
          International Journal of Scientific Research in Engineering and Management (IJSREM) 

                        Volume: 08 Issue: 04 | April - 2024                                SJIF Rating: 8.448                            ISSN: 2582-3930                                                                                                                                               

 

© 2024, IJSREM      | www.ijsrem.com                      DOI: 10.55041/IJSREM32684         |        Page 1 

GREEN HUMAN RESOURCES MANAGEMENT: AN IN-DEPTH EXAMINATION OF 

PRACTICES IN MODERN ORGANIZATIONS 

SHELLY SHUKLA  

Department of school of business  

Galgotias University, Greater Noida, India  

 

 

Abstract  

Environmental concerns have a significant impact on human resource training for green companies. This 

chapter introduces Green Human Resource Management (GHRM), an approach to HRM that aims to 

bring harmony to the interests of individuals, society, and organizations. This paper offers out a 

theoretical framework for green HR strategies with the goal of increasing efficiency and 

competitiveness.  

Keywords: Green Human Resources Management, GHRM, Environmental Sustainability, Corporate 

Social Responsibility, Green Recruitment, Eco-Friendly Training, Sustainable Employee Engagement, 

Performance Management, Leadership, Organizational Culture, Stakeholder Engagement. 

 

Introduction  

Businesses are now part of the broader 

sustainability conversation that has been taking 

place around the world in recent years. 

Businesses must now embrace sustainable 

practices if they are to meet the problems of 

climate change and environmental degradation. 

With this background, a game-changing shift 

has occurred with the advent of Green Human 

Resource Management (GHRM), which allows 

firms to better connect their human resources 

with environmental goals. History and 

Importance of GHRM (Green Human Resources 

Management) Optimizing labor efficiency, 

productivity, and employee well-being have 

always been the primary goals of conventional 

Human Resources Management (HRM). A 

fundamental reevaluation of HRM's contribution 

to sustainability objectives has taken place, 
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though, in light of the growing awareness of 

environmental concerns. The goal of green 

HRM is to maximize social responsibility and 

organizational performance while minimizing 

environmental consequences through the use of 

practices and methods that align HRM 

principles with environmental conservation. The 

Development of HRM Towards Long-Term 

Viability A larger trend is emerging in which 

organizations recognize the interconnectedness 

of social, economic, and environmental aspects, 

and HRM is undergoing a change towards 

sustainability. Recruiting, training, performance 

management, and employee engagement were 

formerly seen as separate HRM responsibilities 

that frequently failed to consider the impact on 

the environment. However, human resource 

management has evolved to incorporate 

environmental concerns into its operations, 

therefore helping the whole sustainability 

agenda, as sustainability becomes an essential 

value for many firms.  

Objectives 

• The fundamental objective of this 

research is to examine how GHRM is 

changing in modern businesses. 

• One of the specific goals is to learn 

about GHRM and its guiding principles 

and conceptual framework.  

• figuring out what's helping and what's 

holding GHRM practices back.  

 

• Assessing how GHRM affects business 

outcomes, employee involvement, and 

ecological preservation.  

• Providing suggestions to enhance the 

effectiveness of GHRM programs and 

incorporate them into overall 

organizational plans.  

Literature Review   

From a literature review, we learn that "Green 

Human Resource Management" (GHRM) is a 

very imprecise phrase. The fields of 

environmental management, corporate social 

responsibility, and strategic human resource 

management are all interrelated with GHRM. 

Several GHRM definitions center on 

environmental goals and staff actions. GHRM's 

mission includes encouraging sustainable 

practices and increasing staff awareness. Human 

resource management is crucial to 

environmental sustainability because it 

promotes a sustainable culture and drives 

organizational change. Green HRM approaches 

increase operational effectiveness and 

competitiveness by aligning environmental 

goals with business objectives. Encouraging 

remote work, optimizing resource use, and 
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transforming HR procedures to align with 

environmental goals are essential components of 

green HRM.  

Research Methodology  

As part of the study's theoretical framework, we 

postulate that environmentally conscious human 

resource management methods may boost 

morale, productivity, and dedication on the 

workplace. Questionnaires are used to gather 

information for the study, which blends 

descriptive and exploratory research techniques. 

Examining the connections between green HRM 

practices in Indian companies and employee 

motivation, job satisfaction, and organizational 

commitment is the main objective. Analyzing 

the data entails verifying the reliability of the 

instruments, investigating what factors 

contribute to green HRM practices, and, using 

descriptive statistics and structural equation 

modeling, determining how these practices 

affect job satisfaction, employee motivation, and 

organizational commitment. Techniques for 

Collecting Data Timeliness, accuracy, cost, and 

availability of resources were considerations for 

selecting data collection methods. Primary 

sources included in-person interviews and 

surveys, while secondary sources included 

scholarly publications and books found in 

databases such as Emerald, Delnet, and 

Proquest. Out of 350 surveys that were sent, 300 

were deemed usable.  

Finding   

Findings and Analysis of Part B 

The findings from Part B of the questionnaire 

concerning Green HRM Practices in the selected 

four industries are outlined below: 

4.2.1: Awareness of the Term Green Human 

Resource Management Practices 

Figure 4.1 illustrates the awareness of Green 

Human Resource Management practices. It was 

revealed that only 98.3% of the respondents are 

familiar with GHRM. 

 

4.2.2 Awareness of ISO 14000 series issued on 

environmental management system including 

a broad range of environmental disciplines. 

Sales

Yes No
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 Among the several environmental disciplines 

covered by ISO14000, which is issued on 

environmental management systems, 98.3% of 

respondents are familiar with it (Figure 4.2).  

 

 

4.2.4 Application of Green Human Resource 

Management Practices  

Expense linked to garbage disposal In terms of 

the factors influencing their company's waste 

disposal decisions, 42.7% of respondents ranked 

cost as the most important element, while 41.7% 

ranked it as the second most important (Figure 

4.4). 

 

• Moral obligation to be more socially 

responsible Figure 4.5 reveals that among the 

reasons their business implemented GHRM 

policies, 37% cited a moral obligation to be 

more socially responsible, with 47% placing it 

as the second most important reason.  

 

The following is a breakdown of the response 

rates to surveys on green HRM practices from 

four distinct industries: • "Green HRM" was a 

phrase that 98.3% of people could define. The 

standard ISO 14000 was known by 98.3% of the 

participants.  

A strong sense of moral obligation motivates 

GHRM's social responsibility practices, and 

waste disposal is an expensive ordeal.  

To sum up  As "green" initiatives gain traction, 

more and more companies are looking for ways 

to boost profits without sacrificing their 

Sales

1st Qtr 2nd Qtr

42%

42%

9%
7%

SALES

1 Position 2nd 3rd 4th
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commitment to environmental protection. The 

goal of Green Human Resource Management 

(HRM) is to include environmental initiatives 

into the overall business plan. Corporate social 

responsibility (CSR) and long-term profitability 

are both aided by this. In order to promote 

sustainable development strategies, studies 

conducted in India have identified key factors 

influencing the adoption of eco-friendly 

practices. Among the many advantages of Green 

HRM is the opportunity to differentiate oneself 

from the competition and establish one's brand 

as one that cares about the environment. It is 

critical to set up robust training programs and 

incentive mechanisms to guarantee that 

environmental projects succeed. As more and 

more companies engage in environmentally 

conscious practices, there has to be a shift in 

guiding principles and operational benchmarks. 

Because the organization cares so much about 

the environment, employees are happier in their 

work. In order to promote sustainability efforts 

and educate the public about Green HRM 

practices, human resource managers are vital.  

Limitations  

1. Implementation Issues: Integrating 

environmental policies into routine HR 

processes is challenging.  

2. Essential KPIs: Measuring the efficacy of 

green HR strategies is challenging.  

3. Staff members could be reluctant to change 

established practices.  

4. Companies may be hesitant to participate in 

green projects at first because of the associated 

costs.  

5. Uninformed Workers: It's possible that some 

employees don't understand the importance of 

green HR.  

Keeping up with all of the various 

environmental regulations may be a real pain. 6.  
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