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Abstract: 

Green Human Resource Management (Green HRM) is emerging as a crucial strategy for aligning 
organizational goals with sustainable development objectives. Nowadays, sustainable growth is necessary. 
Adopting environmentally friendly policies is necessary to ensure that this globe continues to be a pleasant 
place to live. Both public and corporate organizations can make a significant contribution to a greener 
future by incorporating various basic environmentally friendly measures into their daily operations. 
Adapting to the changing demand for the green economy requires proactive interventions in the areas of 
employment, education and training. This is because the need for new trends requires the adoption of new 
skills or modification of existing skills.This paper explores the role of Green HRM in fostering eco-friendly 
business practices and how its integration into human resource policies contributes to achieving sustainable 
development. Through an interdisciplinary review, the study analyzes the mechanisms through which Green 
HRM influences organizational sustainability, its challenges, and future potential. 
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Introduction:  

Sustainable development is defining global priority of the 21st century, with organizations under growing 
pressure to minimize their environmental footprint. Human Resource Management (HRM) plays a pivotal 
role in shaping corporate behaviour and values, making it an ideal vector for integrating sustainability into 
business operations. Green HRM extends traditional HRM practices by embedding environmental 
consciousness into recruitment, training, performance appraisal, and employee engagement processes. This 
paper examines how Green HRM facilitates sustainable business practices, contributing to broader societal 
and environmental goals. 

Sustainability means using products or services in such a way that the resources of future generations are not 
harmed. “The importance of sustainable development is reflected in the fact that the United Nations has 
presented a new roadmap, the so-called Sustainable Development Goals (SDGs), which all countries should 
adhere to by 2030. Sustainable development refers to a form of development that avoids degrading resources 
in such a way that future generations are deprived of a favourable environment and their needs are not met. 
Sustainable development, as defined in the Brundtland Commission report, refers to a form of development 
that meets the needs of the present generation without compromising the ability of future generations to meet 
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their own needs. The imperative of sustainable development has emerged as an urgent need. Governments 
should seriously consider establishing collaborative frameworks with the business sector to formulate 
policies that promote and protect the environment” (Agrawal, & Bansal,2022). 

Being eco-friendly means using eco-friendly products and services. Implementing Green HRM will improve 
resource efficiency by minimizing the intensity of use of both natural and non-natural resources. This 
contributes to the conservation of resources for future generations and ultimately leads to sustainable 
development. 

Following the introduction, the subsequent section of the paper analyses significant literature pertaining to 
the study. This section presents a literature analysis on sustainable development and Green HRM, 
contributing to the understanding of the concepts of Green HRM and Sustainable Development. Section 
three discusses the relation between sustainable development and green development.Section four 
elucidatesmany green initiatives that human resources practitioners might implement in the company 
environment in order to promote sustainability.Section five discusses potential opportunities in Green HRM 
Initiatives. Section six addresses the many obstacles encountered in implementing Green HRM practices. 
Section seven serves as the final section of the article and provides recommendations. 

Objectives: 

● To emphasise the differentiation/connection between Sustainability and Green HRM. 

● To elucidate the significance of green HRM in fostering sustainable development.  

● To outline prospects and challenges ofGreen HR to achieve sustainable development. 

Research Questions: 

● How does Green HRM contribute to sustainable development? 

● What are the key practices and strategies of Green HRM that enhance organizational sustainability? 

● What challenges and opportunities arise in implementing Green HRM? 

Literature Review: 

Sustainable Development: 

Sustainability is the basic prerequisite for economic development and progress and at the same time for 
curbing environmental degradation, preserving biological diversity and ensuring the long-term viability of 
natural resources. Sustainable development includes three components commonly referred to as the 3Ps or 
Triple Bottom Line (TBL). The term “3Ps” refers to the concepts of “people”, “planet” and “place”, which 
correspond to the ideas of social, environmental and economic factors. “People” refers to the level of social 
responsibility that organizations undertake and includes ethical and sound business practices. Planetary 
stewardship is the extent to which a company demonstrates environmental responsibility by using natural 
resources efficiently and skillfully and protecting the ecosystem from damage. Profit is the financial benefit 
that a company receives from the community. 

(Moshina, 2015) “The term “3Ps” was first introduced by Freer Spreckley in 1981 and further developed by 
John Elkington in 1997. According to him, the TBL concept promotes organizations to prioritize not only 
economic profits, but also to consider their impact on the environment and the social benefits that could 
affect society”. The sustainability of a company depends on the implementation of the three basic principles 
of sustainability: planet, people and profit. These concepts must be integrated into the company's everyday 
life. 
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(Hall et al., 2010)”Sustainable development promotes the use of renewable resources while preventing the 
use of non-renewable resources”. 

Sustainable development is the practice of achieving profitability for a company while preventing 
environmental degradation and protecting the well-being of its stakeholders. (Savitz and Weber). The role of 
green practices in human resource management (HRM) has been highlighted as a means of achieving 
sustainable development within organizations. 

(Deshwal, 2015) “Sustainable development means not only making profits, but also being aware of the 
environmental impact of organizational actions”. Furthermore, the author considered that for a company to 
achieve sustainability and growth, it is essential that it not only prioritizes profits but also considers the 
impact of its operations on the environment. 

(Hosain & Rahman, 2016)”claimed that green HRM practice involves more than just implementing 
environmental initiatives. This also includes the development and implementation of policies and practices 
that promote sustainable human resources management”. Green HRM involves the implementation of HRM 
policies and practices to promote sustainable resource use in the corporate environment by promoting 
awareness and commitment to environmental sustainability. 

(Lotfi et al., 2018)”Sustainable development is an ongoing process that goes beyond mere economic 
development. This implies that sustainable development includes both economic development and other 
elements of development. Sustainable development aims to curb the depletion or degradation of natural 
resources, environmental degradation, climate change and depletion of the ozone layer, and to ensure high 
standards of living for both current and future generations”. 

(Kushwaha & Singh, 2010)”Sustainable development refers to the use of resources, investments, 
technological advances and institutional changes in a way that meets the needs of both current and future 
generations”. 

Green HRM 

The practice of Green HRM involves minimizing paper usage in HR functions such as recruitment and 
selection, training and performance appraisal. This is done to promote sustainability, protect the environment 
and gain a competitive advantage in employment. 

Renwick (2008) emphasized that green HRM involves integrating an organization's environmental 
management objectives into HR operations such as recruitment and selection, training and development, 
performance management, evaluation and reward. Additionally, it is widely believed that implementing 
green human resources practices not only improves efficiency and reduces costs, but also promotes a 
conducive environment for engaged employees, resulting in greater creativity and lower costs. 

(Pavitra Mishra, 2017) Green HR can be categorized into two components: environmentally friendly HR 
practices and the preservation of knowledge capital. Green HR involves changing the HR function, including 
recruitment, selection, training, development, performance appraisal, employee compensation and employee 
participation, to align with environmentally sustainable practices. Therefore, any change in the HR function 
will have an impact not only on the organization but also on the individual employee and society as a whole. 

(Ahmad, 2015)explained that the increasing awareness of green policies has encouraged individuals to adopt 
green HR practices. This is achieved by focusing on a zero-paper approach, reducing carbon footprint and 
minimizing waste production. 
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Fig. 1 Relationship between Sustainability and Green HRM 

Sustainability and Green HRM  

Sustainable Development Green Development 

Sustainable development refers to the process of 
achieving development that fulfils the 
requirements of the current generation while 
safeguarding the capacity of future generations 
to fulfil their own requirements. 

Green development refers to the process of 
development that specifically prioritises the 
protection and preservation of the environment. 

 

Centres its attention on society, ecology, 
culture, and economy. 

Centres its attention exclusively on the 
environment 

Sustainable development involves long-term 
economic, environmental, and social changes. 

Green development balances ecology and 
technology. It uses natural resources efficiently. 

It emphasises the importance of achieving 
equilibrium between the requirements of the 
current generation and those of future 
generations. 

It prioritises environmental well-being while 
advancing global development. 

The main idea behind this philosophy is to keep 
things in balance. 

The main idea behind this philosophy is to 
protect the environment. 

This ideology emerged as a reaction to the over 
exploitation of resources. 

This concept emerged in response to 
environmentally conscious protests and 
initiatives. 

 

Green Human Resource Practices and Initiatives within the Framework of Sustainability. 

Green Recruitment: Utilizing green job descriptions, promoting eco-conscious branding, and targeting 
candidates aligned with sustainability values.This involves the systematic approach of attracting and 
choosing candidates who exhibit a strong dedication to sustainable practices, techniques, and behaviours. 
The adoption of green recruiting and selection strategies can be facilitated through digital platforms, which 
may lead to reduced costs for organizations. By employing online methods such as virtual interviews, digital 
assessments, and online job postings, organizations can significantly lower their recruitment and selection 
expenditures. Furthermore, this approach enables organizations to ensure that their employees are selected 
based on their awareness of environmental initiatives, knowledge of recycling practices, and efforts to 
minimize paper consumption within the workplace. Mishra (2017) identified two strategies for implementing 
green recruiting and selection. 
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Green Training: Training and development are essential components of human resource management 
responsibilities. The primary objective of training is to enhance existing employee skills, promote the 
acquisition of new competencies, boost productivity, and facilitate employee transitions to different roles 
within the organization. Additionally, it aims to update and expand employees' knowledge, ultimately 
leading to improved overall productivity. Human resource management is critical for the advancement of 
any organization. Green Training and Development specifically focuses on enhancing employees' 
understanding and skills related to environmentally sustainable practices, thereby benefiting the 
organization, its workforce, and the environment. This initiative seeks to promote workplace safety and 
health by educating employees on the proper use of equipment to minimize risks, especially for those in 
high-hazard occupations. Furthermore, it involves conducting workshops on energy conservation, waste 
management, and sustainable supply chain practices. Mandip (2012) suggested the integration of green 
orientation programs into the training and development curriculum for new employees. 

Green Appraisals: Incorporating environmental contributions into performance reviews. The employee 
ought to undergo an evaluation and be motivated concerning their performance to guarantee the persistence 
of their eco-friendly practices and flexibility. Green Performance and Appraisal can serve as a mechanism to 
foster environmentally conscious behaviours among staff members. Additionally, it can be employed to 
redirect employees towards sustainable practices when they stray from them. Gholami et al. (2016) identified 
performance management as a crucial human resource strategy for enhancing environmental behaviour and 
advancing sustainable development. 

Employee Green Empowerment: Initiatives like sustainability-focused teams or green innovation 
challenges. This strategy can be utilized to improve environmental practices and behaviours among 
employees, functioning as a component of Green Human Resource Management (GHRM) initiatives. 
Organizations may obtain financial incentives from stakeholders through mechanisms such as tax incentives, 
loans, and grants, particularly for those that engage in sustainable practices. Employees may benefit from 
this approach through increased wages, bonuses, promotions, and various other advantages. 

Contribution of Green HRM to Sustainable Development: 

1. Resource Efficiency: Green HRM minimizes resource consumption through initiatives like remote work 
and paperless operations. 

2. Employee Engagement: Sustainability-focused training and rewards enhance employee commitment to 
environmental goals. 

3. Organizational Culture: Green HRM fosters a culture of responsibility and innovation, encouraging 
eco-friendly practices across departments. 

4. Resource conservation: GHRM ensures the preservation of resources for both the current and future 
generations. This will contribute to the improvement of resource management, enhancing efficiency, and 
reducing the consumption of both natural and non-natural resources. 

5. Protection and Preservation of workers' health and overall well-being: Implementing GHRM 
practices will safeguard the well-being and welfare of employees within the organization. This will 
enhance worker productivity by minimising sick leave and absenteeism. 

6. Enhances the reputation of the organization: The image of an organization is crucial for achieving 
sustained growth and development. GHRM can boost the business image of an organization, particularly 
in competitive markets, giving it a competitive advantage over its rivals. 

7. Generates additional employment opportunities: The implementation of GHRM can potentially lead 
to job creation, as it involves the development of new methods and practices that would require 
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additional workers in the organization. For example, in the field of online recruitment, it is necessary to 
have a computer specialist in order to carry out recruitment processes efficiently. 

8. Decreasing expenses: Implementing GHRM practices can effectively decrease costs associated with 
paper use, resource depletion, item reuse, carpooling, and online training. All these factors can 
significantly contribute to reducing the overall cost of the organization. 

9. Novelty and fresh concepts: The implementation of GHRM practices can foster novel ideas and 
promote innovation, leading to heightened productivity and cost savings. Additionally, it can empower 
the organization to get a competitive edge in terms of market dominance, increased productivity, 
operational efficiency, and ultimately generate higher profits. 

Challenges in Implementing Green HRM for sustainable development 

1. Cost Concerns: Initial investments in green technologies and training programs can deter adoption. The 
implementation of Green Human Resource Management (GHRM) can entail significant expenses, 
especially in the initial phase, as it often requires modifications within the organization to integrate the 
new methodologies. Additionally, specific training programs may be essential to facilitate the shift from 
conventional HR practices to sustainable, environmentally conscious HR practices, which will, in turn, 
lead to additional financial outlays. 

2. Resistance to Change: Employees and management may resist transitioning to sustainable practices due 
to lack of awareness or perceived complexity. 

3. Lack of Metrics: Measuring the effectiveness of Green HRM practices remains a challenge due to 
inadequate frameworks. 

4. Time Consuming: It is a laborious process that requires a significant amount of time. The process of 
selecting and recruiting employees with a green initiative may be time-consuming due to the specific 
skills and expertise required for such positions. Finding the correct staff for these roles can be complex 
and time-consuming. 

5. Overhaul of the complete Human Resource Management Methods: Implementing Green HRM 
practices may necessitate a complete overhaul of the HR system to align with the new approach. This 
can pose challenges for organizations, particularly when they lack external financial or technical support 
and must rely solely on their own resources. 

6. Challenges for both employers and employees: Implementing Green HR practices may pose 
challenges for both employers and employees. This is because the organization, for example, may need 
the alteration of the operation and administration of the organization. Furthermore, employees may 
necessitate orientations, acquisition of new abilities, or enhancement of existing talents, which would 
necessitate training and potentially further schooling. 

Conclusion and Research Implications: 

Green HRM offers a transformative pathway for businesses to align their operations with sustainable 
development goals. By embedding environmental responsibility into HR practices, organizations can achieve 
a competitive edge while contributing to global sustainability. However, addressing the challenges of 
implementation through innovation, education, and policy support is essential for realizing its full potential. 

Green HRM bridges the gap between organizational goals and sustainable development imperatives. While 
challenges remain, innovative practices and supportive policies can make Green HRM a cornerstone of eco-
friendly business strategies. By fostering a green culture, businesses can secure economic, environmental, 
and societal benefits, paving the way for a sustainable future. 
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