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Abstract:

The conventional financial focus in business is shifting towards a competency-based, strategic
approach. Environmental considerations are increasingly critical in today's business landscape,
particularly concerning social and environmental factors. Corporate Green Human Resource
Management (GHRM) emphasizes the technical and managerial skills of employees, aiming to
develop innovative environmental programs with significant managerial impacts. Generally, GHRM
focuses on environmentally sustainable HR practices that optimize resource use within an
organization. However, there is a notable gap in the literature regarding the environmental aspects of
HRM. This study explores the strategic implementation of GHRM practices in traditional HR tasks
and provides a theoretical perspective on the concept. The aim is to encourage further academic
research into the foundational aspects of GHRM practices.
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INTRODUCTION:

In the 21st century, the significance of environmental issues has surged across various sectors, including
politics, public affairs, and business. This heightened awareness is largely due to international agreements
like the Kyoto Protocol (1997), the Bali Roadmap (2007), and the Copenhagen Accord (2009), all focused
on combating climate change (United Nations Framework Convention on Climate Change, 1997; United
Nations Framework Convention on Climate Change, 2007; United Nations Framework Convention on
Climate Change, 2009). Governments and non-governmental organizations (NGOs) are advocating for
policies to address industrial pollution, waste, and the use of harmful chemicals to mitigate their negative
impacts on natural resources and society (World Resources Institute, 2023; Environmental Protection
Agency, 2024).

Modern organizations must balance reducing their ecological footprint with economic concerns. Corporate
success now hinges on addressing financial, social, and environmental factors (Porter & Kramer, 2006;
Elkington, 1997; Carroll, 1991). Effective implementation of sustainable corporate strategies requires
strong leadership and clearly defined processes (Hart, 1995; Bansal & Roth, 2000; Shrivastava & Berger,
2010). While integrating green initiatives into corporate strategies is becoming more common, it remains a
challenging topic for many HR practitioners (Renwick et al., 2013; Dutta, 2012; Masri & Jaaron, 2017).
Implementing corporate environmental programs necessitates collaboration across various organizational
units, such as HR, marketing, IT, and finance (Felgate, 2006a; Brio et al., 2007; Barton, 2009).

HR management plays a crucial role as major stakeholders in environmental discussions. A significant
portion of the workforce values environmental consciousness, and employees tend to be more committed
and satisfied with organizations that demonstrate proactive environmental initiatives (Shrivastava & Berger,
2010; Ari et al., 2020; Singh et al., 2020). Over the past two decades, there has been a growing consensus
on the necessity of proactive environmental management, leading to extensive literature on green
management practices (Hart, 1995; Bansal & Roth, 2000; Shrivastava & Berger, 2010). The active
involvement of the corporate sector in adopting environmental management strategies has paved the way
for green management (Porter & Kramer, 2006; Elkington, 1997; Carroll, 1991).
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Human resource management (HRM) focuses on an organization's most valuable asset: its human resources.
In the current context, HRM is being reevaluated with sustainability principles in mind (Bansal & Roth,
2000; Shrivastava & Berger, 2010; Renwick et al., 2013). This paper focuses exclusively on green HRM,
which integrates environmental considerations into HRM practices. Green HRM uses HRM policies to
promote sustainable resource utilization within businesses and advocate for environmental causes, thereby
enhancing employee morale and satisfaction (Dutta, 2012; Masri & Jaaron, 2017; Tang et al., 2018). Other
scholars describe green HRM as employing HRM policies, philosophies, and practices to foster sustainable
resource management and mitigate environmental risks within organizations (Renwick et al., 2013; Dultta,
2012; Masri & Jaaron, 2017). Green initiatives within HRM are part of broader corporate social
responsibility programs (Carroll, 1991; Porter & Kramer, 2006). Green HR encompasses two primary
elements: environmentally friendly HR practices and the preservation of knowledge capital (Bansal & Roth,
2000; Shrivastava & Berger, 2010; Renwick et al., 2013).

Human resources and their systems are fundamental to any business endeavor, whether related to financial
operations or sustainability initiatives. They play a crucial role in devising and implementing eco-friendly
policies aimed at fostering a green work environment (Bansal & Roth, 2000; Shrivastava & Berger, 2010;
Renwick et al., 2013). Without adequately supporting human resources and implementing sustainable
policies, transitioning to a green ethos would present significant challenges (Felgate, 2006a; Brio et al.,
2007; Barton, 2009). Despite a considerable body of literature addressing green HRM, uncertainty remains
surrounding the effective implementation of green HR management policies across organizations
worldwide, necessary for achieving a fully integrated green corporate culture (Renwick et al., 2013; Dultta,
2012; Masri & Jaaron, 2017). This article explores how corporations promote environmental management
programs by formulating human resource policies and delineating various processes involved in green HRM
based on existing literature. Furthermore, it reviews literature pertaining to the HR aspects of green HRM,
shedding light on how modern corporations develop human resource policies to embrace environmental
sustainability. The study also aims to offer a simplified overview of common green HRM processes and
proposes some green initiatives for HR.

NEED FOR GREEN HRM:

The pressing need for green human resource management (GHRM) arises from the growing global
emphasis on environmental sustainability. Organizations worldwide are recognizing the critical importance
of integrating sustainable practices into their operations to reduce their ecological footprint and ensure long-
term viability (World Resources Institute, 2023; Environmental Protection Agency, 2024; United Nations
Framework Convention on Climate Change, 1997). Here are some key reasons why GHRM is essential:

Environmental Responsibility: As environmental concerns such as climate change, pollution, and resource
depletion become more prominent, organizations have a responsibility to adopt practices that mitigate their
negative impact on the environment (World Resources Institute, 2023; Environmental Protection Agency,
2024; United Nations Framework Convention on Climate Change, 1997). GHRM helps companies fulfill
this responsibility by promoting eco-friendly practices and reducing waste (Bansal & Roth, 2000;
Shrivastava & Berger, 2010; Renwick et al., 2013).

Regulatory Compliance: Governments and international bodies are increasingly implementing regulations

and standards aimed at protecting the environment (United Nations Framework Convention on Climate
Change, 1997; United Nations Framework Convention on Climate Change, 2007; United Nations
Framework Convention on Climate Change, 2009). Organizations must comply with these regulations to
avoid legal repercussions and maintain their license to operate (World Resources Institute, 2023;
Environmental Protection Agency, 2024). GHRM ensures that HR policies and practices align with these
regulatory requirements (Bansal & Roth, 2000; Shrivastava & Berger, 2010; Renwick et al., 2013).

Competitive Advantage: Companies that proactively adopt sustainable practices can differentiate
themselves from competitors (Porter & Kramer, 2006; Elkington, 1997; Carroll, 1991). Consumers and
other stakeholders are more likely to support and engage with businesses that demonstrate a commitment
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to environmental sustainability (World Resources Institute, 2023; Environmental Protection Agency, 2024).
GHRM contributes to building a positive corporate image and enhancing brand reputation (Bansal & Roth,
2000; Shrivastava & Berger, 2010; Renwick et al., 2013).

Employee Engagement and Retention: Modern employees, particularly younger generations, are
increasingly concerned about environmental issues (World Resources Institute, 2023; Environmental
Protection Agency, 2024). They prefer to work for organizations that align with their values and
demonstrate a commitment to sustainability (Bansal & Roth, 2000; Shrivastava & Berger, 2010; Renwick
et al., 2013). GHRM practices can enhance employee morale, engagement, and retention by creating a
workplace culture that values environmental responsibility (Bansal & Roth, 2000; Shrivastava & Berger,
2010; Renwick et al., 2013).

Cost Savings: Implementing green practices can lead to significant cost savings for organizations (Felgate,
2006a; Brio et al., 2007; Barton, 2009). Energy-efficient operations, waste reduction, and sustainable
resource management can reduce operational expenses (Bansal & Roth, 2000; Shrivastava & Berger, 2010;
Renwick et al., 2013)

Exhibit 1: HRM function and Green Policies, procedure and practices

Source: 2013, Prof. HHDNP Opatha, Proceedings of the HR Dialogue — 2013 2013, Vol. 01, No. 01
Green Initiatives for HR

HRM Function Green Policies, Procedures, or Practices
Job Analysis To include environmental dimension as a duty in Job Description.
To include Green competencies as a special component in Job Specification.
Recruitment To include environmental criteria in the recruitment messages.
To communicate the employer’s concern about Greening through recruitment
efforts.
Selection To select applicants who are sufficiently aware of Greening to fill job
vacancies.

To select applicants who have been engaging in Greening as consumers under
their private life domain.

Induction To make new employees familiar with Greening efforts of the organization.
To develop induction programs showing Green citizenship behaviour of
current employees.

Training To impart right knowledge and skills about Greening (the four Green roles) to
each employee through a training program exclusively designed for Greening.
To do training needs analyses to identify Green training needs of employees.

Performance Evaluation To evaluate employee’s job performance according to Green-related criteria.
To include a separate component for progress on Greening in the performance
feedback interview.

Rewards Management To give financial incentives to employees for their good Green performance
of job.

To give non-financial rewards such as praises and recognitions to employees
for their Greening.

Discipline Management To formulate and publish rules of conduct relating to Greening.

To develop a progressive disciplinary system to punish employees who
violate the rules of Green conduct.

LITERATURE REVIEW:

This comprehensive literature review delves into existing research on Green Human Resource Management
(GHRM), examining its evolution, key practices, drivers, barriers, impact on organizational performance,
and future directions.
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KEY FINDINGS:

Evolution of GHRM: The review traces GHRM's development from its inception to its current state,
highlighting significant milestones and trends (Wehrmeyer, 1996; Bansal & Roth, 2000; Renwick et al.,
2013).GHRM Practices: It analyzes various GHRM practices, including green recruitment, training,
performance management, and employee engagement (Dutta, 2012; Masri & Jaaron, 2017; Tang et al.,
2018; Obeidat et al., 2020).

Drivers and Barriers: The review identifies factors influencing GHRM implementation, such as
organizational culture, leadership commitment, regulations, and employee attitudes (Felgate, 2006a; Brio
et al., 2007; Barton, 2009; Priyanto & Schneider, 2021).

Organizational Impact: It explores the relationship between GHRM practices and organizational
performance, examining financial outcomes, employee satisfaction, and overall sustainability (Shrivastava
& Berger, 2010; Ari et al., 2020; Singh et al., 2020; Longoni et al., 2018).

RESEARCH GAPS:

The review highlights existing research gaps and suggests areas for future studies, emphasizing the need
for empirical research to validate the proposed conceptual framework and explore the long-term effects of
GHRM practices (Renwick et al., 2013; Dutta, 2012; Masri & Jaaron, 2017).

DISCUSSION:

The findings from the literature review indicate that integrating GHRM practices into traditional HR
functions can significantly enhance organizational performance and sustainability. Key findings include:

Enhanced Employee Engagement: GHRM practices foster a sense of environmental responsibility among
employees, leading to increased engagement and motivation (Dutta, 2012; Masri & Jaaron, 2017; Tang et
al., 2018).

Improved Organizational Image: Companies adopting GHRM practices are perceived as environmentally
responsible, enhancing their reputation and attractiveness to stakeholders (Shrivastava & Berger, 2010; Ari
et al., 2020; Singh et al., 2020).

Cost Savings: Sustainable HR practices can result in cost savings for organizations through energy-efficient
initiatives and paperless communication (Felgate, 2006a; Brio et al., 2007; Barton, 2009).

Implementation Challenges: Despite the benefits, challenges such as lack of awareness, resistance to
change, and insufficient top management support hinder widespread adoption of GHRM practices (Renwick
et al., 2013; Dutta, 2012; Masri & Jaaron, 2017).

CONCLUSION:

This study emphasizes the importance of integrating GHRM practices into traditional HR functions to
promote environmental sustainability. The proposed conceptual framework provides a structured approach
for organizations to adopt GHRM practices effectively. Future research should focus on empirical
validation of the framework and exploring the long-term impacts of GHRM practices on organizational
performance (Renwick et al., 2013; Dutta, 2012; Masri & Jaaron, 2017). By thoroughly reviewing existing
literature and developing a conceptual framework, this study contributes to the growing body of knowledge
on GHRM and offers practical insights for HR practitioners aiming to create a sustainable organizational
culture
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Exhibit 2: Findings from Research paper

Author Specific HRM Finding
Function

Wehrmeyer Recruitment Recruitment practices can support effective environment management by

(1996) ensuring that new recruits understand an organization’s environmental
culture and share its environmental values.

Stringer (2009) | Recruitment Graduates and other job applicants pay attention to the environmental
management practices and performance of companies and use such
information when deciding where to apply.

Phillips (2007) | Recruitment Increasingly, firms are beginning to recognize that gaining a reputation as
a Green employer is an effective way to attract new talent.

Ramus (2002) Training Environmental training and establishing a culture in which employees
feel they are accountable for environmental outcomes were the most
salient HRM practices for achieving environmental goals.

Milliman & | Incentives Tying incentive pay to the attainment of environmental goals helps focus

Clair (1996) Management managers’ attention and invigorate efforts aimed at achieving them.

Ramus (2002) Incentives Recognitions and financial incentives can be effective in motivating

Management employees to generate eco-initiatives.

Source: 2013, Prof. HHDNP Opatha, Proceedings of the HR Dialogue — 2013 2013, Vol. 01, No. 01
Future Scope of Research

FUTURE SCOPE OF RESEARCH:
While GHRM has advanced significantly, several areas require further investigation:

Cultural Adaptation: Research should explore adapting green HR practices to different cultural contexts,
particularly in Asia, given the predominantly Western-centric literature (Priyanto & Schneider, 2021).

Impact Measurement: More empirical research is necessary to measure the impact of GHRM on financial
outcomes, employee satisfaction, and reputation (Shrivastava & Berger, 2010; Ari et al., 2020; Singh et al.,
2020).

Barrier Analysis: Future studies should examine barriers to GHRM adoption and the potential of technology
to enhance green HR processes (Felgate, 2006a; Brio et al., 2007; Barton, 2009).

Long-Term Assessment: Long-term research could assess the evolution and sustainability of GHRM,
exploring leadership's role in promoting green HR initiatives and cross-functional collaboration (Renwick
et al., 2013; Dutta, 2012; Masri & Jaaron, 2017).

These research directions have the potential to foster sustainable organizations that are environmentally
responsible and financially viable.

In conclusion, HR plays a critical role in implementing GHRM practices and policies, fostering a green organizational
culture, and motivating employees to adopt sustainable practices. Continued research and implementation of GHRM
initiatives hold promise for creating a cleaner, safer, and more sustainable world.
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