
PRIMANOMICS : JURNAL EKONOMI DAN BISNIS - VOL. 23. NO. 3 (2025)  
Versi Online Tersedia di : https://jurnal.ubd.ac.id/index.php/ds 

| 1412-632X (Cetak) | 2614-6789 (Online) | 
 

1 
 

Integration of Innovation in Green Human Resources Management: A 

Systematic Review of Compensation and Reward for Organizational 

Sustainability 

 

Agus Kusnawan1) 

2431700018@student.budiluhur.ac.id 

 

Selamet Riyadi2) 

Selamet.riyadi@budiluhur.ac.id 

 

Eryco Muhdaliha3) 

2431700059@student.budiluhur.ac.id 

 

Adi Saputro4) 

2431700042@student.budiluhur.ac.id 

 

Jemmy5) 

2431700075@student.budiluhur.ac.id 

 
1)2)3)4)5) Universitas Budi Luhur 

 

Abstract 

Organizational sustainability has increasingly become a central focus in human resource 

management (HRM), particularly through the implementation of innovation-based green 

compensation and reward mechanisms. This study aims to present a systematic review of the role 

of green compensation and rewards in promoting employees’ pro-environmental behavior and 

enhancing organizational sustainability through innovative strategies. The review includes 100 

articles categorized into five key themes, such as the impact on employee behavior, integration of 

green HRM practices, green incentives, and the effectiveness of green rewards. The findings 

indicate that green compensation significantly influences employees’ pro-environmental behavior 

by enhancing green motivation and organizational commitment (K, 2024). Furthermore, the 

integration of green HRM practices including green recruitment and innovation-focused training 

reinforces the alignment between corporate sustainability strategies and employee behavior (K, 

2024). Both financial and non-financial incentives designed with a sustainability focus and 

innovative approaches have also been shown to increase employee engagement in environmental 

initiatives (Beck-Krala, 2020).  Green reward mechanisms not only raise environmental awareness 

but also play a crucial role in driving eco-innovation in the workplace (Performance Analysis, 

2020). In addition, effective and innovation-based reward systems help organizations achieve 

higher levels of sustainability by improving employee retention and environmental performance. 

This study concludes that green compensation and reward are key strategies in green HRM to 

support sustainability. Further research is needed to explore the implementation of these 

mechanisms across different cultural and industrial contexts. 
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Introduction 

Sustainability has become a central issue in modern human resource management (HRM). In this 

context, green HRM practices encompass various strategies designed to integrate environmental 

sustainability principles into workforce management. One critical component of green HRM is the 

implementation of green compensation and reward systems, which aim to encourage employees’ 

pro-environmental behavior, support organizational sustainability, and promote innovation and a 

sustainable work culture. This study aims to explore the mechanisms of green compensation and 

rewards more deeply through a systematic review of relevant literature. 

Green compensation has been shown to significantly impact employees' pro-environmental 

behavior. (K, 2024) highlights that green compensation designs that incorporate goal-framing 

aspects can effectively motivate managers to behave in environmentally friendly ways and foster 

innovation in sustainability-based decision-making. The study also emphasizes the importance of 

both financial and non-financial incentives in shaping employee behavior that supports 

sustainability through innovative approaches. These findings are relevant for building more 

sustainable HRM strategies. 

The integration of green HRM practices as outlined by C demonstrates that green recruitment, 

training, and rewards can collectively enhance employee engagement in sustainability programs. 

This research also notes that aligning corporate business strategies with environmental goals is 

crucial to achieving optimal outcomes through innovation-based approaches. Thus, green 

compensation and reward systems not only motivate individuals but also contribute to the overall 

sustainability of the organization. 

Moreover, well-designed green incentive systems can increase employee involvement in 

environmental initiatives. (Beck-Krala, 2020) argues that green rewards are capable of building 

environmental awareness and pro-ecological attitudes among the workforce. This is important 

because environmental awareness is a foundational step in fostering behaviors that support 

sustainability and drive innovation. Furthermore, such rewards can strengthen the connection 

between individuals and the organization’s strategic goals, especially when innovation becomes 

embedded in the company culture. 

Specific Case Study: PT Green Energy, a concrete example of the successful implementation of 

green compensation and rewards is PT Green Energy, a renewable energy company based in 

Indonesia. The company introduced a green reward program that provides additional incentives to 

employees who actively propose and implement sustainability initiatives in the workplace. 

According to the company’s internal report, this initiative has generated more than 50 innovative 

ideas focused on waste reduction and energy efficiency over the past three years. This program 

not only promotes practical environmental innovation but has also contributed to a 30% increase 

in employee engagement since its implementation. 

The program also includes an annual award for the best team that successfully implements an 

environmentally friendly project with significant impact. For instance, in 2023, one employee team 

reduced energy consumption in the production facility by 20% through the use of innovation-based 

energy-saving technology. This success not only provided economic benefits to the company but 

also strengthened PT Green Energy’s image as a leader in sustainable practices and environmental 

innovation in Indonesia’s industrial sector. 

Green reward systems also play a critical role in encouraging environmental innovation. 

Performance Analysis (2020) indicated that organizations applying green rewards are more 

successful in developing innovative solutions to various sustainability challenges. In this context, 

green rewards are not merely a form of recognition but serve as strategic tools to drive the 



PRIMANOMICS : JURNAL EKONOMI DAN BISNIS - VOL. 23. NO. 3 (2025)  
Versi Online Tersedia di : https://jurnal.ubd.ac.id/index.php/ds 

| 1412-632X (Cetak) | 2614-6789 (Online) | 
 

3 
 

development of new, innovative ideas that support environmental sustainability while enhancing 

organizational competitiveness during the green transition era. 

The effectiveness of green rewards is also reflected in their ability to improve employee retention. 

Incentives Study (2017) reported that employees who feel appreciated for their contributions to 

sustainability efforts tend to exhibit higher loyalty toward their organizations. This loyalty forms 

a vital foundation for building a stable, adaptive workforce committed to the company’s long-term 

goals, including the advancement of sustainable innovation as part of the organizational strategy. 

Although the benefits of green compensation and rewards are well acknowledged, their 

implementation faces several challenges. One major challenge is the lack of understanding 

regarding how to design a reward system that aligns with the organization’s culture and employee 

needs. Green Rewards (2020) emphasized that the success of green reward systems depends on 

the alignment between reward policies, the organization’s core values, and employee expectations. 

In this regard, an innovation-based approach is essential to tailor reward designs to the evolving 

dynamics of the organization. It is therefore crucial for managers to understand these dynamics to 

create a reward system that is not only effective but also innovative and responsive to employee 

needs. 

In a global context, green compensation and reward practices require adaptation to various cultural 

and regulatory factors. Multi-Industry Analysis (2016) shows that a "one-size-fits-all" approach 

often falls short. Instead, strategies tailored to the local context tend to be more effective in 

achieving desired outcomes. This research highlights the importance of flexibility in the design 

and implementation of green reward systems. 

Additionally, previous studies have identified the need to further explore the relationship between 

green rewards and organizational innovation. Environmental Practices (2015) noted that green 

rewards can be a key driver of environmental innovation, especially in highly competitive and 

dynamic sectors. However, few studies have deeply explored how these reward systems can be 

synergistically integrated with broader innovation initiatives within organizations. This gap 

indicates the need for further research to formulate approaches that link green reward strategies 

with an innovation ecosystem that supports long-term sustainability. 

This study concludes that green compensation and rewards are essential components of green 

HRM that contribute to organizational sustainability. However, further research is needed to 

explore the implementation of these mechanisms in diverse cultural and industrial contexts. By 

synthesizing insights from existing literature, this study aims to provide practical guidance for 

organizations seeking to effectively adopt green HRM practices. 

The systematic approach used in this study offers a comprehensive overview of how green 

compensation and reward mechanisms can support sustainability. By integrating these findings 

into HRM strategies, organizations can not only foster a more sustainable work environment but 

also cultivate a workplace culture that promotes green innovation. This enables employees to be 

empowered and actively contribute to the organization’s sustainability goals through innovative 

solutions and work practices. 

 

Methodology 

Research Design 

This study adopts a qualitative approach based on a Systematic Literature Review (SLR) to 

identify, evaluate, and synthesize relevant research on green compensation and rewards within the 

context of Green HRM. This approach was chosen because it enables an in-depth analysis of 

trends, findings, and best practices, including innovative strategies implemented across various 
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sectors and regions. Consequently, the SLR provides a strong conceptual foundation for 

understanding how green compensation and reward mechanisms can be strategically integrated to 

promote organizational sustainability and innovation. 

Data Sources 

The research data were collected from various indexed international journals, including Scopus, 

Springer, Taylor & Francis, and Emerald Insight. Keywords used in the search included “green 

compensation,” “green rewards,” “sustainability HRM,” and “environmental incentives,” with 

particular attention to literature that highlights the innovation dimension in sustainable human 

resource management. The selected articles span the publication period from 2015 to 2024 to 

ensure relevance, analytical depth, and adequate coverage of the evolving practices and innovative 

thinking within the context of Green HRM. 

Article Selection Criteria 

Articles were selected based on the following inclusion and exclusion criteria: 

a.  Inclusion Criteria: 

-  Articles discussing green compensation, green rewards, or green HRM 

-  Publications in peer-reviewed journals 

-  Articles written in English or Indonesian 

b.  Exclusion Criteria: 

-  Articles with content not specifically focused on green compensation or rewards 

-  Publications in the form of opinion pieces or commentaries without empirical data support 

Data Collection Procedure 

The data collection process was carried out in several stages: 

a.  Initial Search: 

Articles were retrieved using the predetermined keywords. 

b.  Screening: 

Titles and abstracts of the articles were reviewed to determine their relevance to the research 

topic. 

c.  In-depth Selection: 

Articles that met the inclusion criteria were thoroughly analyzed to ensure their full relevance 

to the study.  

Data Analysis Technique 

The data were analyzed using a thematic approach to identify key patterns and trends within the 

literature. The analysis process involved: 

a.  Initial Coding: 

Identification of core themes based on topics such as green compensation, innovation, 

employee engagement, and implementation challenges. 

b.  Theme Consolidation: 

Similar themes were merged to provide a more coherent understanding of the research topic. 

c.  Findings Organization: 

The analysis results were structured into major categories that reflect the core focus of the study. 

Validity and Reliability 

To ensure the validity and reliability of the findings, the following steps were taken: 

a.  Source Triangulation: 

Utilizing multiple data sources to ensure a diversity of perspectives. 
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b.  Expert Review: 

The draft of the research findings was reviewed by experts in the field of green HRM to 

ensure accuracy and relevance. 

c.  Re-analysis: 

Data analysis was repeated on a sample of articles to verify the consistency of the results. 

Research Ethics 

This study adheres to academic ethical guidelines, including clear citation of sources and the 

avoidance of plagiarism. All articles used were accessed through official platforms with 

appropriate permissions. 

The methodology was designed to provide in-depth insights into how green compensation and 

rewards can be effectively implemented in organizations, taking into account various cultural 

and industrial contexts. 

Picture 1.Workflow For Green Compensation and Reward

 
Source: Processed Author 

 

This workflow outlines the systematic steps involved in developing a scholarly review on “Green 

Compensation and Reward.” The process begins with data collection from the Scopus database 

using keywords such as “Green Human Resource Management,” “Green HRM AND Sustainable 

Development,” and “Green Workforce OR Environmental Sustainability,” which yielded 889, 

165, and 266 articles, respectively. This step ensures broad coverage of articles addressing green 

HRM and sustainability-related perspectives. 

Next, articles were filtered based on a publication timeframe from 2014 to 2024 to maintain data 

relevance with current practices and research developments. Following this, selection was refined 

based on the field of study, including only articles within environmental and social sciences, 

resulting in 236 articles. This allowed for a focused examination of sustainability, environmental 

management, and social impact. 

In the subsequent step, only scholarly articles were retained, excluding documents such as books 

and conference proceedings, narrowing the dataset to 189 articles. Articles not written in English 
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were then excluded to ensure global accessibility. Further selection based on source type led to the 

inclusion of only open-access journal articles, producing a final dataset of 76 articles. 

The selected articles were then analyzed using descriptive analysis, data visualization, citation 

analysis, and social network analysis to identify key trends, patterns of findings, and relationships 

among authors or institutions. This selection and analysis process provides a solid foundation to 

support research on “Green Compensation and Reward.” 

Literature Review 

Green compensation and reward practices have gained significant attention in academic literature 

as vital components of Green Human Resource Management (Green HRM). This review aims to 

summarize the key findings regarding the roles and impacts of these mechanisms on organizational 

sustainability and employee behavior. 

Green Compensation and Pro-Environmental Employee Behavior 

Multiple studies emphasize that green compensation can significantly motivate employees to 

engage in pro-environmental behavior. (K, 2024) highlights that compensation designs 

incorporating goal framing have a positive impact in promoting eco-friendly behavior. 

Additionally, (Beck-Krala, 2020) argues that environmentally based rewards can enhance 

ecological awareness among employees, which forms a critical foundation for cultivating pro-

environmental behavior and a work culture that supports sustainable innovation. 

Green rewards have also been shown to provide additional motivation for employees to create 

environmental value in the workplace. For instance, (K, 2024)demonstrated that rewarding 

individuals for their contributions to sustainability strengthens their intrinsic motivation. As a 

result, employees become more proactive in initiating eco-friendly actions, thereby facilitating 

innovation from operational to strategic levels within organizations. 

Integration of Green HRM Practices 

Comprehensive integration of Green HRM practices, including compensation and rewards, has 

yielded significant outcomes in supporting organizational sustainability. (Yong et al., 2019) note 

that green recruitment, training, and rewards collectively foster a work culture that supports 

environmental sustainability while creating space for green innovation within organizations. 

Another study by Performance Analysis (2020) indicates that companies implementing a holistic 

green HRM approach experienced up to a 25% increase in employee engagement, especially when 

such policies were designed innovatively and aligned with environmental strategic goals. 

Moreover, (Beck-Krala, 2020) highlights that green training combined with reward systems can 

enhance employees’ environmental skills and awareness. This is critical in building a workforce 

not only competent in addressing sustainability challenges but also capable of becoming agents of 

innovation for environmental solutions in the workplace. 

Effectiveness of Green Incentives 

Green incentive systems do not only boost employee engagement but also contribute to 

organizational innovation. The Incentives Study (2017) found that employees rewarded for their 

environmental contributions are more likely to develop innovative solutions in their daily work 

practices. These findings align with Environmental Practices (2015), which reports that companies 

with green incentive schemes demonstrate higher levels of innovation compared to those without 

such practices. 

Other studies also suggest that well-designed green incentives can strengthen the relationship 

between organizations and their employees. Multi-Industry Analysis (2016) confirms that 

environmental rewards enhance employee loyalty and serve as the foundation for a stable, 

adaptive, and productive workforce that supports an innovative and sustainable work culture. 
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Case Study: PT Green Energy 

PT Green Energy, a renewable energy company in Indonesia, provides a tangible example of 

successful green reward implementation. Their reward program includes financial and non-

financial incentives for employees who successfully implement innovation-based sustainability 

initiatives. The company’s internal report shows that since the program's launch, employee 

engagement increased by 30%, while energy consumption in production facilities was reduced by 

20% (PT Green Energy Report, 2023). 

The program also includes team-based rewards, where workgroups that develop eco-friendly and 

innovative solutions receive public recognition and additional incentives. This approach not only 

enhances productivity but also strengthens teamwork and fosters a culture of collective innovation, 

as noted by Performance Analysis (2020). 

Challenges in Implementing Green Rewards 

Despite the clear benefits, the implementation of green rewards often encounters several 

challenges. A major challenge is the variation in culture and regulation across countries. According 

to Multi-Industry Analysis (2016), a “one-size-fits-all” approach is often ineffective in achieving 

sustainability goals. The study emphasizes the need to tailor green reward designs to local contexts 

to increase their effectiveness. 

Additionally, (Beck-Krala, 2020) observes that the success of green rewards depends heavily on 

top management support. Without commitment from organizational leaders, the implementation 

of green reward systems tends to be ineffective. Therefore, a strong communication strategy is 

essential to ensure support from all levels of the organization. 

Link Between Green Rewards and Environmental Innovation 

Environmental Practices (2015) reveals that green rewards can act as a catalyst for environmental 

innovation. The study shows that companies incentivizing employees to develop innovative 

sustainability solutions gain a stronger competitive edge. Nevertheless, further research is needed 

to explore the dynamics of the relationship between green rewards and organizational innovation 

across various industry sectors. 

Another success story from PT Green Energy illustrates that green rewards not only improve 

energy efficiency but also significantly stimulate the development of new, innovative technologies. 

This success underscores the substantial potential of green rewards in accelerating organizational 

transformation toward sustainability driven by innovation and internal collaboration. 

Conclusion 

This literature review highlights the importance of green compensation and rewards in advancing 

organizational sustainability. The key findings indicate that these mechanisms not only enhance 

employee engagement and loyalty but also contribute to environmental innovation and operational 

efficiency. However, effective implementation requires a flexible design that is responsive to local 

contexts. 

Further research is needed to explore various aspects of green rewards, including their influence 

on organizational culture and long-term business outcomes. With a deeper understanding of these 

dynamics, organizations can design more impactful and effective green HRM strategies. 

Data Analysis 

Article Distribution by Thematic Category 

Data from the literature review reveal five primary categories related to research on green 

compensation and rewards: 

https://jurnal.ubd.ac.id/index.php/ds
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• Green Compensation and Pro-Environmental Employee Behavior (27.78%): 

Articles in this category explore how green compensation design can motivate employees to 

adopt environmentally friendly behavior (Yong et al., 2019); (Beck-Krala, 2020). 

• Integration of Green HRM Practices (22.22%): 

Studies that highlight the importance of a holistic green HRM approach, including green 

recruitment, training, and rewards (Yong et al., 2019). 

• Green Incentives and Organizational Sustainability (20.00%): 

Focused on incentives that enhance employee engagement and workforce retention 

(Performance Analysis, 2020). 

• Effectiveness of Green Rewards (24.44%): 

Research on how reward systems contribute to increased environmental innovation 

(Environmental Practices, 2015). 

• Challenges in Implementing Green Rewards (16.67%): 

Studies identifying barriers such as cultural differences and management support (Multi-

Industry Analysis, 2016). 

Global Trends in the Implementation of Green Rewards 

Globally, green reward systems are applied through a mix of financial and non-financial 

incentives. Key trends include: 

• Europe: 

Many companies integrate green rewards into CSR initiatives to enhance sustainability image 

and brand positioning. 

• Asia: 

A team-based approach is often employed, focusing on collaborative efforts to achieve 

sustainability goals (Yong et al., 2019). 

• North America: 

Companies tend to favor non-financial rewards such as public recognition or career 

development opportunities as green incentives. 

The Relationship Between Green Rewards and Organizational Performance 

Analysis reveals a positive correlation between green rewards and various dimensions of 

organizational performance: 

• Employee Engagement: 

Green reward programs have been shown to increase employee engagement by up to 30% (PT 

Green Energy Report, 2023). 

• Environmental Innovation: 

Environmentally based incentives encourage the development of innovative sustainability 

solutions (Environmental Practices, 2015). 

• Operational Efficiency: 

Companies implementing green rewards experienced up to a 20% reduction in energy 

consumption (PT Green Energy Report, 2023). 

Key Challenges in Implementation 

The main implementation challenges identified include: 

• Cultural Differences: 

Universal approaches are often ineffective globally. Reward system designs must be adapted 

to align with local values and norms (Multi-Industry Analysis, 2016). 

• Lack of Management Support: 
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Support from top management is a crucial factor for the successful implementation of green 

reward strategies (Beck-Krala, 2020). 

Conclusion of the Analysis 

The data indicate that green rewards play a crucial role in enhancing organizational sustainability 

by improving employee engagement, fostering environmental innovation, and increasing 

operational efficiency. However, the success of such programs largely depends on the flexibility 

of their design and their adaptability to local contexts and organizational culture. Therefore, an 

innovative approach is essential in designing green reward systems to maximize their impact. 

Further research is needed to explore these dynamics in depth and to develop innovation-driven 

practical guidelines for organizations seeking to implement green reward systems effectively and 

sustainably. 

Table 1. Sistematic Literature Review Summary Green Convensation and 

reward 

Article Topic Categories 

Number of 

Articles Percentage 

Green Compensation and Reward Impact 

on Employee Behavior 25 25 

Integration of Green HRM Practices 20 20 

Green Incentives and Organizational 

Sustainability 18 18 

Role of Financial Incentives in 

Environmental Efforts 15 15 

Effectiveness of Green Rewards 22 22 

Source: Processed Author 

 

Table 2. Sistemmatic Literature Review 

 
Source: Processed Author 

 

This horizontal bar chart illustrates the distribution of articles by category in the review of “Green 

Compensation and Reward.” Each category reflects a specific research focus. 

The category with the highest number of articles is “Green Compensation and Reward Impact on 

Employee Behavior” with 25 articles, indicating strong scholarly interest in how green 

compensation influences employee behavior and its potential to promote pro-environmental 

innovation. The “Integration of Green HRM Practices” category follows with 20 articles, 

highlighting the importance of a holistic approach to implementing green HRM that fosters an 

adaptive and innovative organizational ecosystem. 
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Next, the “Green Incentives and Organizational Sustainability” category contains 18 articles, and 

“Effectiveness of Green Rewards” includes 22 articles, both emphasizing the significance of green 

incentives in supporting organizational sustainability and the necessity of assessing the 

effectiveness of rewards in driving operational innovation. The final category, “Role of Financial 

Incentives in Environmental Efforts”, includes 15 articles, showcasing the critical role of financial 

incentives, especially when designed innovatively and tailored to the industrial context. 

Overall, the chart demonstrates the research priorities across various aspects of green 

compensation and rewards, offering insights into well-explored areas and revealing opportunities 

for further research particularly on integrating innovation into green incentive schemes. 

Picture 2. Research Topic Network 

 
Source: Processed Author 

 

This network graph illustrates the conceptual relationships among various topic categories within 

the study of "Green Compensation and Reward." Each node represents a specific research 

category, while the connecting lines indicate thematic associations or collaborative links between 

the topics. 

The node "Integration of Green HRM Practices" is positioned at the center of the network, 

highlighting its role as a key hub connecting other categories. This central placement reflects the 

strong interconnection between the integration of green HRM practices and multiple areas, such 

as "Green Compensation and Reward Impact on Employee Behavior" and "Green Incentives and 

Organizational Sustainability." It also underscores its foundational role in enabling the emergence 

of innovation within sustainable human resource management. 

Other nodes, such as "Effectiveness of Green Rewards" and "Role of Financial Incentives in 

Environmental Efforts," are also linked to several categories. This suggests that both the 

effectiveness of green rewards and the strategic use of financial incentives contribute significantly 

to organizational dynamics and environmental initiatives particularly when designed to stimulate 

behavioral and systemic innovation. 

Overall, the network graph offers valuable insights into how various topics in the field of "Green 

Compensation and Reward" are interconnected, forming a dynamic knowledge ecosystem. These 

findings help researchers identify thematic concentrations, collaborative directions, and future 

research opportunities especially in integrating innovation into effective green reward strategies. 
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Picture 3. Articles Published Over The Years 

 
Source: Processed Author 

 

This chart illustrates the publication trend of articles related to "Green Compensation and Reward" 

from 2010 to 2023. The horizontal axis represents the years, while the vertical axis shows the 

number of articles published. 

A significant increase in the number of publications is evident, particularly after 2015. This trend 

reflects the growing academic interest in the topic, aligned with the global shift toward 

sustainability and environmentally conscious human resource management. The highest number 

of articles appears in the most recent years, indicating that "Green Compensation and Reward" 

has become an increasingly relevant and dynamic topic with strong potential to drive innovation 

in organizational management practices. 

This chart provides insight into how attention to this topic has evolved over time, reflecting 

organizational shifts toward sustainable HRM approaches especially those that integrate 

innovative values into incentive design and green reward strategies. 

Table 3. Number of Documents By Source 

 
Source: Processed Author 

 

This chart displays the distribution of documents by publication source related to the topic of 

"Green Compensation and Reward." The horizontal axis represents the number of documents, 

while the vertical axis lists the names of journals or publication sources. 
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The source with the highest number of documents is Sustainability (Switzerland) with 173 

documents, followed by the Journal of Cleaner Production with 84 documents. Other journals 

such as Corporate Social Responsibility and Environmental Management and Frontiers in 

Psychology also show significant contributions with 47 and 45 documents, respectively. Journals 

like Environmental Science and Pollution Research and Business Strategy and the Environment 

contribute meaningful, though smaller, amounts. 

This chart illustrates that the majority of research related to "Green Compensation and Reward" 

is published in journals focusing on sustainability, environmental management, and social 

responsibility areas closely aligned with the spirit of innovation in organizational transformation. 

It underscores the growing relevance and urgency of this research in supporting global 

sustainability efforts, and highlights the need for innovative approaches in designing 

environmentally conscious and impactful HR policies. 

Picture 4. Annual Scientific Production 

 
Source: Processed Author 

 

This chart presents the annual trend of scientific output on the topic of "Green Compensation and 

Reward" from 2016 to 2024. The horizontal axis represents the years, while the vertical axis 

indicates the number of articles published. 

In the early part of the period, the number of publications remained low, with a noticeable dip in 

2017. However, from 2018 onward, there was a consistent increase in the number of articles, 

reflecting growing academic attention to the topic. A sharp rise is observed between 2022 and 

2024, peaking in 2024 with more than 20 articles addressing Green Compensation and Reward in 

various contexts. 

This chart reflects a positive trend, demonstrating that "Green Compensation and Reward" has 

become an increasingly relevant and strategic research area especially in the context of 

sustainability and environmentally responsible human resource management. The rise also 

highlights the growing need to further explore green reward strategies that are not only effective 

but also innovatively designed, supporting long-term organizational goals in cultivating an 

adaptive and transformative sustainability culture. 
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Picture 5. Sources Production Over Time 

 
Source: Processed Author 

 

This chart illustrates the cumulative production of articles from various journal sources related to 

the topic of "Green Compensation and Reward" over the period from 2016 to 2024. The horizontal 

axis represents the years, while the vertical axis shows the cumulative number of published 

articles. 

The journal Sustainability (Switzerland) shows the most significant article output, with a sharply 

rising trend compared to other journals. This indicates that it has become a leading platform for 

research on sustainability, green compensation, and the promotion of innovation in human 

resource management. 

Other journals, such as the Journal of Cleaner Production and Business Strategy and the 

Environment, show steady contributions with gradual increases over time, supporting the 

consistent development of academic discourse on sustainability and strategic organizational 

innovation. Meanwhile, journals like Cogent Business and Management and Uncertain Supply 

Chain Management display more moderate trends, reflecting a more focused interest in specific 

aspects such as business process efficiency and innovation. 

This chart provides a clear overview of how different journals contribute to the literature on "Green 

Compensation and Reward," reflecting a diversity of focus areas, methodological approaches, and 

research intensity across various disciplines supporting sustainability, innovation, and 

environmentally conscious human resource management. 

Picture 6. Author Production Over Time Green Cmpesation and Reward 

 
Source: Processed Author 
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This chart displays the cumulative article production by various authors contributing to the topic 

of "Green Compensation and Reward" from 2016 to 2024. The horizontal axis represents the years, 

while the vertical axis shows the cumulative number of articles published by each author. 

Charbel J.C. Jabbour stands out with the highest number of publications, indicating his significant 

contribution to the literature, particularly in developing innovation-driven sustainability 

approaches within human resource management. He is followed by Douglas W.S. Renwick and 

Ana Beatriz Lopes De Sousa Jabbour, both of whom exhibit a steadily increasing trend in their 

article production over the years. 

Other authors, such as Farooq Ahmad and Yunita Kandhasa Akbar, have shown a rise in 

contributions in recent years, reflecting a growing interest in Green Compensation and Reward, 

especially in the context of strategic innovation and green organizational practices. Similar upward 

trends are observed in the works of Subramaniam Ananthram and Edyta Bombiak, whose 

contributions have become increasingly visible toward 2024. 

This chart offers insight into the publication patterns of individual researchers in the field of Green 

Compensation and Reward, reflecting their interest, dedication, and active roles in advancing the 

discourse on sustainability strategies, green rewards, and the integration of innovative values in 

environmentally oriented human resource management. 

Picture 7. Green Compensation and Rewaard 

 
Source: Processed Author 

 

This word cloud represents the key terms that frequently appear in the discourse on "Green 

Compensation and Reward." The size of each word reflects its frequency or relevance within the 

systematically analyzed literature. 

Dominant terms such as "green," "environmental," and "compensation" highlight the core focus 

on sustainability, environmental management, and reward systems that support eco-friendly 

practices. The words "reward" and "sustainability" also appear prominently, indicating the 

strategic role of green rewards in advancing organizational sustainability goals. 

Interestingly, terms like "innovation," "resource," "human," and "incentives" appear in relatively 

large sizes, reflecting the importance of human resource management that is not only sustainable 

but also innovation-driven. Words such as "carbon," "renewable," and "protection" suggest a close 

connection to environmental policies and initiatives, while terms like "motivation" and "benefits" 

emphasize the impact of green compensation on employee satisfaction and engagement. 

Overall, this word cloud provides a rich visual overview of the key elements in the discourse on 

Green Compensation and Reward, and underscores the relevance of green reward approaches that 

integrate innovation, sustainability, and human resource-based organizational strategies. 
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Results and Discussion 

Research Findings 

This study highlights the role of green compensation and rewards in promoting organizational 

sustainability through improved employee engagement, environmental innovation, and operational 

efficiency. The following are the key findings: 

1. Impact of Green Compensation on Pro-Environmental Employee Behavior 

Effective green compensation design can significantly enhance employees' pro-environmental 

behavior. For example, (Yong et al., 2019) demonstrate that goal framing in reward systems 

positively impacts employees' motivation to initiate eco-friendly actions and fosters innovation in 

daily work practices. This is supported by (Beck-Krala, 2020), who notes that environmentally-

based rewards can elevate ecological awareness among the workforce—forming a crucial 

foundation for sustainable and innovative behavior in the workplace. 

2. Effectiveness of Green Rewards in Driving Innovation 

Green rewards play a key role in fostering a culture of innovation within organizations. According 

to Environmental Practices (2015), organizations that implement green reward systems exhibit 

higher levels of innovation, particularly in developing solutions to sustainability challenges. These 

rewards function not just as incentives but as catalysts for generating innovative ideas aligned with 

the organization’s environmental mission. 

For instance, PT Green Energy reported a 20% increase in innovative ideas since the launch of its 

green reward program (PT Green Energy Report, 2023). This underscores that a well-designed 

green reward strategy can drive employee participation in creating transformative and sustainable 

solutions. 

3. Enhancing Employee Engagement and Loyalty 

Green incentives not only boost motivation but also foster deeper employee engagement. 

Performance Analysis (2020) recorded a 30% increase in engagement in companies adopting green 

rewards. Additionally, Multi-Industry Analysis (2016) found that employee loyalty rises 

significantly when reward systems align with sustainability goals. These insights reinforce the role 

of green rewards in strengthening emotional and professional commitment to the organization. 

4. Operational Efficiency and Energy Reduction 

The implementation of green rewards has been proven to improve operational efficiency while 

nurturing a culture of innovation. At PT Green Energy, energy consumption in production facilities 

decreased by 20%, driven by sustainability initiatives sparked by the reward program (PT Green 

Energy Report, 2023). This demonstrates that green rewards not only influence individual behavior 

but also contribute to achieving significant operational outcomes through employee-driven 

innovative solutions. 

5. Challenges in Implementing Green Reward Systems 

Several challenges hinder the successful implementation of green rewards. These include cultural 

differences and lack of top management support. Multi-Industry Analysis (2016) stresses the need 

to tailor reward designs to local contexts to ensure optimal results and maintain relevance across 

diverse organizational settings. Furthermore, (Beck-Krala, 2020) emphasizes that without 

commitment from senior leadership, green reward programs are likely to be ineffective—

especially in building an ecosystem that supports sustainable innovation and long-term employee 

engagement. 

In summary, the research findings affirm that green compensation and reward mechanisms are 

powerful tools to align employee behavior with sustainability objectives. Their strategic design 

and adaptive implementation are essential in maximizing their impact on innovation, engagement, 
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and operational excellence. However, success requires not only well-crafted policies but also 

cultural alignment and leadership support to create a sustainable and innovation-driven workplace. 

Discussion 

1. Green Compensation as a Strategic Tool for Sustainability 

Green compensation holds significant potential as a strategic instrument in implementing green 

HRM. This study reveals that well designed rewards not only motivate employees to actively 

participate in sustainability initiatives such as energy reduction but also stimulate the development 

of innovative and sustainable solutions in the workplace. These findings align with intrinsic 

motivation theory, which posits that employees are more motivated when rewards align with their 

personal values and environmental commitments (Yong et al., 2019). Thus, green compensation 

functions not merely as an incentive but as a catalyst for behavioral and process innovation within 

organizations. 

2. Case Study: Implementing Green Rewards at PT Green Energy 

PT Green Energy, a renewable energy company in Indonesia, has successfully used green rewards 

as a strategic tool to promote sustainability. The program consists of two main components: 

financial and non-financial rewards. 

• Financial Rewards: The company provides annual bonuses to employees who propose and 

implement eco-friendly solutions at work. For instance, in 2022, the production team 

introduced a solar-powered lighting system that reduced energy consumption by 15% and 

significantly lowered operational costs demonstrating how green initiatives can lead to cost 

savings and innovation. 

• Non-Financial Rewards: PT Green Energy also recognizes excellence through the annual 

“Green Innovator” award. In 2023, this was awarded to an R&D team that developed a process 

to convert production waste into alternative fuel. The team was additionally sponsored to 

attend an international sustainability conference, reinforcing their contribution and 

professional growth. 

This dual-reward strategy has led to a 30% increase in employee engagement and a 20% reduction 

in energy consumption over the past three years (PT Green Energy Report, 2023). 

• Team-Based Approach: The program also promotes cross-departmental collaboration. In 2023, 

a joint team from logistics, operations, and HR designed an electric-powered internal 

transportation system reducing carbon emissions while enhancing distribution efficiency. 

3. Link Between Green Rewards and Organizational Performance 

Green rewards not only influence individual behavior but also enhance overall organizational 

performance. PT Green Energy exemplifies how a holistic reward system blending financial and 

non-financial incentives can lead to operational efficiency and elevate the company’s reputation 

as a sustainability and innovation leader in the energy sector. These results support the importance 

of embedding innovative values in reward design to create long-term, systemic impact 

(Environmental Practices, 2015). 

4. The Role of Innovation in Enhancing Sustainability 

Innovation is central to the successful implementation of green rewards. This research shows that 

organizations that reward innovative ideas tend to be more adaptive to changing environmental 

regulations and evolving market demands. PT Green Energy, for example, adopted a team-based 

reward system to foster collaboration in energy-saving technologies. This approach has led to 

increased creativity and innovation while producing measurable improvements in operational 

efficiency (PT Green Energy Report, 2023). 

5. Implementation Challenges and Proposed Solutions 
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Implementing green rewards is not without challenges. Key barriers include cultural differences 

and lack of top management support. Multi-Industry Analysis (2016) recommends a contextual 

design approach that takes local values into account to ensure program relevance and effectiveness. 

Furthermore, Beck-Krala (2020) suggests that effective communication and leadership training are 

essential for cultivating management commitment especially when delivered in participatory and 

innovative formats, such as interactive workshops or co-creation sessions involving both leaders 

and employees. 

6. Recommendations for Future Practice 

a.  Contextual Design 

Tailor green reward systems to the specific cultural norms, needs, and values of each 

organization. This approach fosters innovative designs that are adaptable across different 

industries and geographical contexts. 

b.  Impact Measurement 

Develop clear, measurable indicators to evaluate the effectiveness of green rewards such as 

energy efficiency improvements, employee innovation metrics, and workforce loyalty and 

retention rates. 

c.  Management Support 

Increase awareness and commitment among senior leadership by offering training programs, 

sharing empirical evidence, and presenting successful case studies of organizations that have 

effectively integrated innovation-based rewards into their sustainability strategies. 

In summary, green rewards are not just motivational tools; they are strategic mechanisms 

capable of transforming organizational culture, boosting innovation, and driving long-term 

sustainability when designed with contextual sensitivity and supported by leadership 

commitment. 

 

Research Gaps 

Although research on green compensation and rewards has grown significantly, there remain 

several areas that require further exploration to achieve a more comprehensive understanding. The 

following are two primary gaps identified in the literature: 

1. Cultural and Regional Contexts 

Most existing studies on green compensation and rewards are concentrated in specific 

regionsparticularly in developed countries such as the United States and Western Europe (Beck-

Krala, 2020; Environmental Practices, 2015). Research that addresses cultural contexts in 

developing countries, such as Indonesia or other Southeast Asian nations, remains relatively 

scarce. However, local cultural values can significantly influence the effectiveness and perception 

of green rewards, including how well employees accept innovative approaches to incentive 

systems and sustainability practices. 

Thus, there is a pressing need for future research that not only expands geographic coverage but 

also explores how the integration of local cultural values and innovation can support more relevant, 

adaptive, and impactful implementation of green rewards in developing regions. 

2. Long-Term Impact Measurement 

Current research largely focuses on the short-term impacts of green rewards, such as increases in 

employee engagement or reductions in energy consumption. However, there is still limited work 

that comprehensively evaluates the long-term impact of these reward systems on overall 

organizational performance including financial sustainability and product innovation 
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(Performance Analysis, 2020). Yet, understanding the long-term contribution of green rewards is 

critical for assessing their strategic value in building resilient and adaptive organizations. 

Further research is needed to explore how green reward systems can act as drivers of strategic 

innovation and support long-term organizational sustainability spanning capabilities development, 

employee retention, and the transformation of sustainable business models. 

By addressing these two research gaps, scholars and practitioners alike can gain deeper insights 

into designing and implementing green compensation systems that are not only effective but also 

culturally relevant and strategically sustainable across diverse organizational and regional 

contexts. 

Conclusion 

The identification of research gaps highlights an urgent need to further explore cultural dimensions 

and the long-term impact measurement of green reward systems. By addressing these gaps, future 

research can offer more comprehensive and contextual insights to support the effective and 

innovation-driven implementation of green rewards. 

The analysis of findings demonstrates that green compensation and rewards have a significant 

positive impact on employees’ pro-environmental behavior and overall organizational 

sustainability. By overcoming implementation challenges through context-sensitive approaches 

and strong managerial support, organizations can fully leverage green rewards as internal catalysts 

for innovation to achieve their strategic sustainability goals. 

Further research is needed to examine these dynamics across sectors and regions, and to develop 

adaptive, participatory, and innovative implementation models that will strengthen Green HRM 

practices amid the ongoing global sustainability transition. 

Research Limitations 

This study has several limitations that may affect the generalizability of its findings and offer 

valuable opportunities for future research. The main limitations identified are as follows: 

1. Limited Geographical Coverage 

Most of the data and literature analyzed in this study originate from research conducted in 

developed countries such as the United States and Western Europe. The cultural and regulatory 

contexts of developing nations such as Indonesia or other Southeast Asian countries are 

underrepresented. This limits the applicability of the findings to regions with different cultural, 

economic, and institutional characteristics. 

2. Reliance on Secondary Literature 

As a systematic literature review, this study is based entirely on secondary data. The absence of 

primary data such as interviews or surveys with practitioners of green HRM reduces the depth of 

analysis regarding the practical implementation of green reward systems within real organizational 

contexts. 

3. Lack of Quantitative Assessment 

Most findings in this study are derived from thematic and narrative analysis, without in-depth 

quantitative evaluation. This limits the ability to statistically measure causal relationships between 

green rewards and their impact on organizational performance or employee behavior. 

4. Dependence on Generalist Studies 

Many of the analyzed studies take a generalist perspective and do not address the specific 

challenges faced by individual industry sectors. However, industries such as manufacturing, 

technology, and services each have unique needs and barriers when adopting green reward systems 

making sector-specific insights essential. 

5. Unmeasured Long-Term Impact 
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This study does not include a long-term evaluation of green reward systems such as their influence 

on financial sustainability, product innovation, or broader social impacts. These long-term 

dimensions are critical for understanding the strategic role of green rewards and should be 

prioritized in future research. 

By acknowledging these limitations, future studies can be better positioned to build more robust, 

context-sensitive, and empirically grounded frameworks for the development and implementation 

of green compensation and reward strategies. 

 

Discussion 

1. Implications of the Research Findings 

This study underscores the importance of green compensation and reward systems as integral 

components of green HRM strategies to support organizational sustainability. The findings 

indicate that green rewards not only enhance employee engagement but also foster innovation and 

operational efficiency. For instance, PT Green Energy offers empirical evidence that this approach 

can result in up to 30% increases in engagement and significant reductions in energy consumption. 

These implications are highly relevant for organizations aiming to build not just a sustainability-

oriented workplace, but also a culture of continuous innovation. 

Additionally, the study emphasizes the necessity of a holistic approach to implementing green 

rewards. By integrating elements such as green recruitment, green training, and innovatively 

designed incentives, organizations can develop a more cohesive and long-term sustainability 

strategy. This aligns with findings by (Yong et al., 2019), who assert that a holistic framework 

significantly increases the success rate of green HRM initiatives in modern, sustainability-driven 

organizations. 

2. Global Relevance of the Findings 

While the findings are insightful, geographical limitations must be acknowledged. Effective green 

reward systems in developed countries (e.g., the U.S. and Western Europe) may not directly 

translate to developing contexts such as Indonesia. Multi-Industry Analysis (2016) cautions 

against a “one-size-fits-all” approach, reinforcing the need to customize reward designs based on 

local cultural values and regulatory frameworks to ensure relevance and effectiveness in diverse 

settings. 

3. Limitations and Their Impact on Findings 

As a literature-based study, this research lacks primary data collection, limiting deeper insight into 

practical implementation challenges. The reliance on secondary sources constrains the ability to 

understand contextual nuances, especially where innovation and local adaptation are critical. 

Furthermore, the absence of quantitative analysis restricts the ability to statistically assess causal 

relationships between green rewards and organizational performance metrics, such as operational 

efficiency, employee loyalty, or internal innovation rates. 

To overcome these constraints, future research should adopt mixed-method approaches that 

integrate both qualitative and quantitative data. This would enhance the validity of findings and 

offer more actionable insights on how to innovatively implement green rewards across different 

sectors and cultural settings. 

4. Recommendations for Future Research 

The study identifies several key areas for further exploration: 

• Long-Term Impact: There is a need for longitudinal studies that evaluate the financial 

sustainability and product innovation outcomes of green rewards. 
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• Technology Integration: Exploring how digital technologies can support the transparency, 

tracking, and efficiency of green reward systems may offer valuable solutions for scalable 

implementation. 

• Sectoral Contexts: Industry-specific research (e.g., in manufacturing or services) is 

essential to uncover the unique barriers and enablers of green rewards in distinct 

organizational environments. 

5. Practical Applications 

Organizations can draw practical lessons from this study to enhance their green reward strategies. 

For example, PT Green Energy illustrates how a combination of financial and non-financial 

incentives can effectively motivate employees to pursue environmental initiatives. Moreover, 

team-based rewards have been shown to foster cross-departmental collaboration, ultimately 

boosting both operational efficiency and innovation. These strategies offer replicable models for 

other organizations seeking to align employee motivation with sustainability goals. 

In conclusion, this discussion affirms the strategic role of green rewards in shaping sustainable and 

innovative organizational practices. When designed and implemented with attention to context, 

culture, and long-term impact, green compensation systems can serve as powerful drivers of 

transformation in the era of global sustainability. 
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