...
	However, the challenges identified in this study also reflect concerns raised in existing literature. Technological barriers, particularly data integration and quality issues, continue to limit the effectiveness of AI-driven analytics, as noted by Rab...
	Finally, the study’s observation that the BSC’s influence on external communication and decision support remains uneven is consistent with the internal strategic focus of the BSC, particularly in industrial organizations where performance data confide...
	Conclusion
	This study examined the integration of the Balanced Scorecard (BSC) in the Artificial Intelligence (AI) era within an Omani industrial organization, focusing on the benefits achieved and the barriers encountered during implementation. Guided by this o...
	The findings indicate that integrating AI with the BSC delivers substantial strategic and operational value. Specifically, AI-enabled systems enhance real-time performance monitoring, predictive analytics, and internal communication, thereby strengthe...
	At the same time, several barriers were identified that restrict the full potential of BSC integration in the AI era. Technological challenges—particularly data integration and system interoperability—emerged as the most significant obstacles. In addi...
	Despite its contributions, this study has certain limitations. First, the empirical evidence is based on a small sample of managers within a single industrial organization, which limits the generalizability of the findings. Second, the qualitative and...
	In conclusion, this study contributes to the growing body of knowledge on digital performance management by demonstrating that the integration of AI and the BSC represents both a technological and strategic transformation for Omani industrial organiza...
	REFERENCES

	*CORRESPONDING AUTHOR
	CITATION
	Al-Abri, F., A., AL-Mammari, F., Al-Jarallah, D., Al-Maqbali, B. (2026). Integrating the Balanced Scorecard in the Artificial Intelligence Era: Benefits and Barriers in Omani Industrial Organizations. Sohar University Journal of Sustainable Business, ...

	Manuscript 6.pdf
	INTRODUCTION
	RESEARCH OBJECTIVES AND SCOPE
	LITERATURE REVIEW
	Learning Management Systems in Higher Education
	Moodle and Student-Centered Learning
	The pedagogical affordances of Moodle align with contemporary models of student-centered learning. Through self-paced access to course materials, personalized feedback, and interactive peer collaboration, Moodle fosters autonomous and reflective learn...
	Moodle's adaptability is particularly advantageous in diverse educational settings. Educators can customize their courses with collaborative tools (e.g., wikis, chatrooms), assessment instruments (e.g., quizzes, rubrics), and communication channels (e...
	In Oman and other developing countries, Moodle is increasingly being adopted as the primary LMS in public and private universities. Its localized customization options and support for multilingual interfaces make it a practical solution for higher edu...
	UTAUT Framework in Technology Adoption Research

	The Unified Theory of Acceptance and Use of Technology (UTAUT), developed by Venkatesh et al. (2003), is a dominant theoretical model used to examine technology adoption behavior. Synthesizing constructs from eight earlier models,including the Technol...
	 Performance Expectancy (PE): The perceived benefit of using the system to achieve academic or task-related outcomes.
	 Effort Expectancy (EE): The perceived ease of use and learning curve associated with the system.
	 Social Influence (SI): The degree to which students perceive that influential others believe they should use the system.
	 Facilitating Conditions (FC): The perceived availability of institutional support and technological infrastructure.
	These constructs collectively explain up to 70% of the variance in behavioral intention and actual system use (Venkatesh et al., 2003). UTAUT has been widely applied in educational contexts, including studies on mobile learning, online assessments, an...
	Methodology
	Research Design
	Sampling and Data Collection
	Instrumentation
	Data Analysis

	Data were analysed using descriptive statistics in SPSS. The analysis focused on summarising respondents' demographic profiles and capturing overall patterns of Moodle usage and students' perceptions of the UTAUT constructs. Specifically, frequencies ...
	Findings and Discussion
	Reliability and Demographics
	Descriptive Analysis of UTAUT Constructs
	Summary of Key Findings
	Reliability and Demographics (1)
	Descriptive Analysis of UTAUT Constructs (1)
	Utilisation of Moodle Features
	Factors Contributing to Moodle Utilisation

	Implications and Conclusion
	REFERENCES
	CITATION


	JSB Back Page 

	ADPA21.tmp
	INSTITUTIONAL FACTORS AND STUDENT RETENTION: THE MEDIATING ROLE OF STUDENT SATISFACTION IN PRIVATE UNIVERSITIES IN OMAN
	Abstract

	1. Introduction
	2. Literature Review
	2.1 Theoretical Background
	2.2 Higher Education in Oman
	Institutional Factors (IF) are vital components that influence how well a university performs and competes with other higher education institutions (HEIs). As HEIs continue to put an emphasis on evaluating and enhancing the quality of services offered...
	Academic staff are among the most important elements of an institution's level of quality. They play an important role in both teaching and research as well as enhancing the growth of students and society as a whole. Academic staff bring with them the...
	University facilities are the second main aspect of the higher education environment and include all buildings, animal buildings, other campus facilities, including all buildings, classrooms, libraries, laboratories, equipment, internet connections, e...
	The degree programs within the higher education institution have a direct impact on the degree of satisfaction students feel as well as the overall effectiveness of the institution. The relationship between these degree programs and student employment...
	Similarly, administrative employees at higher education institutions are an integral part of the institution and hold a significant role in the degree of satisfaction and overall student experience. The attributes of administrative staff—e.g., coopera...
	Universities are significantly affected by where they are located. The geographical area in which a university is located can have an impact on overall student satisfaction as well as retention rates. A high-traffic area, public transportation options...
	Student satisfaction is a key indicator for assessing institutional performance and educational quality. Student satisfaction reflects what a student's actual experience is versus what they anticipated the experience would be, and how that anticipated...
	Student satisfaction varies according to individual expectations and institutional performance. When services fall below expectations, students experience dissatisfaction, frustration, and a loss of trust, potentially prompting them to leave the insti...
	Student retention, which is defined as a student's continued attendance at a college from their initial enrollment until graduation, has become one of the most important measures of how successful an institution has been to date (Bean, 1980,1982; Tint...
	2.4 Hypotheses

	3. Methodology
	4. Results
	4.1  Hypothesis Analysis
	4.2 Linear Regression Analysis
	4.3Mediation / Moderation Analysis

	5. Discussion
	For future research, scholars should totally think about extending this study to every university. If you're looking for colleges in Oman that give you better, all-around results." Future studies could investigate more “Things like accreditation, how ...
	REFERENCES
	*CORRESPONDING AUTHOR
	CITATION

	ADP5019.tmp
	INSTITUTIONAL FACTORS AND STUDENT RETENTION: THE MEDIATING ROLE OF STUDENT SATISFACTION IN PRIVATE UNIVERSITIES IN OMAN
	Abstract

	1. Introduction
	2. Literature Review
	2.1 Theoretical Background
	2.2 Higher Education in Oman
	Institutional Factors (IF) are vital components that influence how well a university performs and competes with other higher education institutions (HEIs). As HEIs continue to put an emphasis on evaluating and enhancing the quality of services offered...
	Academic staff are among the most important elements of an institution's level of quality. They play an important role in both teaching and research as well as enhancing the growth of students and society as a whole. Academic staff bring with them the...
	University facilities are the second main aspect of the higher education environment and include all buildings, animal buildings, other campus facilities, including all buildings, classrooms, libraries, laboratories, equipment, internet connections, e...
	The degree programs within the higher education institution have a direct impact on the degree of satisfaction students feel as well as the overall effectiveness of the institution. The relationship between these degree programs and student employment...
	Similarly, administrative employees at higher education institutions are an integral part of the institution and hold a significant role in the degree of satisfaction and overall student experience. The attributes of administrative staff—e.g., coopera...
	Universities are significantly affected by where they are located. The geographical area in which a university is located can have an impact on overall student satisfaction as well as retention rates. A high-traffic area, public transportation options...
	Student satisfaction is a key indicator for assessing institutional performance and educational quality. Student satisfaction reflects what a student's actual experience is versus what they anticipated the experience would be, and how that anticipated...
	Student satisfaction varies according to individual expectations and institutional performance. When services fall below expectations, students experience dissatisfaction, frustration, and a loss of trust, potentially prompting them to leave the insti...
	Student retention, which is defined as a student's continued attendance at a college from their initial enrollment until graduation, has become one of the most important measures of how successful an institution has been to date (Bean, 1980,1982; Tint...
	2.4 Hypotheses

	3. Methodology
	4. Results
	4.1  Hypothesis Analysis
	4.2 Linear Regression Analysis
	4.3Mediation / Moderation Analysis

	5. Discussion
	For future research, scholars should totally think about extending this study to every university. If you're looking for colleges in Oman that give you better, all-around results." Future studies could investigate more “Things like accreditation, how ...
	REFERENCES
	*CORRESPONDING AUTHOR
	CITATION

	ADP3B65.tmp
	*CORRESPONDING AUTHOR
	CITATION

	ADP4AD4.tmp
	FORECASTING GULF EXCHANGE RATES WITH ARTIFICIAL INTELLIGENCE: A COMPARATIVE STUDY OF TREE-BASED MODELS FOR OMR, SAR, AED, KWD, QAR, AND BHD
	Islam AlKasasbehPa, PSama Al-MomaniPb
	PaPAmman University College for Financial and Administrative Sciences, Al-Balqa Applied University, Amman, Jordan
	PbPFaculty of Information Technology, Jadara University, Jordan
	Irbid, Jordan
	ABSTRACT
	INTRODUCTION
	Literature Review
	The role of forecasting the ER across the world has been an important task to the investors, the policy makers, and international business because of the effects of currency movement on trade, capital flows and economies. Conventional statistical tool...
	Irrespective of these developments, ER remains a difficult concept to predict due to a regime shift, macroeconomic surprises, and high-frequency volatility. It has also been found to increase the accuracy and strength of modeling by introducing global...
	Pegged or fixed-rate regimes have the impact of shaping ER forecasting in the GCC region. Although these systems help to curb volatility and increase external stability, they constrain the flexibility of monetary policies and open economies to global ...
	Due to the stability of the pegged currencies in the Gulf, the forecast of the models is usually concentrated on the long run equilibrium and the macroeconomic effects than the short-term volatility. Although literature on ER forecasting has developed...
	The Rise of Tree-Based Models in Finance


	ML in Pegged and Managed Regimes
	There is still a sizable gap in the use of advanced ML schemes on pegged or managed currency regimes. Although the literature on ER forecasting is quite rich in the free-floating or highly volatile emerging market currencies, there is little research ...
	This institutional fact poses special problems to ML forecasting. The majority of ML algorithms are based on the availability of past variance, correlations and non-linear relationships to identify predictive indicators. In a pegged or closely control...
	Nevertheless, the opportunities offered by the implementation of ML to regimes that are pegged and managed are significant regardless of these challenges. MLs, in particular, ensemble models, tree-based models, and neural networks, could identify subt...
	Data and Institutional Background
	GCC ER Regimes

	The research has used a quantitative methodology that aims at evaluating rigorously the forecasting performance of tree-based ML models, compared to a naive benchmark of Gulf Cooperation Council (GCC) ER. The empirical framework is assessed to that hi...
	Forecasting Models
	We implemented and compared three distinct forecasting approaches. The first, the persistence model, serves as the fundamental benchmark for our analysis and is mathematically defined as ŷₜ = yₜ₋₁, where ŷₜ represents the forecast for time t and yₜ₋₁ ...
	Feature Engineering
	To facilitate the ML models’ ability to identify potential patterns, we engineered a comprehensive set of features from the historical ER series, with the target variable defined as the one-day-ahead ER level, yₜ. The feature set comprises lagged valu...
	Model Training and Evaluation Framework
	A thorough and careful procedure is used for model training and evaluation to ensure the validity of out-of-sample results. This process includes hyperparameter tuning, where key parameters for both Random Forest and XGBoost are optimized using a 5-fo...
	Results and Discussion
	Through the conducting of the reproducible analytical framework, certain results were obtained. The discussion will follow three distinct sections based upon the original Research Questions and allow for discussion of the ML Models and their performan...
	Predictive Performance
	Discussion of Economic Significance

	Conclusion

	REFERENCES
	*CORRESPONDING AUTHOR
	CITATION
	Sama Al-Momani, S., Al-Mamari, S., Al-Dhahouri, S., Al-Mamari, A. (2026). Forecasting Gulf Exchange Rates with Artificial Intelligence: A Comparative Study of Tree-Based Models For OMR, SAR, AED, KWD, QAR, And BHD. Sohar University Journal of Sustaina...

	ADP86B1.tmp
	*CORRESPONDING AUTHOR
	CITATION

	ADP95C2.tmp
	INTEGRATING THE BALANCED SCORECARD IN THE ARTIFICIAL INTELLIGENCE ERA: BENEFITS AND BARRIERS IN OMANI INDUSTRIAL ORGANIZATIONS
	ABSTRACT
	Keywords: Balanced Scorecard, Artificial Intelligence, Oman, Performance Management, Strategic Management, Vision 2040, Organizational Transformation
	INTRODUCTION
	Literature Review
	Diffusion of Innovation Theory
	Balanced Scorecard
	Financial Perspective
	Customer Perspective
	Internal Business Process Perspective
	Learning and Growth Perspective

	Integration of the Balanced Scorecard with AI

	Methodology
	Results
	Discussion
	The findings of this study are largely consistent with prior research, particularly regarding the critical role of technological readiness and human capacity in enabling successful Balanced Scorecard (BSC) implementation within AI-driven environments....
	In the context of Oman’s industrial sector, which is increasingly oriented toward automation, digital transformation, and sustainability, the study’s findings align with Fraihat et al. (2024), who argue that AI adoption enhances performance management...
	Moreover, the observed benefits of BSC implementation—such as improved internal communication, alignment between departmental objectives and corporate strategy, and enhanced coordination across organizational functions—are consistent with the foundati...
	However, the challenges identified in this study also reflect concerns raised in existing literature. Technological barriers, particularly data integration and quality issues, continue to limit the effectiveness of AI-driven analytics, as noted by Rab...
	Finally, the study’s observation that the BSC’s influence on external communication and decision support remains uneven is consistent with the internal strategic focus of the BSC, particularly in industrial organizations where performance data confide...
	Conclusion
	This study examined the integration of the Balanced Scorecard (BSC) in the Artificial Intelligence (AI) era within an Omani industrial organization, focusing on the benefits achieved and the barriers encountered during implementation. Guided by this o...
	The findings indicate that integrating AI with the BSC delivers substantial strategic and operational value. Specifically, AI-enabled systems enhance real-time performance monitoring, predictive analytics, and internal communication, thereby strengthe...
	At the same time, several barriers were identified that restrict the full potential of BSC integration in the AI era. Technological challenges—particularly data integration and system interoperability—emerged as the most significant obstacles. In addi...
	Despite its contributions, this study has certain limitations. First, the empirical evidence is based on a small sample of managers within a single industrial organization, which limits the generalizability of the findings. Second, the qualitative and...
	In conclusion, this study contributes to the growing body of knowledge on digital performance management by demonstrating that the integration of AI and the BSC represents both a technological and strategic transformation for Omani industrial organiza...
	REFERENCES

	*CORRESPONDING AUTHOR
	CITATION
	Al-Abri, F., A., AL-Mammari, F., Al-Jarallah, D., Al-Maqbali, B. (2026). Integrating the Balanced Scorecard in the Artificial Intelligence Era: Benefits and Barriers in Omani Industrial Organizations. Sohar University Journal of Sustainable Business, ...

	ADP819B.tmp
	INTRODUCTION
	RESEARCH OBJECTIVES AND SCOPE
	LITERATURE REVIEW
	Learning Management Systems in Higher Education
	Moodle and Student-Centered Learning
	The pedagogical affordances of Moodle align with contemporary models of student-centered learning. Through self-paced access to course materials, personalized feedback, and interactive peer collaboration, Moodle fosters autonomous and reflective learn...
	Moodle's adaptability is particularly advantageous in diverse educational settings. Educators can customize their courses with collaborative tools (e.g., wikis, chatrooms), assessment instruments (e.g., quizzes, rubrics), and communication channels (e...
	In Oman and other developing countries, Moodle is increasingly being adopted as the primary LMS in public and private universities. Its localized customization options and support for multilingual interfaces make it a practical solution for higher edu...
	UTAUT Framework in Technology Adoption Research

	The Unified Theory of Acceptance and Use of Technology (UTAUT), developed by Venkatesh et al. (2003), is a dominant theoretical model used to examine technology adoption behavior. Synthesizing constructs from eight earlier models,including the Technol...
	 Performance Expectancy (PE): The perceived benefit of using the system to achieve academic or task-related outcomes.
	 Effort Expectancy (EE): The perceived ease of use and learning curve associated with the system.
	 Social Influence (SI): The degree to which students perceive that influential others believe they should use the system.
	 Facilitating Conditions (FC): The perceived availability of institutional support and technological infrastructure.
	These constructs collectively explain up to 70% of the variance in behavioral intention and actual system use (Venkatesh et al., 2003). UTAUT has been widely applied in educational contexts, including studies on mobile learning, online assessments, an...
	Methodology
	Research Design
	Sampling and Data Collection
	Instrumentation
	Data Analysis

	Data were analysed using descriptive statistics in SPSS. The analysis focused on summarising respondents' demographic profiles and capturing overall patterns of Moodle usage and students' perceptions of the UTAUT constructs. Specifically, frequencies ...
	Findings and Discussion
	Reliability and Demographics
	Descriptive Analysis of UTAUT Constructs
	Summary of Key Findings
	Reliability and Demographics
	Descriptive Analysis of UTAUT Constructs
	Utilisation of Moodle Features
	Factors Contributing to Moodle Utilisation

	Implications and Conclusion
	REFERENCES
	CITATION




