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3rd Common Good
International Conference 2025

Call for Papers

After the success of the previous years and the continuing dynamic around Common Good
HRM, we are pleased to announce a call for papers for our 3 Common Good HRM
International Conference 2025 which will be organised by the Common Good HRM
International Research Network and hosted by the Institute for Human Resource Management,
WU-Vienna, Austria, The Louvain Research Institute in Management and Organizations
(LouRIM) at UCLouvain, Belgium, The Open University Business School, Milton Keynes,
United Kingdom, and (newly) Hamdan Bin Mohammed Smart University (HBMSU), and The
University of Otago, New Zealand with the main theme:

Navigating Insecurities:
Advancing Common Good HRM for Sustainable, Inclusive and
Resilient Workplaces

In accordance with our philosophy of open-access, affordability and sustainability, the
conference is free of charge and will take place online on 11*" - 12t March, 2025.

As usual, full and developmental papers and abstracts will be accepted and this year we
will be offering sessions for PhD students and practitioners.

We look forward to a diverse selection of exciting submissions and wish to thank the scientific
advisory team of Ina Aust, Fang Lee Cooke and Michael Miiller-Camen, the whole scientific
committee and our session chairs for dedicating their valuable time to help maintain the
excellence of the conference.

The conference organising team would also like to express our gratitude to our partner
organisations: WU-Vienna, UCLouvain, The Open University-UK, Hamdan Bin Mohammed
Smart University and The University of Otago.



Recently, the 2024 Nobel Prize for literature in economics was awarded to Daron Acemoglu,
Simon Johnson (both MIT) and James A. Robertson (University of Chicago), for their work
exploring the link between strong democratic institutions, economic prosperity and human
flourishing (nobelprize.org). By drawing attention to how long-term economic growth is
dependent on a healthy commons (rule of law, political and economic liberties), achieved
mostly through social struggle, they explicitly corelate economic progress with the protection
of human rights and opportunities for collective action (Acemoglu, 2005). Simultaneously the
award comes at a time of growing insecurities, a lack of rational debate and a loss of trust in
established democratic institutions, including universities and academic opinion (Gustafsson,
Gillespie, Searle, Hope and Dietz, 2021). As a result, convincing organisations and people to
question established assumptions of self-interest and shift routines and behaviour towards more
collaboration to address the shared challenges of economic disruption, ecological depletion,
labour market exploitation and political extremism has become increasingly difficult but also
more pressing than ever (Bertassini, Ometto, Severengiz and Gerolamo, 2021). In addition, in
this polarised context, a natural tendency and strategic response of organisations is to be
defensive and to reply on past and proven conservative models of operating such as
entrenchment and preserving (Wenzel, Stanske and Lieberman, 2020). On the other hand, in
times of crisis, important stakeholder relationships come under intense pressure and these need
to be managed accordingly, often requiring innovative unorthodox solutions (Courchesne,
Stynen, Semeijn and Caniels, 2024), which in turn, demands more contextual awareness,
openness and outreach to external stakeholders (Kozachenko, Anand and Shirokova, 2022).
Here lies an inherent dilemma which needs to be resolved.

Within the domain of workplace relations and Human Resources Management (HRM), a similar
debate is occurring amongst both practitioners and researchers about how to navigate
insecurities (Harney and Collings, 2021), maintain strategic agility and competitiveness (Tarba,
Frynas, Liu, Wood and Fainshmidt, 2023) and how to create partnerships for sustainability
(Fonseca, Crossan, Weaver, Tan, Bratton and Pershina, 2023), while at the same time, protecting
employees from external threats to voice, motivation, health and well-being (Guest, 2017). This
has resulted in a number of multi-stakeholder and human-centric proposals to improve long-
term sustainable performance (Podgorodnichenko, Akmal, Edgar and Everett, 2022; Stahl,
Brewster, Collings and Hajro, 2020). Although these differ in range, scope and critical depth, a
fundamental argument is that organisations will need to radically reorientate in the face of a
‘new normality’ of disruption and uncertainty, including reconsidering the viability of
alternative ‘outside-in’ models of multi-level, socio-ecological and economic purpose (Bratton
and Paulett, 2022).

Concurrently, as organisations attempt to embrace change and to rethink their strategies to better
respond to externalities (mostly from a firm-centric perspective), the alternative concept of
Sustainable Human Resource Management (SustHRM) has gained increasing interest
(Anlesinya and Susomrith, 2020). Rather than prioritising economic results, and serving
(single) shareholder interests, as traditional strategic models do (Matthews and Miiller-Camen,
2025), SustHRM stresses the contribution of (multiple) stakeholders to long-term
organisational success. This approach, however, involves a fundamental change in the
relationship between corporations, society and the environment (Aust and Gehrke, 2024).
Positively, a shift towards a more communal conceptualization of business value reflects an
increased awareness of how changing external circumstances can adversely and rapidly impact
(in the past perceived successful) established business strategies (Aust, Matthews and Miiller-



Camen, 2020). In parallel, and due to a lack of HR connectivity and societal (and ecological)
impact, and in an attempt to change the narrative and where possible to overcome persistent
institutional barriers, a new type of SustHRM (with a stronger emphasis on stakeholder
relations, employee voice and collective action) has emerged and seems to have captured the
‘Zeitgeist’.

Common Good Human Resource Management (CGHRM) originally introduced a few years
ago as a new ‘outside-in’ type of SustHRM (Aust et al, 2020), was recently further developed
and defined as a relational multi-stakeholder approach to work and employment relations,
characterised by a focus on maximum stakeholder empowerment to achieve sustainability
(Matthews and Miiller-Camen, 2025). A core premise is that businesses have a relational
obligation to secure the well-being of all of their stakeholders, including the local community
and their specific eco-system, expressed for example by a heightened commitment to the United
Nations Development Goals (SDGs) (Aust, Cooke, Miiller-Camen and Wood, 2024). It
therefore transcends earlier CSR, TBL and firm-centric approaches with the more integrated
goal of human and organisational well-being, derived from a wider societal, ecological and
economic flourishing (eudaimonia). CGHRM as a result, challenges a number of assumptions
of the role of business and HRM. CGHRM argues that firstly, organisational purpose needs to
be built on an ‘outside-in’ commitment to protecting shared common goods including
democratic liberties. Secondly, that decision making has to be driven by common good values
(CGVs) and as inclusive as possible. Thirdly, that HR strategies and practices need to be
designed to maximise stakeholder participation and address discrimination. Fourthly, that the
ultimate goal should be long-term economic success and profits while also creating sustainable,
inclusive and resilient workplaces and people.

One major HRM challenge linked to increasing uncertainty and insecurity and of growing
research interest is how workplace anxiety and mental health issues are adversely impacting
employee performance and this needs to be addressed at multiple levels of HRM engagement
(Cooke and Xu, 2024). Research shows that declining mental health amongst workers has
several HR-factor related causes. Work intensification, over-time pressure, precarity, a lack of
dignity and recognition, a loss of voice all combine to erode well-being and increase feelings
of helplessness (Saei and Liu, 2024). On the other hand, resilience is a vital factor in maintaining
employee well-being and mental health, and in turn organisational success and sustainability
(Lu, Zhang, Yang and Wang, 2023). From an individual and psychological angle, resilience can
be viewed as the ability to ‘bounce back’ from setbacks and to utilise difficult life experiences
as opportunities to learn and grow (Cooper, Liu and Tarba, 2014). Sustainable HRM can support
this process by establishing the necessary (trustful, supportive, reciprocal and empowering)
conditions and positive relational climate (Mossholder, Richardson and Settoon, 2011). Recent
case-study research has shown that SustHRM can for example, prove effective in combating
stress and work intensification when concerns of social well-being are properly integrated in
HRM practices (Jérlstrom, Saru and Pekkarinen, 2023). However, certain (e.g., TBL) types of
SustHRM which aim to create some sort of win-win, paradoxically often (through role
ambiguity) create more stress, anxiety and illness (Bush, 2023). A more holistic CGHRM on
the other hand, which prioritises employee self-efficacy and a culture of dignity and solidarity
which enhances social capital and workplace reciprocal behaviour has been shown to improve
employee engagement and resilience (Lu et al, 2023). These findings support calls for more
pluralistic and contextual approaches which make use of the collaborative potential of public-
private and internal-external stakeholder initiatives to combat the deepening problem of work-
related stress and declining mental health (Cooke and Xu, 2024).



A second and related issue is spreading intolerance and the increasing marginalisation and
discrimination of minorities at a societal level and a lack of progress with regard to inclusion
and equality within organizations. And this despite decades of formalised and targeted HRM
interventions (Roberson, Quinetta, King and Hebl, 2020). Recently, scholars have argued that
the current situation of minority discrimination demands a more human-centric HR approach
embedded in values of human rights, workplace democracy and solidarity and one which
explores the underlining socio-economic power dynamics of inequality (Cooke, Dickman and
Perry, 2022). Similarly, from a common’s perspective, the aim of (especially social-)
sustainability requires that, rather than mirroring deteriorating external conditions and bias, a
critical and progressive HRM should endeavour to question the status quo and actively confront
the contextual and institutional barriers which (particularly poor, female and disempowered)
employees are facing in their journey towards personal and career fulfillment (Matthews,
Obereder, Aust and Miiller-Camen, 2017).

Given the issues outlined above, we would like to explore further at this conference Common
Good HRM as an alternative model of sustainable employee relations. The model considers
voice and empowerment as vital factors in both worker and organisational well-being, but also
as core elements in a sustainable transition. We would like to look at the model deeper to see
whether or not it provides a useful framework in developing more ethical and positive employee
behaviors which prioritise collective interests (Pham, Jabbour, Pereira, Usman, Al and Vo-
Thanh, 2023). A democracy-centric and collective action perspective which other sustainable
HRM models have perhaps underrated. This awareness is reflected in the goal and theme of this
year’s conference, Navigating Insecurities: Advancing Common Good HRM for Sustainable,
Inclusive and Resilient Workplaces. We aim to enrich our shared knowledge of how CGHRM
(in a situation of global socio-political upheaval and unprecedented technological change) can
contribute to helping employees and managers develop better communication skills and coping
strategies, build resilience and to thrive both in the workplace and as active, fully engaged social
actors.

We welcome high-quality submissions across diverse research fields and theoretical
backgrounds that could help advance our understanding of how to develop, initiate, implement,
and sustain a CGHRM within the workplace from a broad range of complementary
perspectives, e.g., Socioeconomics, Business-Ethics, Organization Studies and Sustainable
HRM.

Questions and potential areas of interest include, but are not limited to:

CGHRM and HRM purpose, role and practices:

e How can HRM change its purpose towards the common welfare of society?

e How can a Common-Good HRM approach enable HRM managers to balance short-
term economic and long-term common-good goals?

e How can CGHRM be implemented, especially in main-stream organizations?

e What does CGHRM mean for models and practices of strategic-fit?

CGHRM and institutional barriers to voice, inclusion and equality:

e How can CGHRM help overcome institutional barriers to employee empowerment?
e How can CGHRM contribute to achieving gender equality?
e How does CGHRM influence established ideologies of control and power relations?



CGHRM and mental health:

How can CGHRM mitigate the adverse effects of socio-economic disruption and
uncertainty?

How can CGHRM help build employee resilience?

How can HRM redefine itself as a facilitator of positive workplace experiences?

How can CGHRM enrich existing models of employee well-being?

CGHRM and ecological leadership:

How can CGHRM support the development of HR ecological leadership?

How can HRM managers become leaders of societal and ecological sustainability?
What type(s) of leadership style(s) is / are best suited to a CGHRM approach?
What new skills and competencies will be required from HRM leaders?

CGHRM and digitalization:

How does digitalisation impact the operationalisation of a CGHRM agenda?
How can HR managers use digitalisation to advance ecological and societal progress?
How can CGHRM help employees better prepare for the Al-transformation?

CGHRM, organizational type and culture:

How compatible is CGHRM with traditional and more hierarchical organisational
cultures?

How can CGHRM address the danger of cultural relativism?

How do different regional/cultural contexts influence the implementation of a Common-
Good HRM?

How does organisational type (for-profit, non-profit, B-Corp, social-enterprise, family
business) impact Common-Good HRM adoption?

CGHRM impact:

How can more multi-disciplinary research be encouraged?

How can CGHRM provide better opportunities for research collaboration?
How can CGHRM impact be best assessed and measured?

What needs to be done to engage practitioners more with CGHRM?

Organising Committee:

Olga Andrianova (The Open University-UK),

Andrew Bratton (Hamdan Bin Mohammed Smart University, UAE)
Brian Matthews (WU-Vienna)

Stefanie Neubauer (WU-Vienna)

Nataliya Podgorodnichenko (University of Otago-NZ)

Katharina Spaeth (Belgium)

Cigdem Vatansever (T. Namik Kemal University-TR)

Back Office: Petra Peck (WU-Vienna)



Scientific Committee:

Prof. Fang Lee Cooke (Monash University, Australia)

Prof. Ina Aust (LouRIM at UCLouvain, Belgium)

Prof. Michael Miiller-Camen (WU-Vienna)

Prof. Fiona Edgar (Otago University, New Zealand)

Dr. Maria Jarlstrom (University of Vaasa, Finland)

Prof. Judith Semeijn (Open Universiteit, Netherlands)

Dr. Nhat Tan Pham (Vietnam National University Ho Chi Minh City, Vietnam)
Prof. Geoftrey Wood (Western University, Canada)

Date: Tuesday 11th to Wednesday 12th March 2025. Venue: Online
The online access details will be sent to your email address a few days prior to the event.

Paper Submission and Registration:

Please submit either a full paper or a long abstract including a title page with title, author names
and affiliations, 150-word abstract, and up to 5 key words. The maximum length of a full paper
is 40 pages (including title page, all tables, graphs, figures, appendices, and references) and the
minimum length for a long abstract is 2 pages. Both types of submissions should follow one
specific format (such as, for example, 12 pt, Times New Roman or Arial; margin left/right: 2.5
cm; line spacing: 1.5).

You can submit your paper from 2nd until 31st of January 2025
by using the online form on our website: PAPER SUBMISSION

We will send out the submissions for peer-review and inform you in a timely manner if your
paper is accepted for the conference.

The registration is open from 2nd of January until 28th of February 2025 on our website.
More information on the registration will follow. Participation is free of charge.

For further information, please contact stefanie.neubauer@wu.ac.at
brian.matthews@wu.ac.at or olga.andrianova@open.ac.uk.

References

Acemoglu, D. (2005). Institutions as the Fundamental Cause of Long-Run Growth. Handbook
of Economics Growth.

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

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



https://www.wu.ac.at/persm/common-good-hrm/konferenz-2025/papersubmission
mailto:stefanie.neubauer@wu.ac.at

Aust, I., Cooke, F. L., Muller-Camen, M., & Wood, G. (2024). Achieving sustainable
development goals through common-good HRM: Context, approach and practice. German
Journal of Human Resource Management, 38(2), 93-110.

Aust, 1., & Gehrke, B. (2024). Leading sustainability transformation. In Global Leadership
Practices (pp. 89-108). Edward Elgar Publishing.

Bertassini, A. C., Ometto, A. R., Severengiz, S., & Gerolamo, M. C. (2021). Circular economy
and sustainability: The role of organizational behaviour in the transition journey. Business
Strategy and the Environment, 30(7), 3160-3193.

Bratton, A., & Paulet, R. (2022). Sustainable human resource management and organisational
sustainability. In The Emerald Handbook of Work, Workplaces and Disruptive Issues in
HRM (pp. 149-169). Emerald Publishing Limited.

Bush, J. T. (2020). Win-Win-Lose? Sustainable HRM and the promotion of unsustainable
employee outcomes. Human Resource Management Review, 30(3), 100676.

Cooke, F. L., Dickmann, M., & Parry, E. (2022). Building sustainable societies through human-
centred human resource management: Emerging issues and research opportunities. The
International Journal of Human Resource Management, 33(1), 1-15.

Cooke, F. L., & Xu, W. (2024). Extending the research frontiers of employee mental health
through contextualisation: China as an example with implications for human resource
management research and practice. Personnel Review, 53(5), 1092-11009.

Cooper, C. L., Liu, Y., & Tarba, S. Y. (2014). Resilience, HRM practices and impact on
organizational performance and employee well-being: International Journal of Human
Resource Management, 2015, Special Issue.

Courchesne, S. A., Stynen, D., Semeijn, J. H., & Caniéls, M. C. (2024). New ways of fostering
sustainable employability in inter-organizational networks: an explorative study to understand
the factors and mechanisms for their success. Employee Relations: The International

Journal, 46(9), 115-140.

Fonseca, A. P., Crossan, K., Weaver, M., Tan, H., Bratton, A., & Pershina, E. (2023).
Empowering Organizations to Embrace UN Sustainable Development Goals: Post-Covid-19
Scotland. In SDGs in the European Region (pp. 1-23). Cham: Springer International Publishing.

Guest, D. E. (2017). Human resource management and employee well-being: Towards a new
analytic framework. Human Resource Management Journal, 27(1), 22-38.

Gustafsson, S., Gillespie, N., Searle, R., Hope Hailey, V., & Dietz, G. (2021). Preserving
organizational trust during disruption. Organization Studies, 42(9), 1409-1433.

Harney, B., & Collings, D. G. (2021). Navigating the shifting landscapes of HRM. Human
Resource Management Review, 31(4), 100824.

Jarlstrom, M., Saru, E., & Pekkarinen, A. (2023). Practices of sustainable human resource
management in three Finnish companies: Comparative case study. South Asian Journal of
Business and Management Cases, 12(1), 31-51.



Kozachenko, E., Anand, A., & Shirokova, G. (2022). Strategic responses to crisis: a review and
synthesis of promising research directions. Review of International Business and

Strategy, 32(4), 545-580.

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

Matthews, B., Obereder, L., Aust, 1., & Muller-Camen, M. (2017). Competing Paradigms:
Status-quo and Alternative Approaches in HRM. In D. Renwick (Ed.), Green HRM. Routledge.

Matthews, B., & Miiller-Camen, M (2025). Sustainable HRM: A critical and commons-centric
perspective. In Collins, D., Wood, G. & Szamosi (Eds.) Human Resource Management-a
critical approach (3" ed.) Routledge. Conditionally accepted.

Mossholder, K. W., Richardson, H. A., & Settoon, R. P. (2011). Human resource systems and
helping in organizations: A relational perspective. Academy of Management Review, 36(1), 33-
52.

Pham, N. T., Jabbour, C. J. C., Pereira, V., Usman, M., Ali, M., & Vo-Thanh, T. (2023). Common
good human resource management, ethical employee behaviors, and organizational citizenship
behaviors toward the individual. Human Resource Management Journal, 33(4), 977-1000.

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

Roberson, Q., King, E., & Hebl, M. (2020). Designing more effective practices for reducing
workplace inequality. Behavioral Science & Policy, 6(1), 39-49.

Saei, E., & Liu, Y. (2024). No news is not good news: The mediating role of job frustration in
the perceptions of organizational politics and employee silence. The Journal of Applied
Behavioral Science, 60(3), 520-552.

Stahl, G. K., Brewster, C. J., Collings, D. G., & Hajro, A. (2020). Enhancing the role of human
resource management in corporate sustainability and social responsibility: A multi-stakeholder,
multidimensional approach to HRM. Human Resource Management Review, 30(3), 100708.

Tarba, S. Y., Frynas, J. G, Liu, Y., Wood, G., Sarala, R. M., & Fainshmidt, S. (2023). Strategic
agility in international business. Journal of World Business, 58(2), 101411.

The Prize in Economic Sciences 2024 - Press release - NobelPrize.org

Wenzel, M., Stanske, S., & Lieberman, M. B. (2020). Strategic responses to crisis. Strategic
Management Journal, 41(7/18), 3161.


https://www.nobelprize.org/prizes/economic-sciences/2024/press-release/

