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ABSTRACT 

 

In the era of climate change and ecological awareness, organizations are increasingly embedding sustainability into 

their core business strategies. Green Human Resource Management (Green HRM) has emerged as a key driver for 

fostering environmental consciousness in the workplaceThe HR professionals face numerous challenges arising 

from this volatile business world. One of the contemporary important challenges faced by them is to ensure the 

proper integration of environmental sustainability into human resources policies. The Green Human Resources 

Management (Green HRM) has emerged from companies engaging in practices related to protection of the 

environment and maintaining ecological balance.This study aims at analyzing the concepts, importance, practices 

and implications of Green Human Resource Management (Green HRM). It explores the integration of sustainability 

principles into HRM practices, identifying how Green HRM contributes to organizational performance, innovation, 

employee engagement, and ultimately, competitive advantage. Through a review of literature and conceptual 

analysis, this study emphasizes the role of Green HRM in aligning human capital with environmental goals, 

highlighting best practices such as green recruitment, training, performance management, and employee 

involvement.The study has found that the Green Human Resource Management (Green HRM) endeavors result in 

expanded efficiencies, economical utilization of resources, less wastage, improved job related attitude, improved 

work/private life, lower costs, improved worker execution and maintenance which help organization to ensure 

environmentally sensitive, resource efficient and socially responsible workplace. The findings suggest that 

organizations adopting proactive Green HRM policies not only improve their environmental performance but also 

enhance their employer brand and operational efficiency, gaining a strategic edge in an increasingly eco-conscious 

market.Based on literature findings and thematic analysis, the paper concludes with practical suggestions for 

integrating Green HRM to achieve sustainable competitive advantage. 
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1. Introduction 

The globally growing concern for the environment compels businesses to move towards sustainable operations and 

formulate green policies.The growing emphasis on sustainability has brought a paradigm shift in how organizations 

manage human resources. Hence the traditional HR functions, often centered around efficiency and performance, 

are now being recalibrated to align with environmental objectives The international standards for environment 

protection and preservation call for businesses to devise environment-friendly strategies. In the era of climate change 

and ecological awareness, organizations are embedding sustainability into their core strategies.With everyone, from 

customers to employees to investors becoming more and more environmentally conscious, ‘Green Human Resource 

Management (referred as green HRM or GHRM)’ is emerging as a significant area in management (Mehta & 

Chugan, 2015).  

 Green Human Resource Management (Green HRM) integrates ecological thinking into HR policies and practices, 

fostering a culture that supports environmental responsibility across the organization as a significant area in 

management (Mehta & Chugan, 2015). The incorporation of environmental objectives and strategies into the overall 

strategic development goals of a company helps in arriving at an effective environment management system (Haden 

et al., 2009). Fayyazia et al. (2015) said that there is a requirement for the amalgamation of environmental 

management in Human Resource Management (HRM) because it is essentially or very important rather than just 

desirable.Now-a-days it seems that a considerable number of organizations practice green human resource 

management practices in the global context (Opatha et al., 2015). There is a need for companies to adopt formal 

environmental practices due to growing global environmental concern and development of international 

environmental standards (Daily and Huang, 2001). Various literatures on Green Marketing (Peattie, 1992), Green 

accounting (Bebbington,2001; Owen, 1992), Green Retailing (Kee-hung, Cheng, and Tang, 2010), and Green 

management in general (McDonagh and Prothero, 1997) have fertilized the concept of Green HRM. There is a need 

for integration of environmental management into Human Resource (HR) called Green HR (Dutta, 2012). Numerous 

researchers have their contribution to support and raise the awareness of Green HRM (Muster and Schrader, 2011), 

(Brio, Farnendiz and junquera, 2007), (Farnendiz, junquera and Ordiz, 2003), (Govindarajulu and Daily, 2004), 

(Jabbour and santosh, 2008), (Jabbour, santosh and Nagano, 2010), (Madsen and John P. Ulhoi,2001), (Massoud, 

daily and Bishop, 2008), (Ramus, 2001, 2002 ), (Renwick, 2008), (Stringer, 2009), (Wehrmeyer, 1996). There is a 

need for a proactive approach to environmental management across the world (González-Benito & González-Benito, 

2006; Daily et al., 2001; Jabbar et al., 2010) in order to assure the competitiveness of the organisations. 

This paper examines the conceptual foundation of Green HRM, reviews existing literature, and analyzes how Green 

HRM practices such as green recruitment, training, performance management, and employee involvement can align 

business goals with sustainability imperatives. The study reveals that organizations with proactive Green HRM 

policies not only improve their environmental performance but also experience enhanced employee engagement, 

innovation, and reputation. Based on literature findings and thematic analysis, the paper concludes with practical 

suggestions for integrating Green HRM to achieve sustainable competitive advantage. 

2. OBJECTIVE OF THE STUDY 

The main objective of this paper is : 
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● To explain the concepts, policies and practices of Green Human Resource Management.Green HRM is an 

emerging philosophy that focuses on the integration of green management concepts into HR strategies.  

● To  analyze the concepts, importance, practices and implications of Green Human Resource Management 

(Green HRM).  

● To  identify the key activities of Green Human Resource Management and to provide improvement points for 

HR professionals to help in gaining competitive advantage for the organisation. 

With the increase of the awareness on environmental management and sustainable development, Green Human 

Resource Management (Green HRM) gained its unique position in research. This study is supposed to contribute to 

the field of Green HRM literature. Firstly,this study will help the HR professionals in adopting and implementing 

Green HR strategies. Secondly, it will help the unions and employees to adopt Green HRM policies and practices that 

help safeguard and enhance worker health and well being.Finally the study focuses on the review of the existing 

contemporary literature on Green HRM and helps the organisation to gain competitive advantage.  

3. Methodology       

 This is a qualitative research based on the extensive analysis of existing literature of Green HRM. Literature review 

is adopted as it enables to structure research and to build a reliable knowledge base in this field (Tranfield et al., 

2003). In order to achieve the stated review objective, a systematic review of literature was conducted. The other 

sources of data include books, journals, e-papers and websites. Contemporary research papers were given priority 

in analyzing the existing literature. Research papers were delimited from the review if they did not have a focus on 

environmental management as it pertains to management, employees and work organisations. 

 

4. Conceptualizing Green HRM 

 Green Human Resources Management (Green HRM) is the use of HRM policies to support the sustainable use of 

resources within organizations (Deshwal, 2015). The term “Green HRM” is most regularly used to refer to the 

concern of people management policies and practices towards the broader corporate environmental schedule.It refers 

to the strategic integration of environmental management into HRM practices to promote sustainable outcomes. It 

involves incorporating green practices in areas such as recruitment and selection, training and development, 

performance management, compensation, and employee relations.In fact it refers to the policies, practices and 

systems that make employees of the organization green for the benefit of individual, society, natural environment, 

and the business (Opatha & Arulrajah, 2014). The aim is to develop a workforce that is environmentally aware, 

committed to sustainable values, and equipped to implement green initiatives.The purpose of green HRM is to create, 

enhance and retain greening within each employee of the organization so that he or she gives a maximum individual 

contribution on each of the four roles, i.e., preservationist, conservationist, non-polluter, and maker. Thus, Green 

HRM is seen as a strategy of the green movements of organizations to ensure environment safety (Shaikh, 2012). 

Green HRM is directly responsible in creating green workforce that understands, appreciates, and practices green 

initiative and maintains its green objectives throughout the HRM process of recruiting, hiring, training, 

compensating, developing, and advancing the firms human capital (Mathapati, 2013, p. 2).    

5. Key Green HRM Practices 

 Human resource department plays a very crucial role in translating green policy into practice (Renwick, 2008) and 

the creation of sustainable culture within the company (Harmon et al., 2010), therefore such green practices help in 

fulfillment of green objectives throughout the HRM process from recruitment to exist (Dutta, 2012). Cherian and 

Jacob (2012) identified in their study that there are certain factors which contribute to a specific role in employee 
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implementation of green principles. These factors are recruitment, training, motivation and green pay/rewards. These 

factors help the organization to get the right employee green input and right employee green performance of job. In 

this part of the paper, we briefly describe the green HRM process i.e. Green recruitment, performance management 

and appraisal, training and development, employee relation, pay and reward and employee exit. There are functions 

of HRM which are generally considered as traditional and there can be a variety of green practices under each 

function. 

5.1 Green Recruitment and Selection 

Green recruitment is the process of recruiting new talent who are aware of the sustainable process, environmental 

system and familiar with the words of conservation and sustainable environment. Green recruitment makes it sure 

that new talents are familiar with the green practices and environmental system that will support the effective 

environmental management within the organization (Wehrmeyer, 1996).  

Organizations prioritize candidates with eco-conscious values and experience in sustainable practices. Job 

descriptions may explicitly mention environmental responsibilities. 

5.2 Green Training and Development 

Green training and development consist of employee working methods that reduce waste, proper utilization of 

resources, conservation of energy and reduces the causes of environmental degradation. It provides opportunities to 

engage employees in environmental problem solving (Zoogah 2011).   

Employees are trained to understand environmental policies, reduce waste, conserve energy, and engage in 

sustainable practices both at work and beyond. 

5.3 Green Performance Management 

Green human resource management ensures that the environmental targets set by the organizations are met. 

Performance management is an ongoing process of communication between supervisor and an employee that occurs 

throughout the year in support of accomplishing the strategic objectives of the organization. Green performance 

management includes the issues related to policies of the organization and environmental responsibilities. Integration 

of environmental management into performance management system improves the quality and value of 

environmental performances (e.g. Jackson et al., 2012; Renwick et al., 2013). It acts as a safeguard to protect 

environmental management against any damage. 

Performance appraisals include sustainability goals and environmental KPIs, encouraging employees to align 

personal achievements with green objectives. 

5.4 Green Compensation and Rewards 

Compensation and reward management should recognize contributions in green management. Compensation 

packages should be customized to reward green skills acquisition and achievements by employees (Deshwal, 2015). 

Monetary- based, non monetary based and recognition- based rewards can be used for green achievements of 

employees. Monetary-based rewards for contributions in environment management can be allocated in the forms of 

salary increase, cash incentives and bonuses while non-monetary rewards may include sabbaticals, special leave and 

gifts to employees and their family members. Recognition-based awards can highlight green contributions of 

employees through wide publicity and public praise and appreciation of green efforts by CEO or top management 

executives.   

http://www.jetir.org/


© 2025 JETIR October, Volume 12, Issue 10                                                                        www.jetir.org (ISSN-2349-5162) 

 

JETIR2510046 Journal of Emerging Technologies and Innovative Research (JETIR) www.jetir.org a365 
 

Eco-friendly behaviors and green innovations are rewarded through incentive systems, reinforcing the importance 

of environmental contributions. 

5.5 Employee Involvement in Sustainability 

Employee involvement  in Green initiatives increases the chances of better green management as it aligns 

employees’ goals, capabilities, motivations, and perceptions with green management practices and systems. 

Involving employees in employee management has been reported as improving employee management systems such 

as efficient resource usage (Florida & Davison, 2001); reducing waste (May & Flannery, 1995); and reducing 

pollution from workplaces (Kitazawa & Sarkis, 2000). Several workers in their study concluded that individual 

empowerment positively influences productivity and performance, and facilitates self-control, individual thinking, 

and problem-solving skills (Renwick, 2008; Wee & Quazi, 2005). An important way in which employee 

involvement and participation can be encouraged within the organization is to seek entrepreneurs within the 

company who are socially or ecologically oriented known as eco-entrepreneurs (Mandip, 2012, p. 246). Eco-friendly 

ideas should be welcomed from all employees irrespective of their designation which will encourage their interest 

in environmental issues and make best use of applying their skills.  

Companies foster participative cultures where employees are encouraged to contribute green ideas and participate 

in eco-initiatives like tree-planting, waste audits, or sustainability committees. 

6. Green HRM and Competitive Advantage 

6.1 Strategic Role of Green HRM 

Green HRM is not merely an operational tool; it plays a strategic role in aligning human capital with environmental 

and business objectives. The integration of green policies in recruitment, performance appraisals, and reward 

systems reflects an organization’s long-term commitment to sustainability. 

6.2 Competitive Advantage through Green HRM 

Organizations that adopt Green HRM benefit in several ways: 

● Cost Efficiency: Green practices reduce energy and material waste. 

● Enhanced Employer Branding: Sustainable practices attract talent and boost employee morale. 

● Regulatory Compliance: Aligning with environmental standards helps avoid penalties. 

● Market Differentiation: A green workforce enables product/service innovation that appeals to 

conscious consumers. 

● Employee Engagement: Involvement in sustainability leads to higher motivation and retention. 

● Operational efficiency (e.g., reduced energy and material use) 

● Enhanced employee satisfaction 

● Brand differentiation in eco-sensitive markets 

● Compliance with environmental regulations 

These outcomes contribute to sustainable competitive advantage by embedding eco-responsibility into the 

organizational DNA. 
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6.3 Cross-sector Applicability 

Green HRM has been found effective across manufacturing, services, education, and public sector institutions. 

However, the maturity level of implementation varies, with developed economies showing more systematic 

application compared to developing nations. 

7. Challenges in Implementing Green HRM 

Despite its benefits, Green HRM adoption faces several barriers: 

● Lack of awareness or training 

● Perceived cost of green initiatives 

● Resistance to change 

● Difficulty in measuring environmental performance 

To overcome these, organizations must foster leadership commitment, build environmental awareness, and integrate 

sustainability metrics into strategic HR planning. 

8. Conclusion and Future Directions 

Green HRM has emerged as a transformative HR strategy that enables organizations to meet the dual challenge of 

economic performance and environmental responsibility. By embedding environmental values into the HR function, 

businesses not only promote sustainability but also enhance employee morale, reduce costs, and strengthen market 

competitiveness. 

The literature suggests a strong relationship between Green HRM and improved organizational outcomes. Yet, the 

adoption of these practices requires commitment, leadership, and the continuous training of employees. Green HRM 

thus acts as a bridge between sustainable development and human resource effectiveness. 

Green HRM is no longer a choice but a necessity for organizations striving for sustainable growth and competitive 

advantage. Integrating sustainability into HR functions not only benefits the environment but also enhances business 

performance and corporate reputation. Future research should focus on empirical studies across industries and 

geographies to further understand the impact of Green HRM on long-term competitiveness. 

9. Suggestions and Implications 

Based on the findings, the following suggestions are offered: 

1. Develop a Green HRM Policy Framework 

 Organizations should create formal policies addressing green recruitment, training, performance 

management, and rewards. 

 

2. Leadership Support and Vision 

 Senior management must champion green initiatives and align them with the corporate mission. 

 

3. Green Training and Awareness Programs 

 Regular training sessions and eco-workshops can cultivate green skills and behaviors. 
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4. Incorporate Green KPIs(Key Performance Indicators) into Appraisals 

 Integrate environmental performance into appraisal systems to ensure accountability. 

 

5. Promote a Culture of Participation 

 Encourage employee involvement through suggestion schemes, green clubs, and participatory decision-

making. 

 

6. Measure and Benchmark 

 Develop metrics to evaluate the impact of Green HRM practices on environmental and business outcomes. 
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