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Abstract

Green Human Resource Management (HRM) is an emerging area of research that focuses on
how organizations can adopt environmentally sustainable practices in their HRM strategies. The
purpose of this research project is to explore the concept of Green HRM, its implications for
organizational sustainability, and its impact on employee behavior and attitudes. The primary data will
be collected through questionnaire distributed in selected organizations in different sectors. The
secondary data will be collected from published academic literature, reports, and other relevant sources.
The study aims to identify the current state of Green HRM practices in organizations, the factors that
influence the adoption of Green HRM practices, and the outcomes of Green HRM practices on
organizational sustainability and employee attitudes and behavior. The study also seeks to provide
recommendations for organizations on how to integrate Green HRM practices into their existing HRM
strategies. The findings of this research project are expected to contribute to the growing body of
literature on Green HRM and provide insights into how organizations can adopt environmentally
sustainable practices in their HRM strategies. This study is particularly relevant in the context of the
increasing global concerns about climate change and the need for organizations to contribute to
sustainable development.
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Introduction

Green Human Resource Management (HRM) is an approach that integrates environmentally
sustainable practices into HRM strategies, policies, and practices. The concept of Green HRM emerged
as a response to the increasing concerns about the impact of human activities on the environment and
the need for organizations to contribute to sustainable development. Green HRM is a critical aspect of
organizational sustainability, as it focuses on the management of human resources in a way that
minimizes environmental impact, maximizes social welfare, and promotes economic growth.

Green HRM practices encompass a wide range of activities, including recruitment, training and
development, performance management, compensation and benefits, and employee engagement. These
practices aim to enhance environmental performance, reduce carbon footprint, promote energy
conservation, and encourage responsible behavior among employees. Green HRM practices also seek
to create a culture of environmental responsibility and sustainability in organizations.

In light of the importance of Green HRM practices for organizational sustainability, this
research project aims to explore the concept of Green HRM, its implications for organizational
sustainability, and its impact on employee behavior and attitudes. The study will provide insights into
the current state of Green HRM practices in organizations, the factors that influence the adoption of
Green HRM practices, and the outcomes of Green HRM practices on organizational sustainability and
employee attitudes and behavior. The study will also provide recommendations for organizations on
how to integrate Green HRM practices into their existing HRM strategies.

Literature Review
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(Hussain, 2020) Green human resource management: A review and research agenda based on
India -This literature review focuses specifically on green HRM practices in India, and examines the
ways in which these practices are influenced by cultural and institutional factors. The authors propose
a framework for understanding the complex interplay between these factors and the adoption of green
HRM practices in Indian organizations.

(Hernandez, 2020) The impact of green human resource management practices on
environmental performance: An empirical study- This literature review presents the results of an
empirical study on the impact of green HRM practices on environmental performance in Spanish firms.
The authors found that firms that implemented greener practices had higher levels of environmental
performance, and that this relationship was mediated by employee engagement and environmental
training.

(Wu, 2020) Green human resource management practices: A systematic review and future
research agenda - This literature review provides a systematic analysis of the existing literature on
green HRM practices, identifying common themes and areas for future research. The authors identify
several key challenges associated with implementing green HRM practices, including the need for top-
down support, the importance of employee involvement, and the potential trade-offs between
environmental and economic outcomes.

(Biswas, 20201) Green HRM: A systematic literature review and future research agenda - This
literature review provides a comprehensive analysis of the existing literature on green HRM, identifying
key themes and gaps in the literature. The authors propose a future research agenda that focuses on the
role of leadership, the impact of green HRM on employee attitudes and behaviors, and the potential for
green HRM to enhance organizational competitiveness.

(Gao, 2022) Green human resource management: A review and research agenda - This
literature review examines the current state of knowledge on green HRM, with a particular focus on the
Chinese context. The authors identify several key challenges associated with implementing green HRM
practices in China, including a lack of awareness and understanding among employees and a lack of
top-down support from management. They propose a research agenda that emphasizes the need for
cross-cultural studies and the development of context- specific approaches to green HRM.

(Lu, 2022) Green human resource management: A review and synthesis of the literature - This
literature review provides a synthesis of the existing literature on green HRM, focusing on the various
dimensions of green HRM practices and their impact on organizational outcomes. The authors identify
several key themes, including the role of employee participation and engagement, the importance of
training and development, and the potential for green HRM to enhance organizational innovation.
Research Methodology
Research Design: For this study, Descriptive Method is used for analyzing the different types of
practices followed by different organizations.

Data Collection Sources: Primary Data is collected through a survey among the people of Telangana
State using a Questionnaire method with the questions framed according to the objectives of this study.
Secondary Data is collected from different books, journals, research papers and websites over internet.
Sampling Area: The research is based on the respondents of Telangana State.

Sample Size: The sample size is 46 respondents.

Data Analysis tools: Descriptive Statistics with Normality Test, Non- Parametric Test (Mann- Whitney
U Test and Chi-square Test)

Scope of the Study

Green HRM practices: This involves examining the various green HRM practices that organizations
can adopt, such as green recruitment and selection, green training and development, green performance
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management, and green compensation and rewards. The study can examine the effectiveness of these
practices in promoting environmental sustainability and improving organizational performance.

Organizational factors: The study can examine the role of organizational factors, such as
organizational culture and leadership, in promoting the adoption and effectiveness of green HRM
practices.

Contextual factors: The study can explore the impact of contextual factors, such as national culture,
industry sector, and geographical location, on the adoption and effectiveness of green HRM practices.
Employee perceptions: The study can examine the perceptions of employees towards green HRM
practices and their impact on employee motivation, satisfaction, and retention.

Obijectives of the Study

+ To examine the current state of green HRM practices in organizations and identify themes
common practices adopted by organizations.

+« To investigate the relationship between green HRM practices and organizational sustainability
performance.

« To explore the mechanisms through which green HRM practices impact organizational
sustainability performance, including the role of employee engagement and motivation.

«+ To provide recommendations for organizations seeking to adopt green HRM practices.

Imitations of the Study

«» Sample size: The study may be limited by the number of organizations or employees that
participate in the research. A small sample size may not be representative of the entire
population, and therefore, the findings may not be generalizable.

«» Generalizability: The study may be limited by the specific context in which it is conducted. For
example, the findings may be specific to a particular industry, geographical location, or
organizational culture and may not be generalizable to other contexts.

«+ Time constraints: The study may be limited by time constraints, such as the availability of data
or the time frame for data collection. This may limit the depth and scope of the analysis.

«» Lack of awareness: It was found that employees are not fully aware about the Green
HRMpractices followed by their respective organization.

Data analysis — Inferential Statistics
Reliability Test:
Reliability Statistics

Cronbach’s Alpha N of Items
.768 7

(Source: SPSS)

Interpretation: In reliability test we can see that Cronbach alpha is greater than 0.7which shows that
the data we have collected is relevant and reliable.

Interpretation: Mann-Whitney U Test is conducted for the data having two variables. In the table of
test statistics, the column of Asp. Significance is checked to know if there is significant difference of
opinion in various aspects of environmental policy. If the asp. Sig. is observed to be lower than 0.05,
then it is said that there exists significant difference among the variables. As per the above table, it is
observed that there is no value in any variable which is less than 0.05. To conclude, there is no
significant difference of opinion based on the gender of the employees.

Chi-Square Test

Chi-Square Tests

Asymptotic Significance (2-
sided)
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\Value df
Pearson Chi-Square 1.330 2 514
Likelihood Ratio 321 2 517
Linear-by-Linear Association 1.093 1 .296
N of Valid Cases 46

2 cells (33.3%) have expected count less than 5. The minimum expected count is 1.30.

HO: There is no significant association between the training given and the familiarity with the concept
of Green HRM.

H1: There is significant association between the training given and the familiarity with the concept of
Green HRM. Here, the chi square p value is 0.514 which is more than the value of alpha (0.05). So HO
is accepted. Hence, we can conclude that familiarity with the concept of Green HRM is not based on
the training provided to the employees at the time of on-boarding.

Data analysis — Descriptive Statistics

All the respondents of the primary survey will be classified based on their profiles including Age,
Occupation, and other questions related to GREEN HRM Practices.

Gender
Gender Count
Male 33
Female 14
Total a7

Interpretation: From the above diagram, it is observed that, out of the total respondents, 52% are male

respondents whereas, 48% tend to be the female respondents.

Age
/Age Range Count
18 — 29 35
30 — 39 12
40 — 49 0
50 and above 0

Interpretation: From the above diagram, we can see that more than half of the respondents i.e. 74% of
respondents belong to the age group of 18-29 and rest of the respondents fall in the age category of 30-
39.

Familiarity
Familiarity Count
\Very familiar 20
Somewhat familiar 23
Not familiar at all 4

Interpretation: Through the survey, it was found out that almost 92% of the respondents are aware
about the concept of Green HRM. Whereas, 8% of the people haven’t come across this concept.
Importance of Green HRM Practices

Level of Importance Count
Extremely important 18
Somewhat important 19
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Not very important 9
Not at all important 1

Interpretation: The results from the survey has put forward the ideology of the respondents who
believe that implementing Green HRM Practices in the organization are important. 38% of the people
are with the notion that it is extremely important to implement the same.

Effective Green HR Practices

Most effective Green HRM Practices Count
Encouraging employees to use eco-friendly 5
transportation

Encouraging employees to recycle and reduce waste 20
Providing training on the sustainable work practices 9
among employees

Promoting sustainable work habits among 5
employees

Offering incentives for environmentally conscious 4
behaviors

Interpretation: It is keen to notice that 46% of the respondents believe that, from the listed ways to
follow Green HRM Practices, encouraging employees to reduce and recycle waste is the most effective
practice and should be implemented in every organization. It is followed by providing training on the
sustainable work practices among the employees with 21% of vote.

Measurement of Green HR Initiatives

Measuring success of Green Initiatives Count
By tracking energy usage and cost savings 8

By conducting employee surveys 19

By evaluating overall environmental impact 18
By other means 2

Interpretation: The highest voted method, with 41% of votes, to measure the success of Green HR
initiatives is to conduct employee surveys which is followed by evaluating overall environmental
impact i.e. 38%.

Training on Sustainable Practices

Training on sustainable C
. ount
practices
Yes 31
No 16

Interpretation: From the survey, it was found that 66% of the companies have included training the
employees on sustainable practices.
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Findings
«+ Encouraging employees to use eco-friendly transportation options, such as biking or public
transport, and reducing the carbon footprint of the organization.
+«+ Developing policies that promote the efficient use of resources such as energy, water, and paper,
thereby reducing costs and improving the environmental performance of the organization.
Promoting the use of renewable energy sources and the adoption of energy-efficient
technologies to reduce greenhouse gas emissions.
Encouraging the recycling and reusing of materials and reducing waste generation.
» Implementing environmental standards and certifications to demonstrate the organization's
commitment to environmental sustainability.

Conclusions

In conclusion, the research project on the topic of Green HRM has highlighted the importance
of integrating sustainability into HR policies and practices as a sustainable tool for the development of
enterprises. By doing so, organizations can promote sustainability, enhance employee engagement and
well-being, and improve their competitiveness in the marketplace. However, the successful
implementation of Green HRM practices requires a commitment from all stakeholders, including senior
management, HR professionals, and employees, to prioritize sustainability and work together to
overcome the challenges of implementing sustainable practices in the workplace.

K/
0’0

X3

S

DS

References
Hussain, M. (2020). Green human resource management: A review and research
agenda based on India. International Journal of Indian Culture and Business Management
Hernandez, J. M. C., Ortiz-de-Mandojana, N., & Piqueras-Tomas, A. (2020). The
impact of green human resource management practices on environmental performance: An
empirical study. Business Strategy and the Environment, 29(6), 2466-2481
Wu, T. (2020). Green human resource management practices: A systematic review
and future research agenda. International Journal of Environmental Research and Public Health,
17(3), 998.
Biswas, S., Mishra, A., & Bhattacherjee, A. (2021). Green HRM: A systematic
literature review and future research agenda. Journal of Cleaner Production, 282, 124330.
Gao, Y., Zhang, L., Wang, M., & Chen, Y. (2022). Green human resource
management: A review and research agenda. Journal of Cleaner Production, 340, 130987.
Lu, X., Liu, S., Chen, W., & Gong, Y. (2022). Green human resource management:
A review and synthesis of the literature. Journal of Cleaner Production, 337, 130869.
Rana, M. (2019). Green human resource management: A systematic literature review.
Journal of Cleaner Production, 232, 974-989.
Sharma, S., & Bhavnagar, J. (2020). Green human resource management: A review
and research agenda. Journal of Cleaner Production, 255, 120112.
Barros, R., Falanaka’s, K., Lopes, M., & Ramos, T. B. (2021). Green human resource
management practices and environmental performance: A systematic review and meta-
analysis. Journal of Cleaner Production, 309, 127282.
Zhang, Y., Zhu, Q., & Liu, S. (2021). Green human resource management: A review
and future research agenda. International Journal of Environmental Research and Public Health,
18(4), 1764.
Renwick, D. W., Redman, T., & Maguire, S. (2013). Green human resource
management: A review and research agenda. International Journal of Management Reviews,
15(1), 1- 14.
Verdure, A., & Calvard, T. S. (2019). Green HRM: A review and research agenda.
Journal of Business Research, 98, 413-421.

18  National Conference On “Contemporary Issues In Global Business Management Practices” 25 &26
February,2026 by University Arts & Science College (Autonomous),Kakatiya University.


http://www.uijmr.in/
mailto:uijmreditor@gmail.com%20%20Vol-2,Issue-2(Jan-Mar),2024

