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ABSTRACT

Green Human Resource Management (Green HRM) has emerged as a strategic approach that integrates
environmental sustainability into human resource practices. This study examines the role of Green HRM in
promoting sustainable development using secondary data sources such as journals, reports, and organizational
case examples. The findings reveal that Green HRM practices—such as green recruitment, training,
performance management, and employee involvement—contribute significantly to environmental performance
and organizational sustainability. However, challenges such as lack of awareness, resistance to change, and
implementation costs hinder its adoption. The study concludes that Green HRM plays a crucial role in achieving
long-term sustainability goals and recommends proactive policies and organizational commitment for effective
implementation.
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INTRODUCTION

In the modern business environment, sustainability has become a key priority for organizations worldwide.
Sustainable development refers to meeting present needs without compromising the ability of future generations
to meet their own needs. Human Resource Management (HRM) plays a vital role in achieving sustainability by
aligning employee behavior with environmental goals.

Green HRM is an emerging concept that incorporates eco-friendly practices into HR functions such as
recruitment, training, performance appraisal, and compensation. Organizations are increasingly adopting green
initiative

REVIEW OF LITERATURE

e Green Human Resource Management (Green HRM) has gained significant attention in recent years as
organizations increasingly focus on sustainability and environmental responsibility. The literature
highlights the integration of environmental management with HR practices as a key driver of
sustainable development.

e Renwick, Redman, and Maguire (2013) conducted one of the most comprehensive reviews of Green
HRM and identified that HR functions such as recruitment, training, performance management, and
rewards play a crucial role in promoting environmental sustainability. Their study emphasized that
Green HRM practices encourage employees to adopt eco-friendly behaviors and contribute to
organizational sustainability goals.
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Jabbour and Santos (2008) argued that HRM is central to the implementation of environmental
management systems. Their findings suggest that organizations that integrate environmental training
and performance evaluation into HR practices achieve higher levels of sustainability. The study also
highlights the importance of employee involvement in environmental initiatives.

Opatha and Arulrajah (2014) provided a conceptual framework for Green HRM, defining it as the use
of HR policies to promote sustainable use of organizational resources. They emphasized that Green
HRM is not limited to environmental protection but also includes promoting awareness and
responsibility among employees.

Ahmad (2015) explored Green HRM practices and found that organizations adopting green policies
experience improved environmental performance and enhanced employee commitment. The study also
highlighted that green training programs play a significant role in increasing employee awareness and
participation in sustainability initiatives.

Yong et al. (2020) investigated the relationship between green intellectual capital and Green HRM.
Their findings suggest that employee knowledge, skills, and environmental awareness significantly
influence organizational sustainability. The study emphasizes the importance of continuous learning
and development in achieving environmental goals.

Dumont, Shen, and Deng (2017) analyzed the impact of Green HRM on employee workplace behavior.
Their study found that Green HRM practices positively influence employees’ voluntary environmental
behavior, which contributes to overall sustainability performance.

Tang, Chen, Jiang, Paille, and Jia (2018) explored the mediating role of employee engagement in
Green HRM practices. Their research concluded that employee involvement and motivation are key
factors in the successful implementation of green initiatives within organizations.

Pham, Tuckova, and Jabbour (2019) highlighted that Green HRM practices contribute to both
environmental and organizational performance. Their study found that organizations adopting green
HR strategies experience improved operational efficiency and competitive advantage.

Al Kerdawy (2019) examined the impact of Green HRM on organizational performance and found that
employee engagement acts as a mediating factor between green practices and performance outcomes.
The study suggests that organizations should focus on employee participation to achieve sustainability
goals.

Singh et al. (2020) emphasized that Green HRM practices such as green training, green rewards, and
eco-friendly workplace policies significantly influence employee behavior and organizational
sustainability. Their study also highlighted the role of leadership in promoting green initiatives.
Arulrajah, Opatha, and Nawaratne (2015) examined the impact of Green HRM practices on
environmental performance and found that organizations adopting green initiatives experience
improved resource efficiency and reduced environmental impact.

OBJECTIVES OF THE STUDY
To understand the concept of Green HRM
To examine the role of Green HRM in sustainable development
To analyze the impact of green HR practices on organizational performance
To suggest measures for effective implementation of Green HRM

RESEARCH METHODOLOGY
Research Design: Descriptive research
Data Type: Secondary data
Sources of Data:
Research journals
Books and articles
Government and industry reports
Method of Analysis: Qualitative analysis

GREEN HRM PRACTICES
Green Recruitment and Selection: Organizations hire candidates with environmental awareness and
eco-friendly values.
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Green Training and Development: Employees are trained on environmental management, energy
conservation, and sustainability practices.

Green Performance Management: Performance evaluation includes environmental responsibilities and
sustainability targets.

Green Compensation and Rewards: Employees are rewarded for eco-friendly initiatives and sustainable
practices.

Employee Involvement: Encouraging employees to participate in green initiatives like recycling, waste
reduction, and energy conservation.

IMPACT OF GREEN HRM ON SUSTAINABLE DEVELOPMENT

Positive Impacts

Environmental Protection: Reduction in waste, pollution, and carbon footprint
Cost Reduction: Efficient use of resources lowers operational costs

Employee Engagement: Employees feel motivated and responsible

Corporate Image: Enhances brand reputation and social responsibility

Challenges

Lack of awareness among employees
High implementation cost

Resistance to organizational change
Limited support from top management

FINDINGS

Green HRM is a growing concept in modern organizations

It significantly contributes to sustainable development goals

Employee participation is crucial for success

Organizations adopting Green HRM show improved environmental performance
Lack of proper policies and awareness limits its effectiveness

SUGGESTIONS

Increase Awareness: Conduct training programs on environmental sustainability
Policy Implementation: Develop clear green HR policies and guidelines

Top Management Support: Leadership should actively promote green initiatives
Incentives and Rewards: Motivate employees through rewards for green practices
Use of Technology: Promote paperless work and digital systems

CONCLUSION

Green HRM is an essential strategy for organizations aiming to achieve sustainable development. By integrating
environmental concerns into HR practices, organizations can enhance their environmental performance and
contribute to global sustainability goals. Although challenges exist, effective implementation of Green HRM can
lead to long-term benefits for both organizations and society. The future of HR lies in balancing economic,
social, and environmental objectives.
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