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Abstract  

As the world is moving towards green economy with the passage of time, corporate sector has started giving their 
contribution for the same with the help of the concept of Green HRM. Green HRM is the emerging topic in current 
scenario. The corporate world is now emerging more beyond the objective of financial profitability. The objective of 
Green HRM is to increase the awareness of sustainable development among the employees. Green HRM basically talks 
about the contribution of HRM policies and practices towards the sustainability. The objective of the study is to look into 
the concept of HRM functions like recruitment, selection going green for maintaining sustainability including its impact 
on organization’s performance. This paper revolves on how the concept of Green HRM will promote sustainable 
development and improved organization’s performance. The researchers have come up with various ideas on how 
organizations are implementing Green Human resource practices to maintain sustainability. This research study is based 
on systematic review concerned with the concept of Green HRM and its influence and impact on organization’s 
performance and environmental balance simultaneously. The gap that has been observed while reviewing the literature is 
the limited awareness for GHRM and its proper implementation.  
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1. Introduction 

Green HRM is initiated with an idea of maintaining sustainability rather than just focusing on profitability. “Sustainability 
is the ability to meet the needs of present without compromising the ability of future generations to meet their needs.” 
Degradation of environment resulting from excessive exploitation of the resources of our planet has actually disturbed our 
environment and therefore the concept of sustainable development has emerged. Now-a-days, Green HRM is playing vital 
role in promoting sustainable development that has been covered by various researchers and also its impact on 
organization’s performance. Green HR practices have turned out as positive results for 3P- People, Planet and Profit. The 
study attempts to emphasize on the importance of Green HRM linked with organization’s performance and sustainable 
development. It is also observed and discussed in the study how GHRM is playing very important role in improving the 
employee’s efficiency and productivity which are ultimately beneficial for the organization. Various Green HR practices 
are discussed. 

1.1 Green HRM 

Green HRM refers to making efforts to improve energy efficiency or reduce the pollution produced by our home business 
and general living habits. The main purpose of going green is to reduce the potential negative impact that energy 
consumption and pollution can have on the environment. Green HRM is the integration of environmental management 
into human resource management. It basically talks about the contribution of HRM policies and practices towards the 
broader corporate environmental agenda. It emphasizes on environment friendly HR functions that gives out efficient 
result with least cost and increased employee engagement levels. It ultimately provides alternative ways of cost cutting.  

Green HR initiatives enables companies find alternative ways of reducing costs without losing their talented human 
capital. Focus on Green HRM as a strategic initiative promotes sustainable business practices. Green HRM is the initiative 
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and the strategy of organization to encourage green working patterns by reinforcing environmental sustainable practices 
and enhancing organization’s concern for sustainable development. It is basically one of the proactive decision or strategy 
taken by HR department by adding green concept concerned with HR functions for optimum utilization of available 
resources with minimum wastage. 

1.2 Sustainable Development 

Basically sustainable development is about ensuring a better quality of life for everyone without exhausting the present 
resources completely. Development has to be done in such a way that can save our resources and maintain the ability of 
future generation to meet their needs. And Green HRM is one of the initiatives which has been practiced by many of the 
organization as far as different researches in this context are concerned. Organizations are now taking active part in 
promoting sustainable development by greening people within the organization. The excessive  stress on environmental 
resources derived organizations to take active initiative in transforming their operations into green management practices.   

2. Objective of the study 

1. To identify Green HR practices for promoting sustainable development 
2. To identify the impact of GHRM on organization’s performance. 
3. To suggest some techniques for effective implementation of GHRM within the organization. 

3. Research methodology 

The research work is based on the systematic literature review done by using various articles and research papers 
concerned with the topic. 

4. Literature review 

The practices of Green HRM appear to be encouraging for all the people who are connected directly or indirectly with 
the organization. It was observed that Green HRM was not only promoting the corporate responsibility but also a 
profitable exercise for the organization (PALLAVI, E., & BHANU, M. 2016). Green HRM practices replaced all the 
paper work of the the organizations by electronic filing system and electronic communication. The eco-friendly HR 
practices adopted by the organization has turned out as greater efficiency, reduced cost and increased employee 
engagement (Deshwal, P. 2015). Green HR practices are beneficial for both employees and employers. The research has 
been structured in a systematic review whose objective was to identify the Green HRM practices supporting sustainable 
growth within the organization and retention of employees for longer time (Likhitkar, P., & Verma, P. 2017).  

The conceptual framework talks about the major Green HR practices covering the areas of HR in terms of green 
recruitment and selection, green job analysis, green training and development. Green HRM results in developing 
sustainability because it focuses on preservation of natural resources and minimizing the wastage. The study displays the 
very strong relation between GHRM, CSR and environment sustainability (Mwita, K. M. 2019). According to the study 
Green HRM emerged as one of the eco-friendly way of running organizations without compromising the sustainable 
development. Also highlights that GHRM is not only beneficial for the environment but also for the organization and its 
people in terms of efficient outcomes, cost reduction and employee engagements (Zubair, S. S., & Khan, M. 2019). 
Adopting green HRM practices helps in improving environmental performance as well as improving the financial 
performance of the organization.  The importance of green HRM practices among the organization and its influence on 
employees performance level is being observed ( DEVI, J. K. 2018). 

The effective implementation of Green HRM within the organization can only be done by increasing the awareness among 
the employees and spread the significance of GHRM practices concerned with the impact it has on sustainability. 
Implementation of GHRM totally depends on its awareness (Bombiak, E., & Marciniuk-Kluska, A. 2018). One of the 
article  discusses in detail the idea of significant effects of the activities of Green Human Resource Management in the 
hotel industry which can play a vital role in contributing towards the sustainable development (Emmanuel, A. A., 
Dato‘Mansor, Z., MohD Rasdi, R. B., & Abdullah, A. R. 2020). There is an inherent capacity of HRM functions in 
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greening employees and organizational operations. From job design function to employee relations, HRM has gigantic 
potential in greening organization and its operations. The key challenge in front of HR professionals is to understand the 
scope and depth of green HRM in transforming their organizations as green entities. It is also observed that the great 
involvement and encouragement is required from the top management for effective implementation of GHRM practices 
(Jahan, S., & Ullah, M. M).  Green HR practices enable the organization to use their assests and other resources with 
optimum utilization that will ultimately contribute towards ecological development. Green HR includes two fundamental 
components: Environmental friendly HR practices and the protection of Knowledge capital (Jyoti, K. 2019). 

5. Green HRM Practices 

The implementation of Green HRM can be done by following practices:- 

Green recruitment and selection: 

Applications can be invited digitally by vacant positions by avoiding the wastage of paper materials. The selection process 
can further be undertaken via telephonic interviews and video conferencing depending on the requirement. Companies can 
use web portals for on boarding documentation like offer letter, credentials and testimonials. Environment-friendly 
organization attracts qualified, talented and motivated job applicants. Some job description regarding the announced 
positions and other information about the company can be posted on its website. Green issues should also be specified in 
the job description itself. Orientation  

At the time of orientation employers should aware employees about the culture of green consciousness. The concerns for 
green issues such as health, safety and environment sustainability should be highlighted. Employers must brief them about 
the significance of green culture of the organization. 

Learning & Development 

Workshops, webinars and training sessions should be organized to facilitate employees for improving and acquiring 
knowledge on green skills, green management and related concerns. Training managers should use and encourage more of 
online courses, case studies and other digital tools rather than using printed handouts so that the use of papers can be 
reduced.  

Green performance management 

The goal of performance management system in green management is to measure ecological performance standards 
through department of organization and achieve useful information regarding the Green performance of managers. 
Communicate green schemes to all the levels of depart mental heads, managers and employees to set green targets and 
responsibilities for appraising the performance. 

Green compensation and reward management 

The compensation and reward management should be linked with acquisition of green skills and achieving Green targets. 
To encourage the levels of achieving green targets, monetary and non monetary reward should be given to the employees. 
People coming up with more ideas of doing things in an eco-friendly way shall be encouraged during the discussions. 

6. Strategies for implementation of Green HRM 

1. It is the major responsibility of the HR manager to create awareness about green movement. 
2. Creating awareness about the significance of retaining natural resources for future generations.  
3. Create green job vacancies that will directly engage in collecting information, materials and technologies that will 

contribute in sustainable development. 
4. Frame policies concerned with green management principles and ensure its effective compliance and 

accountability. 
5. Including the information about green principles and green culture in the company manual itself. 
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6. Encourage ‘paperless office management’ within the organization. 
7. Set up standards for working patterns concerned with Green HRM practices. 
8. Conducting and organizing various workshops and sessions for creating awareness about the impact of Green 

HRM Practices on environment.  
9. Green HRM targets shall be attached with performance appraisal. 

       7.  Conclusion 

As far as my research study is concerned, Green HRM proves to be one of an efficient practice contributing towards 
environmental balance. Green HR practices and the idea of greening people plays vital role in maintaining 
sustainability at organizational and environmental level. Green HR practices like Training & Development, green 
performance management, green recruitment and selection enables to implement green management practices. 
Green HRM also helps organization to encourage corporate social responsibility. It is also observed in the study and 
supported by the literature review that GHRM turned out as potential benefits for both the organization as well as its 
people. Organization started becoming more conscious towards the environment and hence, attempts to integrate 
Green-oriented patterns with HRM. The awareness for Green HRM and its implementation simultaneously can one 
of the active initiatives moving towards sustainable development. 

 
8. Recommendations 
 
Concerning the study following recommendations can be made: 
 

a. To encourage and create more awareness about Green HRM. Various management and corporate institutions should 
start including Green HR and green management concerns in their curriculum. 

b. Organizations should conduct and organize training programmes and workshops concerned with Green HR practices 
and sustainable development and also making it compulsory to be completed by each of the employees irrespective of 
their department. 

c. Encouraging recycling and reuse practices especially within the manufacturing organization. 
d. Designing flexible working patterns where some of the tasks can be done virtually. 
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