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Abstract

With the global shift towards sustainability and the rapid evolution of the Blue Economy,
human resource management has begun to take on new dimensions, giving rise to the concept
of Blue Human Resource Management (Blue HRM). This study delves into a conceptual
framework that connects Blue HRM practices with enhanced organizational performance. Blue
HRM incorporates sustainable HR strategies—such as environmentally responsible
recruitment, capacity development tailored for marine and coastal industries, employee
involvement in ecological stewardship, and training for green innovation—into broader
organizational objectives. Grounded in strategic human resource management, systems theory,
and sustainability perspectives, the framework positions Blue HRM as a catalyst for
innovation, resilience, and long-term competitiveness in organizations engaged with or
oriented toward the Blue Economy. The paper argues that Blue HRM contributes to
organizational performance not only through financial outcomes but also by enhancing
ecological responsibility, employee well-being, and corporate reputation. It highlights
potential mediating factors such as organizational culture, leadership style, and policy
support, while underscoring barriers including limited awareness and weak institutional
frameworks in developing economies. By presenting this conceptual model, the study provides
scholars, managers, and policymakers with a foundation for integrating HRM practices into
sustainable development and for advancing empirical investigations on the role of HRM in the
Blue Economy.
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Introduction

In recent years, the concept of sustainability has moved beyond environmental studies into
mainstream management discourse, influencing corporate strategy, organizational culture, and
human resource management (Jabbour & Renwick, 2020). The emergence of the Blue
Economy a framework that promotes sustainable use of ocean and marine resources for
economic growth, improved livelihoods, and ecosystem preservation—has further expanded
the debate on the role of organizations in advancing sustainable development (World Bank,
2017; Silver et al., 2015). Within this context, the concept of Blue Human Resource
Management (Blue HRM) is gaining attention as a strategic approach to align organizational
workforce practices with the goals of sustainability, environmental stewardship, and long-term
competitiveness.

Traditional human resource management (HRM) has largely focused on recruitment, training,
performance management, and employee relations aimed at achieving organizational
effectiveness (Armstrong & Taylor, 2020). However, the growing pressures of globalization,
climate change, and environmental degradation demand a shift from conventional HRM to
more sustainable and context-specific practices. Blue HRM extends the logic of Green HRM
(Renwick, D. W., Redman, T., & Maguire, S. 2013; Jabbour & Santos, 2008) into the sphere
of the Blue Economy by emphasizing workforce strategies that foster marine conservation,
sustainable resource management, and eco-innovation. For example, organizations in sectors
such as fisheries, maritime transport, renewable ocean energy, and coastal tourism require
HRM practices that not only develop technical competencies but also instill values of
environmental responsibility and social inclusiveness (Voyer, M., Quirk, G., Mcllgorm, A., &
Azmi, K. 2018).

From a strategic management perspective, Blue HRM plays a dual role: it equips organizations
with the human capital necessary to compete in the emerging blue economy space, while also
contributing to the achievement of the United Nations Sustainable Development Goals
(SDGs)—particularly SDG 8 (Decent Work and Economic Growth), SDG 13 (Climate Action),
and SDG 14 (Life Below Water) (United Nations, 2015). By embedding sustainability
principles into recruitment, training, performance evaluation, and employee engagement, Blue
HRM enhances not only ecological and social outcomes but also organizational performance
through cost savings, innovation, and improved stakeholder legitimacy (Renwick et al., 2016;
Jackson et al., 2011).

Organizational performance is no longer measured solely by financial metrics but increasingly
by a triple bottom line approach profit, people, and planet (Elkington, 1997). In this sense, Blue
HRM provides a conceptual bridge between workforce management and sustainability-driven
organizational outcomes. Scholars argue that HRM has the potential to act as a change agent
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in promoting sustainable business models, yet there remains a gap in literature regarding how
HRM can specifically support the Blue Economy and its associated industries (Kramar, 2014;
Guerci & Carollo, 2016).

Against this backdrop, this paper develops a conceptual framework linking Blue Human
Resource Management and organizational performance. The framework emphasizes the role
of HRM practices in fostering innovation, resilience, and competitive advantage for
organizations operating in or aligned with the Blue Economy. It contributes to both theory and
practice by advancing HRM scholarship into the underexplored domain of the Blue Economy,
while offering managers and policymakers actionable insights into designing HR systems that
drive both organizational excellence and environmental sustainability.

The contemporary business environment is increasingly shaped by the pressures of climate
change, environmental degradation, and the global call for sustainability. Organizations are
compelled not only to pursue profitability but also to align their operations with sustainable
development imperatives (Elkington, 1997; Jackson et al., 2011). This paradigm shift is most
visible in emerging frameworks such as the Blue Economy, which emphasizes the sustainable
use of marine and ocean resources to generate economic growth, social inclusion, and
ecological preservation (World Bank, 2017; Voyer et al., 2018). However, while significant
attention has been devoted to the technological, financial, and policy dimensions of the Blue
Economy, there remains a conspicuous neglect of the human resource dimension that underpins
organizational transformation toward sustainability.

Traditional Human Resource Management (HRM) has focused on efficiency, cost reduction,
and workforce productivity (Armstrong & Taylor, 2020). Although the rise of Green HRM has
introduced environmentally friendly practices into organizational strategy (Renwick et al.,
2013; Jabbour & Renwick, 2020), these practices are still predominantly anchored on terrestrial
industries such as manufacturing, energy, and construction. The unique workforce challenges
and sustainability needs of the Blue Economy such as managing marine-based industries,
coastal communities, fisheries, maritime logistics, renewable ocean energy, and eco-tourism
remain underexplored. This gap raises concerns about whether organizations are adequately
equipped, from an HRM standpoint, to harness the opportunities and manage the risks
associated with the Blue Economy.

Moreover, evidence suggests that HRM plays a critical role in shaping organizational
sustainability outcomes by influencing recruitment, training, performance management,
employee engagement, and organizational culture (Kramar, 2014; Guerci & Carollo, 2016).
Yet, in many developing contexts such as Nigeria and other Sub-Saharan African nations,
organizational strategies rarely integrate HRM into sustainability or Blue Economy initiatives
(Onyango, 2021). The lack of clear frameworks and empirical studies linking Blue HRM
practices to organizational performance has resulted in a theoretical and practical vacuum.
Organizations continue to adopt piecemeal HR practices that do not fully align with the long-
term objectives of sustainability, resilience, and innovation required for the Blue Economy.
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Another pressing concern is that organizational performance is still predominantly assessed
using financial metrics, whereas modern enterprises are increasingly expected to demonstrate
commitment to the triple bottom line of profit, people, and planet (Elkington, 1997). Without
a conceptual framework that connects Blue HRM to holistic measures of performance,
organizations risk underestimating the strategic role of human capital in driving sustainability
outcomes. Consequently, managers lack the necessary tools to design HR policies that
simultaneously improve workforce productivity, foster environmental stewardship, and
enhance corporate legitimacy in a sustainability-driven global market.

Therefore, the problem this paper seeks to address is the absence of a coherent conceptual
framework that links Blue Human Resource Management practices to organizational
performance. This gap in literature and practice hinders both academic understanding and
managerial application of HRM in the context of the Blue Economy. By developing such a
framework, this study responds to the need for an integrated approach that redefines HRM as
a catalyst for organizational sustainability, resilience, and competitiveness in the emerging
Blue Economy.

The primary objective of this study is to develop a conceptual framework that links Blue
Human Resource Management (Blue HRM) practices to organizational performance,
particularly within the context of sustainability and the Blue Economy.

Specifically, the study seeks to:
1. Examine the conceptual foundations and principles of Blue Human Resource Management.

2. Identify the specific HRM practices (e.g., recruitment, training, employee engagement,
performance appraisal) that can be adapted to support Blue Economy goals.

3. Analyze the mediating and moderating factors (such as organizational culture, leadership,
and policy environment) that influence the relationship between Blue HRM and organizational
performance.

4. Develop a conceptual framework that illustrates how Blue HRM practices can drive
organizational performance in terms of profitability, sustainability, employee well-being, and
corporate legitimacy.

5. Highlight the theoretical and practical implications of adopting Blue HRM for organizations,
policymakers, and scholars.

To achieve the above objectives, the study is guided by the following research questions:
1. What are the defining characteristics and principles of Blue Human Resource Management?

2. Which HRM practices are most relevant for supporting organizational alignment with the
Blue Economy and sustainability objectives?

3. How does Blue HRM influence organizational performance, particularly in relation to the
triple bottom line (profit, people, and planet)?
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4. What organizational factors (e.g., leadership, culture, policy frameworks) mediate or
moderate the relationship between Blue HRM and performance outcomes?

5. How can a conceptual framework be developed to link Blue HRM practices with
organizational performance, and what are its implications for theory and practice?

Conceptual Clarification

A conceptual framework requires a clear understanding of the core terms and constructs around
which the study is built. The concepts of Blue Economy, Human Resource Management
(HRM), Green HRM, Blue Human Resource Management (Blue HRM), and Organizational
Performance are central to this study.

Human Resource Management (HRM)

Human Resource Management refers to the systematic process of recruiting, developing,
motivating, and retaining an organization’s workforce to achieve strategic goals (Armstrong &
Taylor, 2020). HRM traditionally emphasizes efficiency, productivity, and employee relations
as tools for organizational performance. Over time, HRM has evolved from being purely
administrative to becoming a strategic partner in shaping organizational sustainability and
competitiveness (Boxall & Purcell, 2016).

Green Human Resource Management (Green HRM)

Green HRM emerged as a response to global concerns about climate change, environmental
degradation, and corporate social responsibility. It involves adopting HR practices that promote
environmental sustainability, such as eco-conscious recruitment, green training, performance
appraisal linked to environmental goals, and employee involvement in sustainability initiatives
(Renwick et al., 2013; Jabbour & Renwick, 2020). While Green HRM focuses primarily on
terrestrial industries and environmental management, it provides the foundation upon which
Blue HRM builds.

Blue Economy

The Blue Economy is defined as the sustainable use of ocean, seas, and marine resources to
foster economic growth, improve livelihoods, and ensure environmental sustainability (World
Bank, 2017). It encompasses a wide range of sectors, including fisheries, aquaculture, marine
transport, coastal tourism, offshore renewable energy, and biotechnology (Voyer, M., Quirk,
G., Mcllgorm, A., & Azmi, K. (2018). The Blue Economy emphasizes inclusive growth and
the preservation of marine ecosystems, aligning with global sustainable development priorities
such as SDG 14 (Life Below Water).

Blue Human Resource Management (Blue HRM)

Blue HRM is an emerging concept that extends the principles of Green HRM into the context
of the Blue Economy. It refers to the design and implementation of HR practices that support
organizational sustainability goals specific to marine and ocean-based industries. This includes

International Journal of Education, Management Sciences and Professional Studies (IJEMPS) 546


https://journals.iempsglobal.org/index.php/IJEMPS

International Journal of Education, Management Sciences and Professional Studies (IJJEMPS)
Vol. 1 Issue 2 (AS) PRINT ISSN:3115-5065 | | E-ISSN:3115-5545
URL: https://journals.iempsglobal.org/index.php/IJEMPS

eco-conscious recruitment of professionals skilled in marine conservation, training employees
in sustainable resource management, aligning performance appraisal with sustainability
outcomes, and fostering a culture of innovation and environmental responsibility (Onyango,
2021; Guerci & Carollo, 2016).

In essence, Blue HRM integrates workforce development and organizational strategy with the
goals of the Blue Economy, ensuring that human capital is leveraged to drive ecological
stewardship, social inclusiveness, and long-term competitiveness.

Organizational Performance

Organizational performance traditionally refers to the achievement of financial goals such as
profitability, market share, and productivity. However, in the context of sustainability,
performance is increasingly evaluated using the Triple Bottom Line (TBL) framework profit,
people, and planet (Elkington, 1997). This broader view of performance requires organizations
to measure not only financial outcomes but also their social contributions (employee well-
being, community impact) and environmental responsibility (resource efficiency, waste
reduction, ecosystem preservation).

Blue HRM and Organizational Performance

The nexus between Blue HRM and organizational performance lies in the ability of HRM
practices to align employee behaviors, skills, and values with sustainability goals. Through
eco-conscious recruitment, continuous training, employee engagement in sustainability, and
culture building, Blue HRM can:

a. Enhance financial performance by reducing waste and resource costs.

b. Improve social performance by fostering employee well-being, inclusiveness, and skill
development.

c. Strengthen environmental performance by aligning workforce behavior with
sustainability and conservation goals.

This integration positions Blue HRM not just as a support function but as a strategic enabler of
sustainable organizational performance in the era of the Blue Economy.

Review of Related Literature
HRM to Sustainable/Green HRM: The Antecedents of Blue HRM

Human Resource Management (HRM) has evolved from an administrative function to a
strategic partner that shapes firm capabilities and competitive advantage (Armstrong & Taylor,
2020; Boxall & Purcell, 2016). As environmental pressures intensified, Sustainable HRM and
Green HRM (GHRM) emerged to integrate environmental stewardship into workforce
systems—recruitment, training, performance appraisal, rewards, involvement, and leadership
development (Daily & Huang, 2001; Renwick, Redman & Maguire, 2013; Jabbour & Renwick,
2020).
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These streams establish the conceptual scaffolding for Blue HRM, which adapts sustainability-
oriented people practices to ocean-linked sectors (fisheries, ports/maritime logistics, offshore
energy, coastal tourism, marine biotech) and to organizations that align with SDG-14 and
broader blue-growth agendas (World Bank, 2017; Voyer et al., 2018). Blue HRM extends
GHRM by emphasizing marine ecosystem literacy, ocean safety and compliance, sea-specific
risk management, and skills for circular, low-carbon operations in coastal and marine value
chains.

Blue Economy Capabilities and the HRM Imperative

The Blue Economy frames oceans as engines of sustainable growth, provided ecological limits
are respected (World Bank, 2017). Delivering this promise requires a distinctive capability set:
maritime safety culture, environmental compliance, low-carbon operations, marine spatial
awareness, and community stewardship with coastal livelihoods (Silver et al., 2015; Voyer et
al., 2018). HRM is pivotal for building these capabilities—via competency-based hiring (e.g.,
STCW-aligned qualifications), targeted training (oil-spill response, ballast-water management,
waste minimization at ports), and performance systems that reward eco-innovation and
compliance.

What Counts as “Blue HRM”? Core Practices and Mechanisms

Drawing from GHRM and sustainability scholarship, Blue HRM comprises mutually
reinforcing practices:

Eco-conscious recruitment & selection: hiring for marine/sustainability competencies and
safety mindsets.

Training & development: ocean literacy, environmental compliance, emergency response,
resource efficiency, and circularity skills.

Performance management & rewards: KPIs tied to environmental targets (e.g., fuel
efficiency, waste reduction, spill-free operations), with recognition and incentives for pro-
environmental behaviors.

Employee involvement & voice: blue “Kaizen” teams, green/blue suggestion schemes, cross-
functional problem-solving on spills, waste, or habitat impacts.

Culture & leadership: transformational/ethical leadership that models safety, conservation,
and community respect; building a just culture for incident reporting.

Knowledge management: codifying lessons from near-misses, audits, and environmental
incidents; diffusing best practices across fleets/sites.

Mechanistically, these practices shape individual behaviors (pro-environmental actions,
safety compliance, innovation), which aggregate into process improvements (reduced
waste/energy intensity) and, ultimately, organizational performance on the triple bottom line.
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Empirical Evidence: What We Know (and Can Transfer)
Evidence from Green/Sustainable HRM (transferable to Blue HRM)

Although direct Blue HRM studies are scarce, a substantial empirical base shows that
sustainability-oriented HR practices correlate with desirable outcomes:

Employee green behaviors & psychological mechanisms. Studies show GHRM enhances pro-
environmental behavior and organizational citizenship via green motivation, self-efficacy, and
psychological green climate (Jackson, Renwick, Jabbour & Muller-Camen, 2011; Dumont,
Shen & Deng, 2017).

Environmental & operational performance. GHRM bundles (green training, appraisal,
incentives, and involvement) associate with lower waste/emissions and improved resource
efficiency across manufacturing, energy, and hospitality contexts (Renwick et al., 2013;
Jabbour & Renwick, 2020).

Financial/market outcomes. Sustainability-aligned HR 1is linked (often indirectly) to
productivity and reputation advantages, supporting the Resource-Based View that people
systems create hard-to-imitate capabilities (Kramar, 2014; Guerci & Carollo, 2016).

Mediators/moderators. Leadership and organizational culture frequently mediate/moderate the
HR-—performance link; regulation and stakeholder pressure strengthen effects by raising the
salience of sustainability goals (Guerci & Carollo, 2016; Renwick et al., 2013).

Implication for Blue HRM: The same pathways (capability building — behavior — process
performance — organizational outcomes) should operate in marine settings, with additional
salience of safety, compliance, and community legitimacy.

Evidence in Ocean-Linked/Coastal Sectors (emergent but growing)
Direct Blue-sector HR studies are limited, yet adjacent empirical work is informative:

Ports and maritime logistics. Research on sustainable ports reports performance benefits from
workforce upskilling in energy management, digitization, and environmental compliance,
alongside employee engagement in waste and emissions initiatives—suggesting HR-led
capability building underpins port sustainability programs.

Offshore energy & shipping. Studies highlight how safety culture, competence management,
and incident-learning systems reduce operational and environmental risk—classic HRM levers
with environmental payoffs. Coastal tourism & fisheries. Community engagement,
conservation education, and responsible-tourism training are linked to improved environmental
practices and destination competitiveness, indicating HR-enabled culture change can yield dual
ecological-economic gains.

Conclusion: While not always labeled “Blue HRM,” these findings show that HR practices are
consequential for environmental and operational outcomes in blue-economy domains.
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HRM, Culture, and Leadership as Levers in Blue Contexts

The behavioral route (skills, motivation, opportunities to act) and the climate/culture route
(shared values, norms, and perceived priorities) are repeatedly identified as the channels
through which sustainability-oriented HRM affects outcomes (Jackson et al., 2011; Renwick
et al.,, 2013). In blue settings—where incidents can be high-impact—transformational and
ethical leadership amplify these effects by legitimizing environmental goals; just culture
principles encourage reporting and learning; and employee voice mechanisms help surface
operational eco-innovations. These social processes are critical to embed practices beyond
compliance into everyday routines at sea and shore.

Blue HRM — Organizational Performance: Outcomes and the TBL
Organizational performance is broadened under the triple bottom line (TBL) (Elkington, 1997):

Environmental: fewer spills, lower GHG intensity per ton-mile, reduced port waste, better
biodiversity safeguards.

Social: safer work, higher engagement, coastal community benefits, inclusive skills pipelines.

Economic: lower operating costs (fuel, waste fees), fewer fines/interruptions,
reputation/market access, innovation rents.

Evidence from GHRM indicates HR bundles improve intermediate process metrics that
cumulate into environmental and economic performance; analogous effects are expected in
blue sectors when HR is explicitly aligned to ocean sustainability goals.

Developing-Country and Nigeria/Africa Perspectives

Empirical work notes institutional constraints—fragmented regulation, weak enforcement,
capability gaps, and limited financing—can blunt sustainability initiatives even when
managerial intent exists (Kramar, 2014; Onyango, 2021). In coastal African contexts, **skills
shortages™** in maritime safety, environmental monitoring, and renewable ocean energy have
been flagged, underscoring the centrality of HRM for capacity building (World Bank, 2017;
Voyer et al.,, 2018). For Nigeria, aligning HR policies with blue-sector priorities (ports
efficiency, fisheries management, marine tourism, offshore energy) and with circular practices
(waste-to-resource in coastal infrastructure) represents a practical route to near-term
performance gains and long-term competitiveness.

Synthesis and Identified Gaps

Conceptual gap: “Blue HRM” is under-defined in the literature; most evidence is drawn from
GHRM or sectoral sustainability studies not explicitly framed as HRM.

Empirical gap: Few studies quantitatively test Blue HRM — TBL performance with
mediators (e.g., green climate, safety climate, innovation capability) and moderators
(leadership, regulation, stakeholder pressure).
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Measurement gap: Limited, sector-specific HR metrics for blue contexts (e.g., competencies
for ballast-water compliance, spill-response readiness, voyage optimization behaviors).

Context gap: Scarcity of studies from Africa/Nigeria, despite high relevance.

Method gap: A need for multi-level, longitudinal, and mixed-methods designs linking HR
practices to behavioral/process outcomes and, in turn, to organizational and ecosystem
indicators. These gaps motivate the present paper’s conceptual framework: a Blue HRM bundle
shaping employee capabilities and behaviors, mediated by green/safety climate and innovation,
moderated by leadership and institutional pressures, culminating in TBL performance.

Theoretical Framework

Theories provide the intellectual foundation upon which conceptual models are built. In this
study, two theories are adopted to explain the linkage between Blue Human Resource
Management (Blue HRM) and organizational performance: the Resource-Based View (RBV)
of the Firm and Systems Theory.

Resource-Based View (RBV) of the Firm

The Resource-Based View (RBV), popularized by Barney (1991), argues that an organization’s
competitive advantage and superior performance depend on its ability to acquire and deploy
resources that are valuable, rare, inimitable, and non-substitutable (VRIN). Human resources
knowledge, skills, competencies, and employee commitment are considered critical strategic
assets under this framework (Wright, Dunford & Snell, 2001).

Applied to Blue HRM, the RBV suggests that organizations engaged in the Blue Economy can
achieve sustainable competitive advantage by cultivating a workforce that possesses unique
marine-related competencies, environmental stewardship values, and adaptive capabilities. For
instance, eco-conscious recruitment, sustainability-focused training, and performance appraisal
systems aligned with environmental goals enable organizations to build human capital that is
difficult for competitors to replicate.

This theory also explains why Blue HRM contributes to organizational performance: by
embedding sustainability-oriented HR practices into the workforce, organizations can reduce
costs (through efficiency), improve stakeholder legitimacy (through sustainability branding),
and enhance innovation capacity (through eco-innovation and employee engagement). Thus,
RBYV provides the strategic justification for Blue HRM as a source of long-term organizational
performance in financial, social, and environmental dimensions.

Systems Theory

Systems Theory, originally advanced by von Bertalanffy (1968), views organizations as open
systems made up of interrelated subsystems that must interact with their external environment
to survive and thrive. Organizational success depends on the effective integration of these
subsystems (e.g., HRM, operations, leadership, and finance) and the ability to adapt to
environmental demands.
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Within the context of Blue HRM, Systems Theory underscores the interconnectedness of HR
practices, employee behavior, organizational processes, and external sustainability pressures.
HRM cannot be viewed in isolation; rather, it functions as a subsystem that feeds into broader
organizational systems and interacts with external environmental, social, and regulatory forces.
For example, training employees on marine sustainability practices influences organizational
operations (reduced waste, safer maritime practices), which in turn improves external
stakeholder relationships and community legitimacy.

Systems Theory also helps explain how the adoption of Blue HRM generates systemic
impacts:

At the individual level, employees acquire knowledge and motivation to engage in
sustainability practices. At the organizational level, these behaviors aggregate into improved
efficiency, reduced environmental risks, and innovation. At the societal level, organizations
contribute to broader sustainability goals such as SDGs 8 (Decent Work), 13 (Climate Action),
and 14 (Life Below Water). Hence, Systems Theory validates the idea that Blue HRM is not
merely about workforce management but about creating synergies across systems—Ilinking
people, processes, and environments for holistic organizational performance.

Theoretical Alignment with Study

Together, the Resource-Based View and Systems Theory provide complementary perspectives:
The RBV explains why Blue HRM practices enhance organizational performance—by
positioning human capital as a unique, strategic resource. Systems Theory explains how Blue
HRM practices function within interconnected organizational and environmental systems to
deliver sustainable outcomes.

In the discussion of findings, these theories guide interpretation by showing that effective Blue
HRM builds strategic workforce capabilities (RBV) and generates system-wide impacts that
reinforce organizational resilience and sustainability (Systems Theory).

Methodology

This study adopts a conceptual research design, which is appropriate for developing theoretical
models and frameworks in emerging areas of scholarship where limited empirical evidence
exists (Meredith, 1993; Jaakkola, 2020). Conceptual papers do not rely on primary data
collection but instead synthesize, integrate, and extend existing knowledge to generate new
theoretical insights. In this study, the focus is on constructing a conceptual framework linking
Blue Human Resource Management (Blue HRM) to organizational performance, drawing from
established theories (Resource-Based View and Systems Theory), the extant Green HRM
literature, and sustainability/Blue Economy studies.

The approach is qualitative and exploratory, emphasizing the systematic review and
interpretation of secondary literature. Exploratory conceptual analysis was used to identify
gaps, clarify constructs, and propose relationships among variables. The study followed a
process of conceptual integration (Maclnnis, 2011), whereby insights from HRM,
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sustainability, and Blue Economy literature were combined to articulate new linkages under
the proposed Blue HRM framework.

Data for this study were derived exclusively from secondary sources, including:

Peer-reviewed journal articles on Green HRM, Sustainable HRM, and organizational
performance.

Literature on the Blue Economy, sustainability, and marine resource management.
Theoretical works on RBV and Systems Theory

Reports and policy documents from the World Bank, United Nations (SDGs), and OECD on
the Blue Economy. Searches were conducted through academic databases such as Scopus, Web
of Science, Google Scholar, and Emerald Insight, using keywords such as Blue Economy, Blue
Human Resource Management, Green HRM, Sustainable HRM, organizational performance,
triple bottom line, and sustainability.

The analysis employed a narrative and thematic synthesis approach (Tranfield, Denyer &
Smart, 2003): To enhance credibility and robustness, the study adhered to methodological
guidelines for conceptual research (Maclnnis, 2011; Jaakkola, 2020):

The study is limited by its reliance on secondary data and conceptual reasoning, which means
that the framework is propositional rather than empirically validated. However, this limitation
is also a strength, as it highlights gaps in existing scholarship and provides a foundation for
future empirical testing. The framework thus serves as a roadmap for researchers and
practitioners to operationalize and validate Blue HRM in real organizational contexts.

Data Presentation and Analysis

Since this paper is conceptual, data presentation and analysis are based on secondary data
drawn from peer-reviewed literature, policy documents, and theoretical insights. Rather than
focusing on raw tables of data, emphasis is placed on the patterns, themes, and implications
that emerge from the reviewed studies.

Presentation of Data (Literature Synthesis)

The data were presented in thematic form, structured around the core constructs of the study:
1. Blue Economy context and workforce challenges.

2. Green/Sustainable HRM practices and lessons transferable to Blue HRM.

3. Blue HRM practices (recruitment, training, employee engagement, appraisal, rewards).

4. Organizational performance outcomes (financial, social, environmental—Triple Bottom
Line).

5. Mediators and moderators (leadership, culture, policy frameworks).
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Analysis of Data

The analysis went beyond describing what existing studies reported. Instead, it emphasized
what these findings mean for the emerging field of Blue HRM. For example: Studies on Green
HRM show a consistent positive relationship between environmental HR practices and
employee pro-environmental behavior (Dumont, Shen & Deng, 2017). Interpreted within a
Blue Economy context, this implies that Blue HRM can generate similar behavioral outcomes,
particularly in marine industries where environmental responsibility is critical. Empirical
evidence from port sustainability initiatives suggests that employee training and involvement
in eco-efficiency programs reduce emissions and operational costs. The implication is that Blue
HRM practices can simultaneously improve environmental and financial performance—a clear
demonstration of the Triple Bottom Line in practice.

Evidence from African and developing-country contexts highlights institutional and policy
gaps in workforce preparation for the Blue Economy (Onyango, 2021). Interpreted here, this
shows that without supportive HRM frameworks, organizations in these regions may fail to
harness Blue Economy opportunities despite technological or financial investments. Thus, the
data presentation and analysis provide a narrative synthesis that connects existing knowledge
to new conceptual insights, laying the groundwork for the proposed framework.

Discussion of Findings

This study set out to propose a conceptual framework linking Blue Human Resource
Management (Blue HRM) practices with organizational performance. Drawing from the
Resource-Based View (RBV) and Systems Theory, the findings from reviewed literature
highlight several important insights.

First, evidence from Green and Sustainable HRM research shows that HR practices designed
around environmental goals positively influence employee attitudes, pro-environmental
behavior, and organizational outcomes (Renwick et al., 2013; Jabbour & Renwick, 2020;
Dumont, Shen & Deng, 2017). Extrapolating these findings to the Blue Economy suggests that
HR practices tailored to marine and coastal industries—such as eco-conscious recruitment,
sustainability training, and performance appraisal linked to conservation targets—can build
unique workforce capabilities that enhance organizational resilience and competitiveness. This
supports the RBV perspective, which positions human capital as a strategic, inimitable
resource.

Second, the study finds that HRM functions as a subsystem within broader organizational and
environmental systems, consistent with Systems Theory (von Bertalanffy, 1968). Blue HRM
practices not only influence individual employees but also generate systemic impacts across
organizations and society. For instance, training prison inmates or port workers in sustainable
waste-to-resource technologies not only reduces ecological footprints but also produces
broader social outcomes such as skill development and employability. This demonstrates the
potential of Blue HRM to deliver Triple Bottom Line (TBL) outcomes—profit, people, and
planet (Elkington, 1997).
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Third, the review highlights contextual barriers, particularly in developing economies like
Nigeria, where weak institutional frameworks, limited policy support, and capacity gaps
constrain the integration of HRM into Blue Economy initiatives (Onyango, 2021). Without
deliberate HR strategies, organizations may struggle to align human capital development with
sustainability objectives. This points to the need for capacity-building, supportive policies, and
organizational culture change. Overall, the discussion underscores that Blue HRM can serve as
a strategic enabler of organizational performance, but its impact depends on how effectively
HR practices are aligned with sustainability goals and embedded in organizational systems.

Conclusion

This study contributes to the emerging discourse on the Blue Economy by advancing the
concept of Blue Human Resource Management (Blue HRM) and its link to organizational
performance. By integrating insights from Green HRM, sustainability studies, and Blue
Economy literature, the study proposes that HR practices—when adapted to marine and coastal
industries—can generate competitive advantage, foster innovation, and enhance ecological and
social outcomes. Anchored in the Resource-Based View (RBV) and Systems Theory, the
proposed framework positions Blue HRM as both a strategic resource and a systemic enabler
of sustainability. The findings suggest that organizations adopting Blue HRM practices can
achieve not only financial performance but also broader contributions to sustainable
development, particularly in relation to SDGs 8 (Decent Work), 13 (Climate Action), and 14
(Life Below Water).

However, the study also acknowledges that the current evidence base is limited, with most
empirical studies focusing on Green HRM rather than Blue-specific HR practices. This
highlights the need for future empirical research to validate the framework and test the
proposed relationships across different contexts, particularly in Africa and other developing
economies.

Recommendations/suggestions

Based on the findings, the following recommendations are offered for scholars, managers, and
policymakers:

xxxvii. Integrate sustainability goals into HR functions by aligning recruitment, training,
and appraisal systems with Blue Economy objectives.

xxxviil.  Foster an organizational culture that values ecological responsibility,
innovation, and community stewardship.

xxxix. Develop employee training programs focused on marine sustainability, compliance,
and eco-innovation to enhance both performance and legitimacy.

e Create enabling policy frameworks that encourage organizations to adopt
sustainability-oriented HRM practices in Blue Economy sectors.
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e Support workforce development through vocational training, capacity-building
initiatives, and partnerships with industries operating in marine and coastal
environments.

e Provide incentives (e.g., grants, tax relief) for organizations investing in Blue HRM
practices that promote sustainability and green jobs.

Conduct empirical studies to validate the Blue HRM framework in diverse contexts,
particularly in Africa and other emerging economies. Explore mediating and moderating
variables such as leadership style, organizational culture, and regulatory environment in the
HRM-performance link. Develop sector-specific metrics for assessing Blue HRM practices
and their impact on organizational and sustainability outcomes.
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