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Abstract: The objective of this study was to analyse the evolutionary field of sustainable
human resource management (S-(HRM)) over four strategically chosen sub-periods in order
to understand its behaviour in the period from 1991 to 2024. We started by conducting a
comprehensive review of research articles related to our topic, aiming to produce a scientific,
accurate, and well-argued result through quantitative and empirical research, incorporating
both factorial and exploratory analyses. We began by carrying out an exhaustive review of
different research articles related to our topic in order to generate a scientific, truthful and
argumentative result, from quantitative and empirical research, in relation to a factorial
and exploratory analysis. Regarding the analysis of the period between the years chosen
for this research (1991-2024), we observe that the subject analysed has gradually evolved,
with an increase in publications, as evidenced in the different graphs. In turn, the analysis
of the most prominent themes for the sub-periods is illustrated by their classification in
strategic diagrams and structured spheres quantified in the statistical software SciMAT
v1.1.06, through keywords, which is the strategy best adapted to this type of research. The
analysis (keywords) configures the most important concepts of the research field.

Keywords: sustainable-HRM; sustainable development objectives; bibliometric analysis;
evolutionary field; scientific mapping; longitudinal study; S-(HRM)

1. Introduction

Despite the growing importance of sustainability in the field of human resource
management, the theoretical confusion is evident. This paper provides a systematic review
of the evolution and trends found in the field of sustainable human resource management,
S-(HRM). Using the statistical software SciMAT v1.1.06 we conducted a conceptual scientific
mapping analysis, based on bibliographic networks of shared words for the 1991-2024
period, which yielded 3862 documents from the Web of Science. The results clearly identify
five periods, with the most developed and relevant themes around which this field of
research revolves being corporate social responsibility, socially responsible management of
human resources, sustainable development goals, and sustainable management of human
resources. In turn, our research highlights the role of the theme of innovation as a strategic
axis for corporate sustainability processes.
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In recent years, the processes of global industrialisation, population growth,
consumption and use of non-renewable resources and environmental degradation
have been instrumental in increasing environmental awareness. These have led to the
incorporation of the concept of corporate social responsibility (CSR) and the integration of
the triple bottom line approach, making organisations increasingly sustainable (Westerman
et al., 2020; Anuardo et al., 2022; El Baroudi et al., 2023).

Sagebien and Whellams (2010) argue that the concept of CSR has progressively
evolved in line with the conditions of the environment, while Delgado Gonzalez and
Ena Ventura (2012) understand internal social responsibility as the element of corporate
social responsibility that manages a company’s human resources in a social, sustainable,
ethical, humanistic, and supportive manner. In this context, Guzman Gonzalez (2016),
Santa Fajardo et al. (2021), and Reyes et al. (2023) find that the integration of the Sustainable
Development Goals (SDGs) into human resource management directly links the human and
social aspects of organisations in terms of CSR actions and sustainable business practices.
Subsequently, the term ‘sustainability’ started to gain popularity when the United Nations
Brundtland Commission initiated a debate on the issue, taking a broad, long-term and
multi-stakeholder view of sustainable development. Furthermore, three fundamental
pillars for the achievement of sustainable development have been recognised, namely,
the economic, social and environmental dimensions (Brundtland, 1987), with it being
understood that sustainability must be simultaneously considered in terms of these three
pillars (Camuffo et al., 2017).

Accordingly, both large corporations and smaller companies have begun to view
sustainability as an answer to all the above issues, incorporating this major challenge into
their organisational agenda by including economic, social and environmental objectives in
their strategic formulation (Wagner, 2018).

However, this awareness, which urges the business world to be proactive, also presents
new challenges. Thus, many managers, especially in developed countries, are already
implementing sustainable human resource management to achieve their organisational
goals (Sulphey & Safeer, 2017; Faisal, 2023b), with the evolution of business concepts having
an impact on HRM. Consequently, both academics and HR practitioners need to be aware
of developments and how these concepts are evolving.

Although the term sustainable human resource management S-(HRM) emerged just
over twenty years ago, by the 2010s (Kramar, 2022), this approach had already started to
attract a great deal of interest from both managers and researchers (Aust et al., 2020). HRM
is now immersed in a period of transition towards this new paradigm in response to the
changing global and business environment (Cosenza et al., 2024), with the aim being to
adapt to the new dynamic and modern business environment, where only organisations that
inspire their employees and foster an excellent workplace culture will remain competitive
(Faisal, 2023b).

The incorporation of the sustainable approach into human resource management
started around the year 2000. Researchers (Gollan, 2000; Zaugg et al., 2001; Wilkinson et al.,
2001; Wagner, 2018) have highlighted the importance of sustainability in human resource
management, drawing on previous studies related to environmental management, human
resource management and organisational sustainability (Stahl et al., 2020; Faisal, 2023b).
The discussion has focused on three types of sustainable HRM, namely ‘green HRM’,
‘socially responsible HRM’ and ‘triple bottom line HRM’, which can meet an organisation’s
sustainability agenda. In addition to these three types, Aust et al. (2020) added a fourth
area called ‘human resource management for the common good’, explaining how it might
help organisations achieve sustainability goals.
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Nonetheless, despite the great importance and proliferation of this topic, the
widespread controversy and substantial fragmentation in this field of study (Santana
& Lopez-Cabrales, 2019) reveal a significant research gap and, thus, the need to delve
further into the field of S-(HRM) and avoid confusion with other topics (Kailay & Paposa,
2024). The need for more rigorous research on the topic to better understand this new field
of research has been highlighted by numerous authors (Randev & Jha, 2019; Anlesinya &
Susomrith, 2020; Cosenza et al., 2024).

Although great efforts have been made in recent years to define and specify the
particular features and tools included in S-(HRM), with numerous works having conducted
both empirical studies (i.e., Chams & Garcia-Blandén, 2019; Kramar, 2022) and literature
reviews (Kramar, 2022; Faisal, 2023a; Rubio-Leal et al., 2024), we found only two articles
on the evolution of the term S-(HRM). The first, produced by Santana and Lopez-Cabrales
(2019), analysed the period between 1997 and 2018, while the second, by Rubio-Leal et al.
(2024), focused solely on Latin America.

The literature on S-HRM is fragmentary and fragmented. The concept has been used
in numerous ways and academic works differ not only in their context, but also in the
emphasis they give to different organisational outcomes (Cosenza et al., 2024). This has
led to multiple definitions of the particular concept being considered, without actually
determining the ‘how’ of S-(HRM). Some studies refer only to the term ‘S-HRM’ as “socially
responsible HRM’ (Cosenza et al., 2024), with the how” of S-(HRM) being addressed in
the application to corporate social responsibility practices or green practices, which have a
significant impact on an organisation’s philanthropic efforts. Hence, S-(HRM) should be
profiled as a field of study that provides organisations with guidance on how to invest their
available resources as opposed to socially responsible (philanthropic) actions that focus on
determining what to do with an organisation’s ‘leftover resources’.

Therefore, it is necessary for business and academia to be clear about the meaning
of each of these terms and how they should be correctly applied for the formulation of
sustainable plans and policies (see Table 8).

This research article aims to fill this gap in the literature, seeking to understand the
evolution of this concept primarily over the last few years, during which the largest number
of works have been published. Over the last four years, research on sustainable human
resource management has increased significantly (Faisal, 2023c), identifying the driving
and cross-cutting issues currently emerging around S-(HRM), with the proposal of relevant
future research avenues now being essential. Unlike literature reviews, scientific mapping
does not answer a specific question but rather maps the existing literature to provide an
overview of trends, themes, and connections in S-(HRM) over a given time period.

This paper therefore asks two research questions: (1) What are the key themes that
have been studied in the literature on S-(HRM) and how have they evolved? (2) What are
the main metrics used to capture this linkage?

The present study thus contributes to the literature by providing a thorough and
comprehensive review of the work conducted in recent years with regard to the concept of
S-(HRM).

The structure of this research is as follows. This introduction is followed by a section
providing an overview of the importance and evolution of the field of human resource
management, with special emphasis on S-(HRM). Subsequently, the methodological
approach used to analyse this field of knowledge, bibliometrics, and scientific mapping is
explained and justified. The results of the study are then analysed and discussed, with the
final section covering the conclusions, limitations, and future lines of research.
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2. Theoretical Framework
2.1. The Role of Human Resource Management and Its Evolution over Time

Since its origins, human resource management has referred to the process of managing
people within the organisation in a structured way, based on the belief that human resources
are uniquely important for continued business success (Herndandez-Perlines et al., 2021;
Gutiérrez-Broncano et al., 2022).

Two types of human resource management have traditionally predominated: firstly,
‘hard” HRM, which focuses on managing employees rather than people, dealing only with
their professional development; and secondly, the ‘soft’ model, which incorporates elements
that are essential for adding value to organisations, such as creativity, commitment, and
employee skills (Rompa, 2011).

McGregor (1960) developed the X and Y theory to represent the hard and soft models
applied to human resource management. The hard model originated from Theory X by
implementing rigorous strategic controls. In this approach, the role of human resource
management was oriented towards its contribution to a firm’s economic performance
under a one-dimensional perspective focusing on shareholder return. Meanwhile, the soft
model is based on Theory Y and considers that performance is achieved through employee
engagement, being a more humanistic and development-oriented approach. Although it
also incorporates the employee dimension, the soft model approach to human resource
management still focuses on organisational performance and shareholder value (Aust et al.,
2020; Cosenza et al., 2024).

During this time, human resource management was restricted to a focus on operations
and traditional human resource practices, such as recruitment, appraisal, payroll, etc., with
the aim always being related to the profitability of the business and complying with current
legislation (Ricardo de Souza Freitas et al., 2011).

Subsequently, in the 1970s and 1980s, a new management style called strategic
human resource management was developed. This incorporated a way of managing
people in a highly growing, changing, and uncertain environment that propelled the
implementation of high-commitment human resource practices and was closely linked to
business performance (Huselid, 1995; Arthur et al., 2016). The primary orientation was the
development of employees to achieve organisational goals (Kramar, 2014; Indiparambil,
2019; Chiavenato et al., 2019). With this approach, practices such as work-life balance,
employee autonomy, employability, health and safety, work stress, and training and
development were incorporated (Rojas-Méndez et al., 2014).

The notion that human resource management must be strategic, and therefore aligned
with the objectives of the company, recognises that organisations are dynamic and changing
and, for this reason, human resource management policies and practices must also be
adapted and contextualised to changes both in the environment and within the company, as
well as taking into account the possible interrelationships between them (Ren et al., 2018).
Accordingly, some authors consider S-(HRM) to be an extension of strategic human resource
management, addressing the growing dilemma of efficiency and (sustainable) investment
through the human resource management initiative (Ehnert et al., 2016; Indiparambil, 2019;
Hronova & Spacek, 2021).

2.2. Sustainable Human Resource Management S-(HRM)

Human resource management has undergone significant developments in recent
decades, especially with regard to sustainability. Since 2010, researchers and managers
alike have paid increased attention to the integration of sustainable practices in personnel
management (Aust et al., 2020; Tajpour et al., 2022; Syper-Jedrzejak et al., 2023; Cosenza
et al., 2024). Researchers such as Gollan (2000); Zaugg et al. (2001); Wilkinson et al.
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(2001) and Wagner (2018) have highlighted the importance of sustainability in this area,
building on previous studies related to environmental management and organisational
sustainability.

As discussed, with the push for corporate social responsibility and the emergence of the
Sustainable Development Goals in 2015, proposed by the United Nations World Commission
on Economic Development, organisations began to develop greater environmental awareness
and started to act beyond compliance with legal minimums alone, incorporating
sustainability into their management practices to achieve acceptable social, economic,
and environmental outcomes (Molamohamadi et al., 2024). In this way, they began to
reflect on the need to use available natural resources in ways that meet the needs of the
current generation without compromising the capabilities of future generations (Macke &
Genari, 2019). Implementing more responsible and sustainable actions at all stages of the
company’s value chain entails a review of its values, objectives, strategies, policies, and even
procedures. All these changes also had repercussions in the field of human resources, which
needed to adapt to these new requirements in order to help make business organisations
more sustainable institutions (Westerman et al., 2020; Toca Torres, 2022; Castro-Quelal
et al., 2024), thus aligning human resources management with the interdisciplinary idea of
sustainable development (Lynham & Cunningham, 2006).

In addition to S-(HRM), the literature also mentions other related terms, such as green
HRM and environmental HRM. These three terminologies share concern for sustainability
in the context of HRM. Various authors (Cao et al., 2023; El Baroudi et al., 2023; Maskuroh
et al., 2023) discussed three types of sustainable HRM, specifically focusing on green
HRM, socially responsible HRM, and triple bottom line HRM as tools that can fulfil an
organisation’s sustainability agenda (Gutiérrez-Broncano et al., 2022). Alongside these
three types, Aust et al. (2020) added a fourth type called human resource management
for the common good and explained how it could help an organisation achieve its
sustainability goals.

In recent years, the importance of sustainable human resource management has been
bolstered by an increasing body of literature in this field. Carrillo-Acosta et al. (2024)
went to great lengths to describe a brief history of this discipline and categorised it into
three distinct approaches: Swiss, Australian, and German. The Swiss approach focused on
economic, social, and human sustainability, prioritising the efficient use of human resources
over their own development and promoting employability, individual responsibility, and
an appropriate work-life balance. On the other hand, the Australian approach emphasises
the sustainability of human resources within a highly participative work environment,
where employees have a voice in decision-making (Gollan, 2000). In contrast, the German
approach focuses on the economic, ecological, and human resource sustainability of the
organisation (Kramar, 2014).

Although different definitions of S-(HRM) exist (Macke & Genari, 2019), most refer to
the incorporation of human resource management strategies and practices that enable the
simultaneous achievement of financial, social, and ecological goals (Camuffo et al., 2017).
Authors such as De Prins et al. (2014) introduced the sustainable approach, according to
which performance is measured at three levels: individual, societal, and organisational.
Human resource management, based on the criteria of responsibility, progressively began to
concern itself with the interests and well-being of its workers (Van Morlegan & Ayala, 2021;
Jarlstrom et al., 2024)). In later stages, we find researchers incorporating the employees’
perspective into this definition (De Prins et al., 2014; Mazur, 2015; Kailay & Paposa,
2024), mentioning, in addition to the triple bottom line approach of economic, social,
and environmental management, the psychological dimension of human resources. In
turn, Randev and Jha (2019) hold that the literature on S-(HRM) can be classified into four
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non-exclusive approaches, also focusing on outcomes: (i) the economic orientation of HRM;
(ii) the social orientation of HRM,; (iii) the environmental orientation of HRM; and (iv) the
employee orientation.

In accordance with the study by Randev and Jha (2019), to conceptualise and better
structure the knowledge on S-(HRM), Aust et al. (2020) generated four additional categories:
(i) socially responsible HRM, which is oriented towards conducting organisational work
from the inside out, generating effective results between the social and economic domains;
(ii) green HRM, which, although it follows the same organisational curve from the inside
out, is focused on orienting the organisation in effective results from the economic and
environmental perspectives; (iii) triple bottom line HRM, the function of which, like the
other two, is focused from the inside out, fulfilling an integrative role in the three aspects:
(iv) common good HRM, the orientation of which differs from the other three in that
it is from the outside in and focuses on harnessing and using the skills, attitudes, and
knowledge of human resources to promote values for the common good. Lu et al. (2023)
in their research, consider common good values as those that integrate people, prosperity,
and the planet in the pursuit of common goals, values, and purposes, to preserve and
regenerate resources and ecosystems in accordance with their lifespan.

S-(HRM) is currently perceived as a breakthrough in strategic human resource
management (Kramar, 2014; Ehnert et al., 2016; Hronova & gpaéek, 2021; Kramar, 2022),
incorporating these new perspectives and challenges and representing a step forward from
previous HRM models (Cosenza et al., 2024). Recent studies point to a sustainable HRM
that aligns with the organisation’s sustainability strategy, creating an HRM system that
contributes to the sustainable performance of the company (Alvarez-Gutiérrez et al., 2022)
and to the structuring of a purposeful organisation. The organisational domain of the
fourth sector is based on a clear commitment to social purpose, a business model based on
obtaining sufficient income to guarantee its profitability and a clear awareness of the care
and preservation of the ecosystems (Cerdd Suarez, 2023).

In this way, a balance between economic growth, environmental development and
the evolution of well-being in organisations is guaranteed and consolidated, based on the
responsible use of available resources, without compromising future ones. Human resource
management is currently oriented towards providing economic and social solutions that
focus on people and the environment to build a lasting corporate culture, rather than only
hiring people with high potential who can improve work processes and align with business
objectives (Faisal & Naushad, 2020; Licandro & Correa, 2022; Faisal, 2023b).

In addition, many researchers have argued that human resource functions play a
vital role in achieving sustainability (Boudreau & Ramstad, 2005; Faisal & Naushad, 2020;
Kramar, 2014; Faisal, 2023b).

In empirical studies on the S-(HRM) perspective, researchers such as (Guerci et al.,
2016; Stankeviciaté & Savaneviciené, 2018 and Zongyu & Chienwattanasook, 2024) have
developed their research based on qualitative studies; and researchers such as (Guerci et al.,
2016; Carrion et al., 2018; Reyes Herndndez, 2021; Rimaldi et al., 2024) have delved into
quantitative studies. However, in the wake of the conceptualisation and evolution of the
concept of S-(HRM), as mentioned above, a significant breakthrough is evident in terms of
the progress and consolidation of the thematic field. Moreover, due to the growing interest,
both from the business sector and academia, in understanding sustainability applied to
human resource management, this research article seeks to shed light on the evolution of
the concept of S-(HRM) and the state of the art based on the most representative keywords.
The ultimate purpose is to understand the stage of density or centrality of the concept and,
thus, to guide, identify, and present the results of its evolution, while also unveiling future
lines of research.
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3. Materials and Methods
3.1. Scientific Mapping and Longitudinal Studies

Bibliometrics are used in multiple fields of study and areas of knowledge to explore
the impact of a subject field, the impact of a group of researchers, or the particular impact
of an event (van Raan, 2005; Fernandes et al., 2019; Diaz, 2022; Valencia et al., 2023).

One of the most widely used procedures is scientific mapping (Noyons et al., 1999;
van Raan, 2005), which provides visual representations and illustrates the longitudinal
evolution of the interconnections of research articles, scientific fields, and authors, thus
building the cognitive architecture (Small, 1999; Cobo et al., 2012). Hence, in some cases,
the approach examines co-citation and keywords analysis, as stated by Garfield (1994), for
the analysis and tracking of the evolution of a research field over consecutive periods of
time (Cobo et al., 2011).

(Caruana et al., 2015) were among the first authors to use longitudinal studies, with
the aim of implementing continuous or periodic measurements at specific time intervals
(years, decades, or centuries), in order to contextualise the extension, decay, or impact of a
scientific area by means of monitoring.

Different schemes of prolongation or continuity validate the measurement of similarity
measures in different academic contexts, with one of these being the Stability Index
(H-index) (Small, 1999) used to measure continuity between clusters (Cobo et al., 2011). In
academic research, the H-index, in the case of longitudinal studies, is based on analysing
different methods of calculating stability, depending on the properties of individual themes
in different contiguous, consecutive or correlation periods. Scientific mapping delves
deeper into the structural and dynamic aspects of the scientific research field (Borner
et al., 2003; Fernandes et al., 2019). A proper analysis starts by segmenting it according to
geographical areas, research centres, universities, and researchers, among others (Noyons
et al., 1999).

As mentioned, scientific mapping has harnessed several techniques for its construction
(Small, 2006) with the most widely used being document co-citation (Small, 1973) and
keywords analysis (Callon et al., 1983). Co-citation maps the structure of a research field
through pairs of documents that are commonly cited together (Coulter et al., 1998). It is
a structural research tool for document analysis, facilitating the delimitation of research
areas (Small, 2006; Hernandez, 2022).

In turn, Callon et al. (1991) state that keywords analysis has been used in basic
research as well as in technological or social research, in the field of business organisation
(Rubio-Andrés et al., 2020), the field of administration and economics, and the area of
sustainability, as well as to study the fields that provide structural support to a web or
network, to help conceptualise its form and function. The analysis of keywords allows
the individual structure of the research field to be broken down, subsequently generating
the literary hybrid with different themes or fields of business organisation, sustainability,
technology, and science, as reflected in research by authors such as Lopez-Herrera et al.
(2010), thus avoiding the non-evolution of fields, disciplines, areas and academia.

For the present research, we decided to use the single-centre algorithm (Coulter
et al., 1998). This algorithm is widely used in keyword analysis, as shown in previous
research (see Coulter et al., 1998; He, 1999; Lépez-Herrera et al., 2010; Cobo et al., 2011;
Cascon-Katchadourian et al., 2020; Pérez-Elizundia & Sandoval, 2023).

Following the literature search, a total of 50,943 documents were obtained from the
WoS database, among which false positives were found that could alter the veracity of the
data (Morschheuser et al., 2017).



Adm. Sci. 2025, 15, 39

8 of 28

Therefore, the search was redefined, and the field of research was limited to business
management, sustainability sciences, business and economic management, and corporate
governance. Finally, a total sample of 3862 articles was obtained (see Figure 2).

3.2. Data Analysis, Visualisation of Sub-Periods and Strategy Diagrams

This tool was selected by the researchers because it integrates algorithms from other
statistical programmes such as CiteSpace48 and Vosviewer (Vega-Arce & Nufiez-Ulloa,
2018; Pacheco et al., 2020), making SciMAT generate different types of analysis such as
structural analysis. This connects keywords, where the thematic networks are formed
by links and spheres. The visualisation of keywords is proportional to the number of
spheres and the thickness of the link between two spheres marks the equivalence index
(See Figure 1).

Density
Strategicall
Cr:ni?eftae dy Impulse and @
and External Data specific data o
centrality
° ®
‘Weak and siloed
quantification in data Data of general
importance @ @

Figure 1. Own preparation, based on the strategic diagram and thematic network: sessions and page
views (Cobo et al., 2011).

On the other hand, the strategic analysis oversees configuring the centrality (external
relations) and density (internal cohesion relations) of the thematic networks, and the
dynamic analysis visualises the behaviour of the thematic networks during the evolution
of the thematic field, and the visibility of the themes in specific quadrants. This makes the
theme disappear or appear.

When analysing the research field, we strategically use each location of the dimensions
to facilitate the quantification of the data. Specifically, we highlight four quadrants. The
first, in the upper right quadrant, includes the transcendental themes for the formation
of the research field. They are strategically related to external data applied in closely
related categories. The second, the upper-left quadrant, is identified by internal value
connections, with this being the most important characteristic, as the external connections
lack categorical valuation. Therefore, external data are considered as driving data for the
analysis of the research field. The data in this quadrant are characterised by their great
specificity. The third quadrant, the lower left one, consists of data whose quantification
is weak and isolated. These are data with low connections and centralisation for the field.
Finally, the lower-right quadrant groups data that are of great relevance to the field. These
data are not strategically quantified, however, and are considered to be more general (see
Figure 1).

Thus, in accordance with the above explanation, SciIMAT was configured to generate
data from the number of published articles, the maximum citation received, and the
H-index. Other authors, such as Lopez-Herrera et al. (2010); Hirsch (2005); Bornmann and
Marx (2012); Cabrerizo et al. (2015), and Santana and Lopez-Cabrales (2019) have followed
the same approach.
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3.3. Selection of Articles and Steps for the Development of Scientific Mapping

The data export and analysis were performed in SciMAT v1.1.06 software. As a first
step, data were identified from the citation indexes incorporated in the WoS main collection.
As a second step, the extraction of the networks was generated based on co-occurrence and
the normalisation of the thematic network based on the equivalence index. The third step
involved the application of the simple centre algorithm to form the maps, obtain the labels
of the topics, the construction of the strategic diagrams and the analysis of the temporal
evolution of the graphs. As a fourth and final step, performance analysis was carried out
through quantitative measures to establish density, centrality, and qualitative measures to
assess impact. The following figure explains the number of articles included and excluded
in each phase of the study (Figure 2). A review of published articles was carried out using
the following search terms: ‘Sustainable Human Resource Management*’; or ‘Socially
Responsible Human Resource Management*’; or ‘Internal Social Responsibility*’, with a
asterisk (*) at the end of each concept, as this represents any group of characters, including
the absence of characters. Wildcards can be used in all search fields that allow words and
phrases. They can be used in a search query to represent characters Unknown. (Web of
Science User Manual, 2019). This research was conducted for the period from January
1991 to March 2024 in the Web of Science (WoS), as it is the main database used by the
scientific community (Birkle et al., 2020). As inclusion criteria, original published articles
were selected that featured the topics described above in their abstracts, titles, or keywords.
As the main exclusion criterion, articles unrelated to the research to be addressed were
eliminated. Subsequently, in order to obtain a cleaner, more coherent and honest final
sample, the steps of the PRISMA method were followed, as documented in Figure 2.

First step: Identification |

Topics searched in WoS:
Sustainable Human Resource Managemen™. or Socially
Responsible Human Resource Managemen™. or Social
Responsibility Interna™ (n: 50,943).

| Second step: Debugging |

Excluded documents. other areas
of research 23.777.

Second step: Debugging

Categories WoS included:
Research articles: 33,840.
Business, 8.357; Management, 7.424; Economics, 5.714;
Environmental Studies, 12.345.

2%

Citation Topics Meso
Articles included: 6.827.
Management, 5893; Economics 642; Communication, 58;
sustainability, 234
Citacion Topics Micro
Articles included: 3.236.
Corporate governance 691; Corporate Social Responsibility
1454; Human Resource Management, 1091.
Total, 10.063.

Excluded documents.
Anything that is not a research
article 17.103.

<

WoS Index
Social sciences citation index, 3.511; Citation index for
books: social sciences and humanities 354; Index of
citations of conference proceedings-sodial sciences and
humanities, 133.
Total, 3.862.

Excluded documents.
6.201.

| Third step: included |

Research included.
Total, 3.862.

Figure 2. Article selection: PRISMA methodology.
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After selecting the final sample through the PRISMA analysis, in order to make the
scientific mapping analysis more viable and truthful, the steps proposed by Borner et al.
(2003); Cobo et al. (2011), and Linnenluecke et al. (2020) were taken as a reference. These
are as follows: data search and data refinement, network normalisation and clustering,
obtaining the scientific map, evolutionary analysis, and performance analysis. (See Table 1).

Table 1. Steps for structuring the scientific mapping.

Explained using the PRISMA method, divided into
Data refinement three steps: Identification, cleaning and inclusion of
the final sample: 3862 items.

Generation of the networks, by means of
co-occurrence; specificity of thematic networks;
similarity measures; H-index.

Normalisation and“pclustering
of the network

Use of algorithms for the creation of scientific

Obtaining scientific maps . o
mapping, using simple centres.

Research topics, thematic networks, strategic
Evolutionary analysis diagrams, and longitudinal studies are identified to
generate the evolution of the scientific map.

This is the most interesting step as it names solid,
true and far-reaching aspects or problems in the
research, which are also subject to analysis
(Callon et al., 1991).

Performance analysis

During the search stage, the research team chose to use the Web of Science (WoS)
database, due to its ability to centralise the most important research in the social sciences
(Codina, 2022; Suarez-Guerrero et al., 2024). This study includes all articles and reviews
published in WoS on the fields of study in management, business, economics, and
environmental studies (see Figure 2). The keywords used for the final WoS search,
referring to S-(HRM), corporate social responsibility and human resource management,
were obtained because a large and robust sample was needed to generate a good scientific
mapping and to better structure the sub-periods and strategy diagrams. Research such
as that by Cobo et al. (2011), which is a reference for this type of analysis, advocates the
importance of having a robust sample base of no less than a thousand articles, so that, when
using the keywords, the statistical programme can carry out better mapping. Researching
the evolution of a field of research with a larger sample size, where the strategic diagrams by
sub-periods are the central and priority basis for the visualisation of the results, constitutes
a substantive difference compared to traditional bibliometric analyses or literature reviews
(Cobo et al., 2011).

Subsequently, to refine and reduce the data, we continued with the refinement of the
macro and micro themes of the WoS, following the steps of the PRISMA method, as shown
in Figure 2.

4. Coding and Structuring Keywords

Following this keyword analysis, we turn to the context of the evolution of the S-(HRM)
field theme, through the different thematic areas of each sub-period.

The evolution of the keywords should be understood from the evolution of the
keywords analysed by the SciMAT v1.1.06 software per sub-period, as shown in the figure.
The strategic diagram shows the fractions of each overlap, as well as the incoming and
outgoing keywords between successive sub-periods.



Adm. Sci. 2025, 15, 39

11 of 28

Each sub-period is represented by a circle, inside which is the number of keywords
described in that sub-period. The consecutive arrows between the sub-periods refer to the
representation of the number of keywords shared between the sub-periods. In turn, the
similarity index is shown in brackets and refers to the overlap (see Figure 3).
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Figure 3. Evolution of keywords by sub-period: sessions and page views: (SciMAT statistical data).

The incoming arrows show the number of keywords appearing for the first time in the
sub-period and the outgoing arrows show the non-representative keywords for the next
sub-period (in the sub-period 2015-2020). The circle refers to 2305 keywords, of which 1018
keywords continue into the next sub-period and 1287 generate no representation for the
sub-period 2020-2024). The index is 0.2 for the example sub-period. After these steps, the
final result is 3456 keywords, which will be used in the final analysis (Figure 3).

As the analysis of the sub-periods progresses, the keywords increase significantly,
reaching 3436 in the last period, which is 20 times greater than the initial number of
keywords (183). Another important fact is that the similarity index also generates growth
from sub-period to sub-period. This reflects the consolidation of the evolutionary field
through its terminology (Cobo et al., 2011).

Ensuring clarity in the evolutionary analysis of keywords is key in this study due to
the large number of transitional keywords from one sub-period to another, and the large
number of keywords with no relevant connection to the S-(HRM) field. These emerging
keywords are those that do not advance in the evolution of the research field.

5. Results
5.1. Results of the Period Analysed

In context, different authors have used chains of clusters (Small, 2006), rolling clusters
(Kandylas et al., 2010), and alluvial diagrams (Noyons et al., 1999) to show the evolution
of clusters in periods of successive times (Cobo et al., 2011), as well as strategic diagrams
(Callon et al., 1991) and networks to visualise and create diagrams of the field and subfields
of research; Courtial, 1990; L6pez-Herrera et al., 2010).

Regarding the analysis of the period between the years chosen for this research
(1991-2024), we observe that the evolution in terms of the topics analysed has been
gradually evolving with the increase in publications, as evidenced in Figures 1 and 2.
In turn, Table 1 represents the revisits with the highest number of articles published. In
total, for the six journals with the most publications, 1310 published articles were found.

Authors such as Sternitzke and Bergmann (2009); van Eck and Waltman (2009); and
Cobo et al. (2011) explain that, when analysing an evolutionary field, it is necessary to
consider several time periods over a long range of years. This is to ensure good development
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of strategic analysis, dynamic analysis, and structural analysis, as previously explained.
For this research, five sub-periods, consolidated in a prolonged period, were included as
suggested by the authors (Figure 4).
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Figure 4. Evolutionary map of the S-(HRM) for the periods analysed: sessions and page views
(Statistical software SciMAT data).

5.2. Sub-Period Results
5.2.1. Sub-Period 1

The analysis of the most outstanding topics in the field of human resources and
corporate social responsibility for the conceptualised sub-periods is shown via classification
in two strategic diagrams. These diagrams were quantified in the SciMAT statistical
software. The construction of the analysis is enriched by the structured spheres.

The first sphere generates a proportion of the number of published documents,
whether they are first-level documents or second-level documents (Cobo et al., 2011).
The documents displayed in the sub-periods are correlated with the topics investigated.
The second sphere aims to illustrate the proportion of citation numbers of each investigated
topic.

The data perceived in this section demonstrate the strategic diagrams of the
sub-periods. In addition to this, to give greater scientific weight to the evolutionary field,
quantitative statistical data and impact dimensions are provided for the contextualization
of the sub-periods.
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After the analysis of the research team, the sub-period between 1991 and 2004 (Figure 5)
was considered the longest in the study, and a total of 94 articles were published in
this period (Figure 6). The strategic diagram (Figure 5) and the quantitative measure
(Tables 2 and 3). Motor themes are contextualised as follows: (upper-right quadrant)
Human Resource Management Practices (P-HRM) and Socially Responsible Human
Resource Management (Socially-HRM), received a representative citation, which shows
that, for this sub-period, both terms have greater impact. In turn, Figure 7 shows the
number of articles published for each year studied.

COMPE @Au(.v density

(el ] PHIQVMYEGV Censity,
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T-PRACTICES
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SOCIALLY-R

CORPORA! SIBIUTY

(a). 7.1 Strategic diagram-based documents number. (b). 7.2 Strategic diagram based on citation number.

Figure 5. Strategic diagram for the 1991-2004 sub-period.
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Figure 6. Articles published by sub-periods described in SciMAT: sessions and page views (WoS data).
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Table 2. Data from the journals with the largest number of documents.
ID Journal Documents Year Citations
5 Journal of Business Ethics 483 1993-2024 28,250
3 Corporate Social Responsibility and Environmental Management 315 2008-2024 21,213
9 International Journal of Contemporary Management 102 2009-2024 10,245
4 Corporate Governance International Review 88 2004-2024 8820
1 International Journal of Human Resource Management 77 20042024 8781
71 Business Strategy and the Environment 74 2010-2024 3275
29 Journal of International Business Studies 71 2002-2024 3102
Table 3. Quantification of the themes of the 1991-2004 sub-period.
. Number of = Numberof  Average Number
Topic Name Documents Citations of Citations H-Index
Competitive strategy 2 35 17.5 2
Corporate Social Responsibility 7 3389 484.14 7
Human Resource Management Practices 7 1323 189 6
Socially Responsible Human Resource Management 8 656 82 8
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Figure 7. Articles published in the research fields analysed: sessions and page views (WoS data).

The H-index is high. The sub-period shows that the P-HRM theme is much more
developed than the S-(HRM) theme and, although it remains important for the sub-period,
it has a tendency to decrease in importance for the evolutionary field (the lower-right
quadrant contains general, basic, and important topics, which do not offer development for
the field). The competitive strategy topic, although viewed as a specialised topic, does not
have a large representation for this sub-period due to its low citation and H-index.

Regarding the topic of corporate social responsibility (CSR), it is displayed with a high
citation, but with a low-impact H-index, which means, due to its location, that the topic is
emerging and is not associated with great conceptual development for the sub-period and,
therefore, for the evolutionary field.

In conclusion, the first sub-period provides specific topics of analysis for the evolution
of the field and provides a starting point for understanding the evolution of some of the
concepts and the decline of others.

5.2.2. Sub-Period 2

In the sub-period between 2005 and 2009 (Figure 8), a total of 246 articles were
published in the research fields of human resources and corporate social responsibility. The
term Governance Sustainability Reporting, which is ranked as the driving topic, has a low
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citation level and its H-index is among those with the least impact. However, it represents
the beginning of the visibility of the field of study of sustainability.

density
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(a). Strategic diagram-based documents number.

(b). Strategic diagram based on citation number.

Figure 8. Strategic diagram for the 2005-2009 subperiod.

For the most cited words, we have companies (7476 citations); Socially Responsible
Human Resource Management (5549, citations) and Internal Corporate Social Responsibility
(1912 citations). Table 4 details this information, collecting the most searched words in
the human resources area, the number of documents, total and average citations, and the
H-index, which is why it occupies a strategic position in the sub-period and in the evolution
of the field.

Table 4. Quantification of the themes of the 2005-2009 sub-period.

Number of = Numberof  Average Number

Topic Name Documents Citations of Citations H-Index
Companies 27 7476 276.89 21
Employees 5 552 110.4 5
Governance Sustainability Reporting 13 828 63.69 11
Image 8 2084 260.5 8
Innovation 6 598 99.67 6
Internal Corporate Social Responsibility 19 1912 100.63 18
Socially Responsible Human Resource Management 30 5549 184.97 25

In the strategic diagram, we find Internal Corporate Social Responsibility (In-CSR)
and Socially-HRM in the quadrant of basic and transversal topics, as these are the topics
with the highest citations with regard to the interests of this article, with a significant
trajectory in the lower-right quadrant. While In-CSR is situated in a position of greater
conceptual development, in reference to the CRS of the 1991-2004 sub-period; Socially-HRM
is in a position of marginality and weak conceptual development, referring to the
evolutionary field.



Adm. Sci. 2025, 15, 39

16 of 28

Although the Innovation theme is in the lower-left quadrant (which relates to the
development of weak, marginal, emerging, or missing themes), it takes on a more important
role in sub-period 3, where its evolutionary development is understood based on its
connection with the sustainable development objectives and green business.

The other topics appreciated in this sub-period, although important, are not relevant
to the evolution of the research field.

5.2.3. Sub-Period 3

In the sub-period analysed between the years 2010 and 2014 (Figure 9), a total of
618 articles published in the research fields described above can be seen. As shown in
Table 5 and the strategic diagrams in the figure, the driving themes of this field of research
represent the highest citations and publications, along with the impact.
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(a). Strategic diagram-based document number

Figure 9. Strategic diagram of the 2010-2014 sub-period.

Table 5. Quantification of the themes of the sub-period 2010-2014.

(b). Strategic diagram based on citation number

. Number of Number of Average Number

Topic Name Documents Citations of gitations H-Index
Attitudes 7 453 64.71 7
Competitive Strategy 12 713 59.42 12
Corporate Social Responsibility 339 30,743 90.69 96
Customer Engagement 7 563 80.43 7
Government 4 459 114.75 4
Green Business 21 3368 160.38 18
Market 10 333 33.3 6
Resources 10 806 80.6 9
Sustainable Development Goals 22 3256 148 20
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Green business is considered to be a structuring topic for the research field, since the
sub-period (2005-2009) is connected with innovation, which implies the importance of
managing innovative business practices that are in accordance with the environment.

From the bottom-right quadrant, the theme of Sustainable Development Goals (SDG)
begins to emerge as an important topic for the evolution of the field, but there is a lack
of substantive conceptual development in this sub-period, suggesting that the global
dynamics of sustainability began to develop in the context of competitive strategies with
the structuring of the SDGs.

5.3. Evolution of the Topics in the Research Field of Sustainable Human Resources Management
S-(HRM)

This section shows the thematic evolution of the research field of Sustainable Human
Resources Management from a scientific perspective, through the connections between the
themes displayed in the quadrants of each sub-period.

The evolution of the number of keywords and the number of connections of the
keywords in the sub-periods that shed light on the evolution were analysed. Also, as
shown in Tables 6 and 7 and the strategic diagrams in the figure, the driving themes of this
field of research represent the highest citations and publications, along with the impact.

Table 6. Quantification of the themes of the 2015-2019 sub-period.

. Number of Number of Average Number

Topic Name Documents Citations of gitations H-Index
Attitudes 9 372 41.33 9
Behavioural Intentions 18 673 37.39 12
Challenges 6 103 17.17 5
Competitive Strategy 31 2878 92.84 21
Corporate Political Strategies 5 213 42.6 4
Corporate Social Responsibility 600 33,749 56.25 93
Corporate Sustainability 4 129 32.25 3
Corporate Sustainable Practices 5 127 254 5
Culture 7 144 20.57 5
Global Identity 4 264 66 4
Management Standard 4 243 60.75 3
Multinational Companies 36 3330 92.5 25
Perceptions 23 1370 59.57 18
Stakeholder Pressure 12 691 57.58 10
Sustainable Development Goals 54 2425 4491 26

Sustainable Human Resource

Management (SHRM) 21 1114 53.05 17

From the evolutionary point of view, the keywords are not the same in each sub-period,
in terms of the semantic context, nor in terms of the number of connections or number
of citations. Consequently, the evolutionary path of S-(HRM) is composed of different
words and strategic connections for the development of the articles that support the themes
described in this quantification analysis, based on the content reflected in each article. In
the studies carried out by Santana and Lopez-Cabrales (2019) and Rubio-Leal et al. (2024),
the analyses described represent a starting point for the field of evolution of S-(HRM).
However, our research explores the years following 2019 and generates contextualisation
and quantification at a general level and not a particular one, as evidenced in one of the
studies. Thus, the results generate a more robust thematic network of the sub-periods
between 2015 and 2024, focusing on the themes outlined below (Figures 10 and 11).
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Table 7. Quantification of the themes of the 2020-2024 sub-period.
. mber of mber of Aver mber
Topic Name g:cuzleen(:s I\ICuita:)if)n(s) zfaégiet;\tlilcl)nsb ) H-Index
Attitudes 4 72 18 4
Case Study 4 30 7.5 4
Companies 23 488 21.22 12
Corporate Social Responsibility 1065 16,266 15.27 54
Dynamic Capabilities 11 256 23.27 7
Environmental Strategy 15 309 20.6 9
Family Business 5 65 13 1
Government 8 49 6.12 4
Green-HRM 37 889 24.03 16
Innovation 32 376 11.75 10
Investors 11 66 6 7
Market 26 346 13.31 7
Moderating Role 25 220 8.8 9
Nonmarket Strategy 17 154 9.06 9
Perceptions 28 472 16.86 12
Perspective 21 129 6.14 5
Prediction 7 17 2.43 2
Supply Chain Performance 20 158 7.9 8
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Figure 10. Strategic diagram of the 2015-2019 sub-period.

(b). Strategic diagram based on the number of citations.
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Figure 11. Strategic diagram of the 2020-2024 sub-period.

The linear period analysis presents words that do not disappear at any time. On the
contrary, as the sub-periods pass, they gain greater strength and relevance to the syntax
of the evolutionary field. Another group of words tends to disappear as the sub-periods
progress and many others have an intermittent constancy.

The most frequently represented case is that of the phrase corporate social responsibility,
which is displayed in all sub-periods. However, in the sub-period (2005-2010, it is
integrated with the word internal; after this integration, it continues to be displayed
as corporate social responsibility. In contrast, the theme of Socially Responsible Human
Resources disappears from the sub-period (2005-2009) (see Figure 12).

When visualising the evolution of S-(HRM), starting from the thematic areas and the
clustering of the themes, we can see great semantic cohesion across the most representative
themes, such as Sustainable Development Goals, competitive strategy, innovation, green
business, Sustainable Human Resource Management (SHRM), and Green-HRM. These
themes become important because they are connected through the nodes, building on a
theme from the previous sub-period.

As demonstrated by the data conceptualised in the tables of the different sub-periods,
several themes evolve in a continuous and articulated way from sub-period 1 to sub-period
5. This is a key process for mediating, contextualising, and quantifying the scientific field of
S-(HRM). It is worth clarifying that, although the same keyword of the theme is not evident
in all the sub-periods, these keywords share similarities in their meanings. This is the
case for the following keywords which, despite appearing under different names, have the
same meaning for the evolution of the field: competitive strategy, business, supply chain
performance; governance sustainability reporting, green business, corporate sustainability,
innovation, corporate sustainable practices, environmental strategy; corporate social
responsibility, and internal corporate social responsibility.
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Figure 12. Corporate social responsibility and internal corporate social responsibility cluster network
(sub-period 1991-2004/2005-2009).

Meanwhile, the evolutionary field shows how the thematic area of management of
socially responsible human resources began to decline in the sub-period 2005-2009. From
its location in the lower quadrant, it can be deduced that it is not of major importance to
the field, although as it starts to disappear as a compact thematic area, it starts to connect
through the nodes to the Sustainable Development Goals’” thematic area and, subsequently,
to the evolving field of sustainable human resource management (SHRM) and Green
Human Resource Management (see Figure 13).

In addition to the above, it is worth highlighting the way in which Corporate-
Social-Responsibility generates a significant increase during the visualisation of the
sub-periods. This thematic area is strategically connected to the Socially Responsible
Human Resource Management and Human Resource Management Practices thematic
areas, giving rise to the corporate sustainability and green business thematic area; we can
then make the connection to the evolutionary field, as explained. It is also worth noting
that the innovation thematic area is a strategic connection in the shift from the competitive
strategy thematic area to corporate sustainability and green business. (See Figure 14).

Consequently, the strategic diagram of the sub-periods 2015-2019 and 2020-2024 (see
Figures 9 and 10) establishes the topics of major importance in the study of S-(HRM). The
larger the size of the circles, the greater the number of published documents related to the
research topic, with the width of the links between each circle being proportional to the
equivalence index. Therefore, as Cobo et al. (2011); Santana and Lopez-Cabrales (2019)
and Gil-Cruz (2024) argue in their research, when two words fail to appear linked, their
co-occurrence is null, and their equivalence index is zero. On the other hand, when two
words always appear together in the same documents, the equivalence index is united, and
hence the linkage is of greater or lesser thickness, as shown in Figure 11.
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6. Discussion

The aim of this research article was to contribute to the visualisation of the evolution
of a research field, and, although both analyses (co-citation/keywords) are important
in academic mapping, the one that best suited the needs expressed in this paper was
the analysis of joint words, or keywords. This analysis (keywords) configured the most
important concepts of the research field. Various authors, such as Cobo et al. (2011), have
reported this technique to be powerful for describing and discovering the interactions
between different fields in scientific research.

A point to consider is the incorporation of the H-index into this research study. The
analysis of the H-index allows for a better quality or impact of subject areas and themes. In
other words, in the results, the H-index is used as a reference to assess the impact of topics
and subject areas.

This research progressively documents the construction of S-(HRM) as a field of study in
the final sub-periods, 2015-2019 and 2020-2024. Unlike the research carried out by Santana
and Lopez-Cabrales (2019). Where the author only limits himself to showing, from the
published documents, that S-(HRM) has become a field of study in itself, our research delves
into the construction of this new field of research, starting with the gradual consolidation
of the strategic diagrams, where the most predominant links and the most coherent themes
between them are made visible. However, S{HRM), as a new field of research in the
discipline of human resources, must build on this research that cements the foundations
of the conceptualisation, in order not to digress and, instead, to deepen solid academic debates.
Researchers such as Santana and Lopez-Cabrales (2019) and Kramar (2014) describe S-(HRM)
as an emerging paradigm, where academia must provide tools to the business community, for
the understanding of the difference in this new field in terms of human resource management.

Guerci et al. (2016), Aust et al. (2020) and Rimaldi et al. (2024) discuss S-(HRM) as a
sub-theme that is now more developed and has its pillars in human resource management.
Although the specific issues addressed by S-(HRM) and its commitment to social, economic
and environmental actions have already been delved into, the importance of these
objectives, including training from specific practices in the integration of sustainability and
human resources in different business markets, should not be overlooked.

It is worth highlighting that the evolutionary field described in this research serves as
a practical contribution by raising awareness of the sustainable practices that have been
cited by different authors in their recent research Indiparambil (2019); Toca Torres (2022);
Faisal (2023b); Rubio-Leal et al. (2024). We have contextualised these in Table 8 to serve
as a basic guide for the business world that wishes to implement sustainability plans and
policies in their organisations.

Table 8. Differentiation between the traditional and the sustainable axis.

Traditional Axis Sustainable Axis

The company, stakeholders, employees, society as a whole,

Action The company and stakeholders the planet, and ecosystems

Time Short or medium term Medium or long term

Importance Business growth and profitability ;3})1«23;5}1;151‘;10’(1}?53;2231:i)‘;e;ggtrzzrrréorfetg};i:;?i{)) irlly’
Indicators Effectiveness, efficiency Effectiveness, efficiency, positive impact

Approach Tactical/operational Strategic and collaborative approach

Goal Achievement of general and specific Objectives, centralised objectives, and purpose for the

objectives

common good

Scope

Depends on business values

Integration of business and common values




Adm. Sci. 2025, 15, 39

23 of 28

Thus, this research has yielded significant, original, and effective results, through
the verification and substantiation demonstrated in each sub-period. Generally speaking,
it is therefore necessary to mention the strong correlation between the topics with high
centrality (driving and specific topics) and the number of citations for each of them, as
shown by the strategic diagrams for each sub-period. Our research can therefore be used
as a guide for research that wishes to replicate this knowledge for other fields of research,
using the tool established in this quantification analysis.

7. Conclusions

The present research collects the basic themes of responsible human resource
management, generating traceability to sustainable human resource management in the
period 1991-2024 and distinguishing between five sub-periods (1991-2004, sub-period 1;
2005-2009, sub-period 2; 20102014, sub-period 3; 2015-2029, sub-period 4; and 2020-2024,
sub-period 5).

Through the combination of different quantitative tools, an evolutionary and structural
analysis of the research field was carried out, connecting keywords and their thematic areas.
The articles published in the Web of Science (WoS) database were analysed using the terms
explained in the methodology and the inclusion and exclusion criteria established, in order
to create a significant gross sample and greater veracity in the quality of the selected articles.

At the same time, this research work aimed to show how the different themes that
make up the new field of study of S-(HRM) have been used, seeking to contribute to a better
understanding of its development and behaviour over time. The main objective of the
research was not to propose a new concept of S-(HRM), but to categorise the specificities
through the links foreseen in the different figures and the evolutionary behaviour in the
strategic diagrams. For this reason, the methodology adopted was an evolutionary field.
This followed from the results that the themes described in each sub-period present a
greater or lesser index of equivalence with the S-(HRM), with the last two sub-periods
(2015-2019; 2020-2024) being those with the greatest specificity and the greatest connections
with the visible themes. Thus, the article helps to fill the gap described in the literature
and to determine the current state of the art of S-(HRM) and its predominant themes,
highlighting the importance of having greater transparency in the meanings, scopes, and
themes that are already much more developed.

Therefore, we highlight the finding that, in the latter sub-periods, the citation frequency
and impact are high, due to the increase in keywords that connect mostly with the
evolutionary field. The evolutionary behaviour of S-(HRM) is increasing, while the
behaviour of Socially-HRM is decreasing.

Furthermore, we observe that in the last two sub-periods (2015-2019; 2020-2024) the
S-(HRM) and Green-HRM thematic areas emerge as the main driving themes and, thus,
the highest development of the evolutionary field. It is worth noting that the concept of
responsible human resource management has been evolving towards sustainable human
resource management in recent years, and as a result, we can find an increasing number of
papers addressing this topic. The shift in dimensions from more responsible management
to more sustainable management is evident.

The Sustainable Development Goals have a positive, relevant and important impact
on this research due to their evolutionary behaviour in the strategic diagrams and in
the connections derived from their approach in science, after their presentation at the
70th General Assembly of the Sustainable Development Summit in September 2015. That
is to say that, before the SDGs, the articles analysed contextualised environmental and
sustainable business practices; while, following the SDGs, the study of Sustainable Human
Resource Management began to exhibit greater academic rigour.
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8. Limitations of the Study and Future Lines of Research

Although this research advances the understanding and contextualization of the
evolutionary field of S-(HRM), it also has some limitations. One of them is that research in
this field continues to be limited with little specific context, which means that the search is
expanded to other topics and, thus, it is possible to visualise the similarities in the related
topics, as demonstrated in the Results section.

One of the main limitations of this research is that only WoS was used as the database
for the collection of the final sample. However, in deciding on this single database as the
instrument for the raw material, we considered WoS to be the database that best represents
the articles published in the field of study under investigation.

As for future lines of research, it would be interesting to explore S-(HRM) as a unique
construct, which is crucial for companies that are aiming to achieve sustainability, since,
without the support of their workers, this would be unviable.

Both managers and employees are fundamental pillars for the implementation of a
business strategy. Hence, as a line of future research, greater context should be provided
with regard to the energising and catalysing role of sustainable development objectives,
analysing business perceptions of sustainable development, from theoretical foundations
and the selection of variables that integrate correlations of impact and value.

Additionally, we consider that this study is relevant for use as a guide in research
that wishes to replicate this knowledge in other fields of research, through the tool and the
different analyses developed in a conceptual, strategic and quantified way.
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