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Abstract 

Sustainability is meeting the present needs without affecting the needs of future generations meeting 

their own needs. The present study aims to investigate the applications of Green HRM in Corporate 

Sustainability (CS) and examines how green Human Resource Management facilitates firms in 

achieving their corporate sustainability goals. Additionally, the study focuses on the benefits of 

implementing Green HRM in organisations and how green staffing practices influence the 

sustainable development of companies. Technology and innovation have brought about enormous 

levels of competition in the corporate world where firms aim to achieve the competitive edge 

through their sustainable practices. Therefore, this paper aims to throw light on, how Green HRM 

can be used as a tool for corporate sustainability. 
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Introduction 

The concept of Green Human Resources Management focuses on transforming regular employees 

into green-oriented behaviour employees that target the sustainability of the organisation by 

applying green policies, practices, and implementation of green systems. Green HRM activities 

include selection, recruitment, acquisition, pay and rewards, training and development, Performance 

Management Systems and Employee Involvement and participation in sustainable activities. Green 

Human Resource Management function is the framework of human resource activities which adapt 

various green practices and processes that reflect on the carbon footprint of their company (Prasad, 

2013)1. 

 

Statement of the Problem 

Sustainability has become a vital part business in every industry. Sustainability seeks to balance and 

simultaneously optimize social, environmental and financial concerns (T. Boone, 2015)2. 

Organization culture is considered as the key determinant of the success 

/failure of environmental management in companies (J. Á. Brío. et.al, 2007)3. An organization’s 

culture embodies the assumptions, symbols, values and activities within an organization that reflect 

the ideas of the top management and employees about environment sustainability issues (L. Harris, 

A. Crane, 2002)4. For companies to balance their financial obligations, environmental risks and 

social needs the concept of ‘sustainability’ must be incorporated as a way of life rather than 

being an add-on. It has been recognized that organizational culture plays a pivotal role in the 

shift towards sustainability (S. Bertels et.al, 2015)5. Green Human Resource Management plays a 

significant role in creating a strategic link between the human resource activities and sustainability 

issues dealt in by organizations in order to achieve sustainability. This is a relatively new concept 

and only a few researchers have reviewed the topic from a theoretical background therefore, there is 

a lack of a clear framework as well as metrics to measure the effectiveness of Green Human 

Resource Management practices. There are research gaps yet to be covered, thus the researcher has 

made an attempt to analyse the challenges faced by organisations in incorporating corporate 

sustainability through green human resource management. 
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Review of literature 

Renwick et.al., (2008)6 in their study found that there are many initiatives undertaken towards green 

staffing including job analysis and job design processes which emphasize on environmental issues 

such as identifying the specific person and assigning duties within the framework of the job, that 

requires understanding the environment and testing experiences, followed by interviewing people 

who fit in with the environmental perspective of the job. 

Aravamudhan (2012)7 in his research identified that in Green Human Resources Management 

(GHRM) the emphasis is on carbon footprint reduction by reducing the amount of usage of paper, 

making use of Low Carbon Technology (LCT), reducing petrol consumption by avoiding travel and 

offering work from home facility to employees, organising meeting online over video- conferencing, 

usage of landfill to segregate unwanted materials and the functioning of the organisation in relation 

to green human resource practices, organisational sustainability, leadership, employee behaviour and 

involvement. 

Guerci, Longoni and Luzzini (2016)8 In the process of Environment Management, all dimensions of 

Green Human Resource Management practices are to be considered while recruiting new employees 

to the organisation. Their sensitivity to environmental issues and awareness on sustainability enable 

them to have a better vision and idea about the organisation’s sustainable culture. Evaluation of 

employee performance must be done based on their green behaviour and contributions to the 

environment. It is associated with the environmental performance and sustainability of all employees 

and the organisation as a whole. 

Tang et al. (2018)9 in their article identified, green human resource management has a 

multidimensional nature consisting diverse best practices. The best practices in green human 

resource management resemble the Ability–Motivation–Opportunity model which suggests the 

enhancement of organisational performance by increasing employees’ abilities, motivations and 

opportunities. Achieving environmental sustainability by increasing employees’ abilities, attracting 

and training employees on environmental skills, motivations, rewarding employees for their 

environmental achievements, performance appraisals based on contributions addressing 

environmental issues and opportunities, communication of ideas to enable environmental 

sustainability. 

 

Objectives 

1. To ascertain the applications of Green Human Resource Management in Corporate 

Sustainability. 

2. To identify the challenges faced by corporate concerns practicing green human resource 

management. 

3. To offer findings, suggestions and conclusion to the study. 

 

Methodology 

Secondary data from several sources have been reviewed and based on the analysis of previous 

studies conclusions are drawn. This study analyses the challenges faced by corporate concerns 

adopting green staffing techniques and aims to ascertain the benefits of implementing green 

practices for the sustainability of the corporate concern. 

 

Applications of Green Human Resource Management 

As there is an increasing need for integrating environmental sustainability into human resource 

management, green human resource management practices are undertaken by organisations. 

 

Strategy used  Application of GHRM 
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Green Human 

Resource Planning 

 

 

Companies search for employees that have 

experience in contributing towards the environment 

and its sustainability. 

Recruitment selection Internal 

Recruitment 

 

Contributing towards environmental issues. 

External 

recruitment 

Training 
 

Creating awareness   about   environmental   issues 

among employees. 

Performance 

management system 

 

 

Appraisal provided to employees based on how their

 performance enables to improve the 

sustainability of the organisation. 

Pay and reward system  Both financial and non-financial rewards given to the 

people in the organisation in order to retain and 

motivate employee contributing to the company’s 

sustainability. 

Employee 

involvement 

 Opportunity for participation in environment 

friendly activities is given to all employees of the 

organisation. 

Benefits of a green workforce 

Green staffing improves rate of employee retention, promotes goodwill of the organisation, helps 

attract employees of better calibre, and increases productivity of the organisation. Practising 

sustainability enables the optimal use of resources. Green human resource planning minimises 

practices that degrade the environment. It improves sales and increases the desirability of employers 

by employees (Bangwal and Tiwari, 2017)10 

 

Challenges in practising Green Human Resource Management: 

Practising green human resources management in any organisation begins at the orientation while 

admitting the employee into the company and follows up to the workforce exiting the organisation. 

Implementing green practices and policies amidst the human resource of corporate concerns is by 

itself a challenge. There are several reasons for green HRM to become challenging. It is difficult to 

modify existing employee behaviour. Not all employees can be motivated equally to contribute to 

environmental sustainability. Recruiting employees with green initiatives in mind is a tedious task 

for human resources practitioners. Measuring the effectiveness of green human resources 

management strategies followed is not based on any preconceived metrics (Deshwal, 2015)11 

 

Findings 

 Adequate human resource planning is required for executing green human resources 

management strategies. 

 Green human resource initiatives include using online documentation thereby reducing 

paper consumption, making use of energy-efficient air conditioning systems and car – pooling 

programs. 

 Carbon credit cards are launched by organisations to encourage its workforce to make use 

of public transport. 

 Rewards and employee points in corporate concerns are awarded based on their 

contribution in saving energy and reducing carbon emissions in and around the organisations. 

 

Suggestions 
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 Employees could be involved in decision- making tasks related to implementing green 

practices in the organisation. 

 More awareness among employees on the role played by them in helping the 

organisation adapt to a sustainable lifestyle should be created. 

 Rewards and appraisal of employees must take into consideration the contributions by 

employees to the environment and the organisation. 

 

Conclusion 

The key challenge faced by human resource managers is a lack of understanding of green human 

resource management and how it should be applied to the corporate firms in order to transform them 

into green bodies. The results of the study indicate that green human resource practices include 

acquisition of human capital, human resource planning, strategic human resource management 

recruitment and selection, training and development, pay and rewards, appraisal based on 

Performance management system (PMS) and Employee Involvement in green initiatives undertaken 

by the company. Green HRM enables organisations to achieve their corporate sustainability goals in 

an effective manner. 
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