
 

 

Economic Sciences 
https://economic-sciences.com 

ES (2026) 22, 4(S), 209-221  ISSN:1505-4683 

  

 

209 
 

Integrating Green Human Resource Management Practices for 

Sustainable Organizational Development in the Era of 

Industrialization 

Deepak Bangwal1, Neeraj Kataria2 and Shweta Sethi3 

1, 2 School of Business, UPES, Dehradun, U.K. 
3 Swami Rama Himalayan University,  Dehradun, U.K. 

Abstract: 

Industrialisation continues to reshape the global economy, driving productivity and technological advancement 

while simultaneously intensifying environmental challenges. The ecological costs associated with rapid economic 

expansion often outweigh its benefits, creating a critical dilemma for organisations striving to balance 

profitability with sustainability. In this context, Green Human Resource Management (GHRM) has emerged as a 

strategic approach to embedding environmental responsibility within organisational practices. 

GHRM integrates sustainability into human resource policies and processes, enabling organisations to foster an 

environmentally conscious workforce. By engaging employees at all levels—from top management to operational 

staff GHRM promotes a culture of environmental stewardship and supports the development of eco-friendly 

workplaces. 

This study highlights the significance of incorporating green initiatives into HRM frameworks and examines their 

potential to drive both organisational and societal transformation. It argues that effective implementation of 

GHRM not only enhances environmental performance but also strengthens long-term organisational 

sustainability. Consequently, organisations adopting GHRM can position themselves as responsible contributors 

to environmental preservation while maintaining competitiveness in an increasingly sustainability-driven global 

landscape. 

Keywords: GHRM, GHRM practices, Sustainability, eco-friendly organizations 

1.Introduction 

In an era of increased global environmental 

consciousness and continuous refinement of 

international ecological benchmarks, it has never 

been more important for organisations to incorporate 

structured environmental practices into their 

operational frameworks (Ren et al., 2020). Based on 

green philosophy principles, a robust body of 

research has emerged, illuminating the myriad fields 

associated with environmentally sustainable 

practices, such as Green Marketing (Peattie, 2016), 

Green Accounting (Bartelmus et al., 2018), Green 

Retailing (Heydari et al., 2022), and Green 

Management. These research all emphasise the 

critical importance of integrating environmental 

management with human resources, resulting in the 

novel concept of Green Human Resource 

Management (Green HRM) (Dutta, 2012; 

Margaretha & Saragih, 2013).  

Influential researchers, like Aftab et al. (2022), 

Bahuguna et al. (2023), Saputro & Nawangsari 

(2021), Amrutha & Geetha (2020), Muster and 

Schrader (2011), and Bangwal (2015), have 

passionately advocated for and advanced the 

discourse surrounding Green HRM. Their 

comprehensive insights highlight the importance of 

environmental practices as integral components of 

organisational functionality, reinforcing and 

improving traditional HRM practices (Kuo et al., 

2022; Devi, 2018; Dumont et al., 2017). Zaid et al. 

(2018) define 'green management' as a purposeful 

and strategic strategy organisations adopt to protect 

the environment, emphasising the importance of 

proactive environmental stewardship (Patwary et al., 

2022; Bakker et al., 2012; Bangwal, 2017).  

Crucially, employee engagement is inextricably tied 

to the success of Green HRM; the foundation of its 

efficacy is the active involvement and dedication of 

employees. Moreover, Green HRM's guiding 
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concepts and methods have important ramifications 

for both personal and professional spheres (Singh, 

2010; Muster & Schrader, 2011; Renwick, 2013). 

According to the findings of Abid et al. (2020) and 

Al-Swidi et al. (2021), employees' environmentally 

conscious behaviours are positively impacted when 

they are actively involved in environmental 

management systems. This influence extends into 

their personal lives, highlighting the crucial role that 

Green HRM plays in forming responsible global 

citizens. 

2. Literature Review 

Research on the connection between environmental 

sustainability and human resource management 

(HRM) consistently shows that improving 

environmental performance measures and 

implementing efficient HRM practices are 

positively correlated (Bangwal et al., 2017). 

Researchers like Renwick et al. (2013), Ren et al. 

(2018), and Jackson et al. (2012) have made 

groundbreaking contributions in this area, 

confirming the critical role HRM plays in supporting 

and developing environmental activities within 

businesses. More significantly, the development and 

application of green human resource management 

are becoming catalysts that foster employee passion, 

drive, and dedication to sustainable objectives. 

Employees are empowered to actively contribute 

their ideas and energy in an environment created by 

these green HRM practices, which inspires them to 

work together to promote environmentally 

conscious organisational transformation. In essence, 

Green HRM turns into a crucial tool that motivates 

staff members to actively participate in the overall 

goal of creating an environmentally conscious and 

sustainable corporate culture. Furthermore, there is 

a noticeable rise in the awareness of "green" 

requirements in modern organisations, and the idea 

of a "green workplace" has transcended rhetoric to 

include settings that promote resource efficiency, 

environmental sensitivity, and a strong sense of 

social responsibility (Bangwal et al., 2019; 

Sathyapriya et al., 2014). HRM practices become 

powerful tools as companies work to incorporate 

sustainability into their basic strategies.  

The importance of human capital in the larger 

pursuit of environmental sustainability can be 

highlighted by the way that customised HRM 

strategies can motivate and empower staff members, 

creating a culture of excitement and practical 

dedication to green goals (Shoaib et al., 2021; Bag 

& Gupta, 2020; Kumar et al., 2020). In addition to 

bringing organisational practices into line with 

environmental requirements, these persistent HR 

initiatives foster holistic value creation that benefits 

both business performance and societal well-being. 

2.1. Green HRM 

A variety of HR programs and practices aimed at 

encouraging sustainable resource use in businesses 

are together referred to as "green HRM." By putting 

tactics like telecommuting, flexible work hours, 

electronic filing, and recycling into practice, 

businesses can cut waste and operating expenses 

while also achieving major efficiencies. In addition 

to creating a healthier ecosystem, these eco-friendly 

methods improve work-life balance and cultivate 

positive employee attitudes. Green HRM also 

improves employee performance and retention, 

which eventually lowers the carbon footprint of the 

company. The crucial role that Green HRM plays in 

modern organisational growth is demonstrated by 

this dual emphasis on environmental sustainability 

and employee well-being (Margaretha and Saragih, 

2013). These methods highlight the significance of 

incorporating HRM into more general 

environmental goals and match HRM policies with 

sustainable business objectives. 

According to researchers like Zoogah (2011) and 

Marhatta and Adhikari (2013), Green HRM is the 

result of HRM practices that support both more 

general environmental objectives and sustainable 

resource use. It is further defined by Opatha and 

Arulrajah (2014) as systems and policies that 

develop workers who benefit the company and the 

environment. The sustainable management of 

human resources and their environment is at the 

heart of Green HRM, despite the fact that many 

scholars frame it in different ways. As a driver of a 

company's green culture, HR has historically been 

seen as a means of coordinating its operations with 

sustainability goals (Kumar et al., 2022; 

Balabantaray et al., 2022; Chauhan et al., 2022; 

Mandip, 2012; Cherian and Jacob, 2012). Although 

research highlights the link between HR practices 
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and financial performance and productivity, there is 

a lack of specificity in linking these outcomes to 

environmental activities (Rajani et al., 2023; 

Bangwal & Tiwari, 2015). 

Many, like Fayyazia et al. (2015), have argued for 

the inherent link between HRM and efficient 

environmental management. According to their 

research, innovations like waste reduction, resource 

efficiency, and new environmental initiatives 

demonstrate how important human resource 

management (HRM) is in advancing green practices 

and enhancing green performance (Aftab et al., 

2022; Bangwal et al., 2022; Afzal et al., 2023). 

However, there are difficulties in making the shift to 

a green workplace; Fayyazia et al. (2015) list these 

difficulties as vague definitions of green values and 

the lack of a thorough green HRM strategy. 

Organisations' dedication to sustainability is 

demonstrated by the emergence of green buildings, 

which are structures created with eco-friendly and 

resource-efficient technologies.  

According to a 2015 study by Bangwal & Tiwari 

comparing experiences in green and non-green 

workplaces, major corporations like Tata, ITC, and 

Wipro have used green building designs that 

improve employee health and satisfaction in 

addition to helping the environment. The need to 

integrate HRM efforts with environmental activities 

is highlighted by the growing emphasis on 

environmental sustainability from governments, 

corporations, and consumers. This collaboration 

could promote conservation, slow down 

environmental deterioration, and protect the welfare 

of all parties involved (Hs et al., 2023). 

2.2. Green Practices 

Organisations are under increasing pressure to 

implement policies that demonstrate a commitment 

to sustainability in a time when environmental 

concerns have escalated to critical proportions. By 

using Green Human Resource Management (Green 

HRM) techniques, it is possible to successfully 

negotiate the relationship between environmental 

responsibility and organisational operations. 

According to Hussain et al. (2023) and Kuo et al. 

(2022), Green HRM includes a wide range of actions 

that cover every stage of an employee's lifecycle 

inside a company, from onboarding to termination. 

This essay explores the importance of Green HRM 

practices and shows how integrating them enables 

businesses to pursue economic success and 

environmental stewardship. The claim that 

sustainability and profitability may coexist 

peacefully is not just a romantic one; rather, it is a 

practical strategy that can have a significant positive 

impact on businesses and society as a whole. 

A paradigm shift in how businesses handle their 

human resources with an eye towards environmental 

sustainability is represented by green HRM 

practices. These practices are linked tactics that 

support an organisational culture focused on 

ecological consciousness rather than being discrete 

endeavours. Green HRM practices are essential to an 

organization's overall sustainability strategy, from 

hiring staff members who share that commitment to 

sustainability to creating operational plans that 

reduce environmental effect. 

1. Green printing: Excessive paper use, which 

leads to waste and deforestation, is a common 

feature of the typical office setting. Employers may 

drastically lessen their environmental impact and 

encourage a sustainable culture among staff 

members by choosing eco-friendly printing options 

including double-sided printing, recycled paper, and 

eco-friendly inks.  

2. Green Staff ID Card Manufacturing and 

Disposal: By using recyclable materials for 

employee ID cards, businesses may demonstrate 

their continued dedication to sustainability. By 

ensuring that these cards are disposed of or recycled 

properly, an organisation can strengthen its 

environmental responsibility by preventing them 

from adding to landfill garbage. 

3. Job sharing: This creative approach not only 

helps workers have a healthy work-life balance, but 

it also lowers office energy usage. Organisations can 

minimise their ecological effect and maximise 

resource utilisation by allowing two people to share 

a single position.  

4. Virtual interviews and teleconferencing: The 

introduction of digital communication technology 

has completely changed how businesses hold 

interviews and meetings. Businesses can connect 

their operational procedures with sustainable 

principles by drastically lowering travel-related 
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carbon emissions through the use of 

teleconferencing and virtual interviews.  

5. Recycling Initiatives: One simple yet powerful 

strategy to improve sustainability is to encourage 

recycling of products like paper, plastics, and 

electronics within the company. Clearly defining 

recycling procedures not only cuts waste but also 

encourages an eco-friendly work climate. 

6. Telecommuting: Permitting workers to work 

remotely has become a practical tactic for cutting 

emissions associated with commuting. 

Organisations can reduce their overall energy usage 

and help lessen urban traffic congestion by reducing 

the requirement for daily travel. 

7. Online Training: The organization's carbon 

footprint is decreased by moving towards virtual 

training sessions and workshops, which eliminate 

the need for travel and physical resources. In 

addition to saving costs, this strategy improves 

accessibility for staff members, enabling them to 

participate in ongoing education without being 

restricted by distance.  

8. Reducing Employee Carbon Footprints: By 

promoting digital communication channels and 

implementing electronic filing systems, 

organisations can proactively reduce paper 

usage.These tactics simplify organisational 

procedures while simultaneously cutting waste. 

9. Energy-Efficient Office Spaces: An 

organization's energy usage can be greatly decreased 

by investing in energy-efficient infrastructure, such 

as solar panels, LED lighting, and energy-efficient 

heating, ventilation, and air conditioning (HVAC) 

systems. These expenditures show a dedication to 

environmental stewardship in addition to reducing 

operating expenses (Bangwal et al., 2023).  

10. Green Payroll: By moving to digital payroll 

solutions, paper checks and documentation are no 

longer necessary, which reduces waste. In addition 

to improving operational effectiveness, this 

approach supports the organization's sustainability 

objectives. 

11. Carpooling: Promoting ridesharing among staff 

members can significantly lower the number of 

individual vehicles used. Establishing a carpooling 

culture can help organisations reduce carbon 

emissions and traffic congestion. 

12. Public Transport Advocacy: Employers can 

have a significant impact on encouraging staff 

members to take public transport. Businesses can 

further lower their overall carbon footprint by 

offering incentives or subsidies for using public 

transport.  

13. Company Transport: When possible, offering 

group employee transport might be a more energy-

efficient option than individual travel. This strategy 

not only lowers emissions but also strengthens 

employee bonds. 

 14. Flexible Work Schedules: By providing 

employees with flexible work schedules, employers 

can minimise peak-time travel and related 

emissions. This approach helps create a more 

sustainable organisational model in addition to 

improving employee satisfaction.  

15. E-filing: The move to digital file storage reduces 

the requirement for physical storage space while 

also saving paper. Organisations can strengthen their 

commitment to environmental sustainability and 

streamline processes by adopting e-filing. 

2.3 Employee Participation in Green HR 

Practices 

Organisations have been adopting innovative 

Human Resource (HR) practices that improve 

operational efficiency and have a beneficial 

environmental impact as a result of the worldwide 

emphasis on sustainable development in recent 

years. The essential requirement for active employee 

participation is at the heart of these efforts. The 

desire and participation of employees—those who 

are crucial to converting abstract ideas into practical 

results that produce significant environmental 

benefits—are intrinsically tied to the effectiveness 

of green HR practices (Bahuguna et al., 2023).  

2.4 Diverse Perspectives 

An organization's approach to implementing 

environmentally friendly practices is greatly 

enhanced by the diversity of personnel backgrounds, 

experiences, and viewpoints. Organisations can 

handle the complex nature of environmental 

challenges and develop creative, all-encompassing 
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strategies that appeal to a wider audience by utilising 

this variety (Kuo et al., 2022; Soderholm, 2010). 

2.4.1 Empowerment and Autonomy 

The empowerment and autonomy that employee 

engagement fosters in the workplace is one of its 

most important aspects. Employees are more 

intrinsically motivated to take an active role in 

environmental conservation when they are 

encouraged to support green activities. Human 

resource policies that encourage eco-friendly 

behavior—which can spark an organisational 

culture of sustainability—substantiate this 

empowerment, which is not just anecdotal 

(Filimonau et al., 2023; Cherian and Jacob, 2012). 

Such arrangements foster group accountability for 

the organization's environmental impact in addition 

to encouraging individual initiative. 

2.4.2 Influence on Environmental Management 

Systems 

Another crucial aspect of employee participation is 

their impact on environmental management systems. 

Employee engagement can greatly improve an 

organization's environmental management 

practices. Their dedication promotes a culture of 

resource efficiency, makes waste reduction easier, 

and helps reduce pollution (Bhatti et al., 2022). 

Employers can use the insights and commitment of 

frontline staff to enhance overall operational 

sustainability by incorporating them in 

environmental decision-making. 

2.4.3 Fostering a Green Culture 

Encouraging staff members to participate in green 

projects and share their eco-friendly ideas is 

essential to fostering an environmentally conscious 

culture. All employees develop a sense of 

community and a shared dedication to sustainability 

as a result of this participative approach. The 

organization's commitment to environmental 

stewardship thus goes beyond individual endeavours 

and develops into a shared philosophy that enhances 

its beneficial effects on the ecosystem (Bangwal et 

al., 2022; Bahuguna et al., 2023). 

2.4.4 Willingness to Collaborate 

For green human resource (HR) practices to be 

successful, employees must be willing to work 

together on sustainability projects. The success of 

such programs frequently depends on group 

motivation and agreement on a common 

sustainability vision. Employees who come together 

with a shared commitment to environmental health 

generate a synergy that advances organisational 

initiatives in the direction of a more sustainable 

future (Amrutha & Geetha, 2020; Qadri et al., 2022; 

Chauhan et al., 2023). 

2.4.5 Influencing Factors 

Employee involvement in green practices is 

influenced by a number of elements, such as 

personal awareness, the acts' perceived value, and 

the observable advantages they link to their efforts. 

Companies looking to create green HR policies that 

work must have a thorough understanding of these 

factors (Tsymbaliuk et al., 2021; T. Ramayah Elham 

Rahbar, 2013). Organisations can customise their 

activities to encourage more involvement and 

commitment to sustainability goals by 

understanding the motivations and obstacles 

experienced by employees. 

2.5 The Process of Inclusion: Engaging Employees 

in Environmental Sustainability 

The corporate sector's conversation on 

environmental sustainability has accelerated in 

recent years to a level never seen before. 

Organisations are now realising how crucial it is to 

include sustainable practices into their operational 

frameworks in light of the growing need to address 

climate change and the issues it brings. A thorough 

three-step procedure is outlined by Ercantan and 

Eyupoglu (2022) to help integrate workers into 

ecologically friendly projects. Three interconnected 

steps make up this process: recognising the need for 

employee involvement in green projects, developing 

employees' skills to encourage their active 

involvement in environmental projects, and 

smoothly integrating green practices into the 

organization's daily operations. 

The significance of improving employees' 

competencies is emphasised in the second step of the 

process. Employees must possess the necessary 

abilities and expertise in order to make a significant 

contribution to environmental projects. This calls for 

specialised training and development initiatives that 

emphasise sustainability, environmental 
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consciousness, and creative problem-solving 

methods. Employers can enable staff members to 

take an active role in sustainability initiatives rather 

than just being spectators by investing in their 

workforce. This, in turn, develops a more informed 

and motivated workforce that can effect meaningful 

change. 

The last phase entails the smooth incorporation of 

green practices into the regular procedures and 

frameworks of the company. In order to guarantee 

that sustainability initiatives are ingrained in the 

operational structure and organisational culture, this 

integration is essential. Companies must work to 

develop procedures and guidelines that make it 

easier for staff members to adopt sustainable 

practices on a regular basis. This could be 

recognising and rewarding staff members for their 

contributions to green projects, putting money into 

sustainability projects, and integrating sustainability 

measures into performance reviews. 

3. Discussion and Conclusion 

The need to preserve our environment and adopt 

sustainable methods are more important than ever at 

this pivotal moment in history. It is now more 

important than ever for businesses to implement 

sustainable practices as we deal with the growing 

effects of climate change, resource depletion, and 

biodiversity loss. Organisations have a crucial role 

to play in spearheading this green revolution since 

they are major players in the global environment. 

The powerful instrument of Green Human Resource 

Management (HRM) is at the centre of this change. 

This essay emphasises how important Green HRM 

is in creating a sustainable culture within 

organisations and how it shapes employee behaviour 

towards the environment as well as organisational 

operations. 

The foundation of any organisation is its workforce, 

who provide a variety of experiences from both their 

personal and professional lives. These encounters 

influence an organization's attitudes, actions, and 

dedication to environmental sustainability when 

combined with its green HRM practices. Green 

HRM practices are essential in today's company 

environment and are not just a passing fad. The two 

goals of attaining organisational effectiveness and 

guaranteeing ecological sustainability are in 

harmony. Businesses may present themselves as 

good corporate citizens, draw in like-minded talent, 

and inspire current staff by cultivating an 

ecologically conscious workplace. 

It is impossible to overestimate the importance of 

personnel in this process. Employees are expected to 

not only adjust to but also internalise the changes 

brought about by organisations' adoption of Green 

HRM practices, which will change how they behave 

in general and in relation to the environment. 

Workers are always learning and developing. Their 

entire behaviour towards sustainability is influenced 

by their experiences with Green HRM practices in 

both their personal and professional lives. Therefore, 

prioritising Green HRM strategically encourages 

employees to act in an environmentally conscious 

manner, which eventually results in a more 

sustainable corporate culture. 

Green aspects must now be incorporated into 

traditional HR responsibilities, which include hiring, 

training, performance management, and employee 

engagement. The HR division is responsible for 

fostering an environmentally sensitive mindset 

among staff members in addition to putting green 

policies into practice. This necessitates a paradigm 

shift in how HR professionals view their roles — 

from mere administrative functions to strategic 

partners in fostering sustainability. Organisations 

may make sure that all employees, from upper 

management to the lowest level, are inspired and 

equipped to contribute to a sustainable future by 

integrating green ideas into the very fabric of HR 

procedures. 

Developing a comprehensive ecosystem that 

promotes sustainability at all organisational levels is 

the goal of green human resource management, 

which goes beyond simply putting green policies 

into place. This entails advocating for policies 

including environmentally conscious hiring, green 

training and development efforts, performance 

management with environmental goals, and 

sustainability-focused employee engagement 

activities. Green HRM implementation offers real 

advantages that go beyond environmental 

preservation; it is not just a moral requirement. 

These advantages include cost savings, more work-

life balance, better job attitudes, decreased waste, 
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resource conservation, increased efficiency, and 

greater employee performance. In addition to this, it 

considerably lowers an organization's carbon 

footprint, contributing greatly to the greater 

environmental cause. 

Additionally, companies who use Green HRM 

practices can improve their brand image and 

reputation, giving them a competitive edge in the 

market. Businesses that exhibit a dedication to 

environmental responsibility are likely to draw in 

and keep investors and customers alike, as 

stakeholders and consumers place a greater 

emphasis on sustainability when making decisions 

about investments and purchases. The significance 

of Green HRM in attaining long-term success is 

further supported by this alignment of organisational 

values with those of stakeholders and customers. 

Green HRM acts as a link between environmental 

preservation and organisational goals. Green HRM 

methods will become not only advantageous but also 

essential as sustainability-related issues throughout 

the world continue to escalate. With its green 

practices, HR may serve as a beacon of hope on the 

collective path towards a more environmentally 

friendly future. Organisations that cultivate a culture 

of sustainability not only improve the planet's health 

but also increase their own adaptation and resilience 

in a dynamic commercial environment. 

In conclusion, it is impossible to overestimate the 

importance of companies implementing Green 

HRM practices. HR specialists are in a unique 

position to spearhead the movement towards 

sustainability since they are guardians of both 

human capital and environmental responsibility. 

Organisations may develop a workforce that is 

dedicated to bringing about positive change and is 

environmentally sensitive by integrating green ideas 

into every facet of HRM. There are many obstacles 

in the way of a sustainable future, but by 

strategically focussing on Green HRM, 

organisations may turn these obstacles into chances 

for development and innovation, guaranteeing a 

better future for future generations. 

3.1 Social Implication 

The relationship between human resource 

management (HRM) and environmental 

sustainability has drawn a lot of attention from the 

business community in recent years. The 

significance of incorporating green principles into 

HRM strategies has been highlighted by previous 

research that found a favourable correlation between 

environmental practices, HRM, and organisational 

success. Green HRM (GHRM) is more than just a 

fad; it's a paradigm shift with several advantages that 

improve organisational results and foster the 

priceless resource of human capital. This study 

examines the social effects of GHRM practices, 

showing how they improve retention, boost 

employee morale, and support a sustainable future. 

3.1.1 Enhancing Employee Retention 

The potential of GHRM to improve employee 

retention is among its most persuasive social 

consequences. Businesses that fail to embrace green 

practices run the danger of losing their best 

employees to rivals who have implemented eco-

friendly policies in a time when talent is a key factor 

in organisational success. Businesses that put an 

emphasis on environmental sustainability frequently 

develop a reputation as socially conscious 

organisations, which has a big impact on employee 

loyalty. 

Incentives like financial assistance for solar power 

installations or subsidies for hybrid cars not only 

show a company's dedication to sustainability, but 

they also act as strong staff motivators. Employee 

pride and loyalty towards their employers are 

increased when companies make active investments 

in green projects. This leads to higher commitment 

and greater employment retention rates. In fields 

where competent individuals are in high demand and 

talent is limited, this devotion is especially 

important. 

3.1.2 Boosting Public Image 

The public perception of an organisation is 

significantly impacted by the implementation of 

environmentally friendly procedures. Businesses 

that put sustainability first have a better chance of 

drawing in and keeping clients in the modern 

consumer environment, where environmental 

concern is becoming more and more recognised. A 

corporation can stand out from the competition and 

improve its market position by cultivating a positive 

public image supported by green efforts.  
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Customers are more likely to support companies that 

show that they care about the environment. The 

significance of incorporating GHRM principles into 

the larger corporate strategy is highlighted by this 

change in consumer behaviour. Businesses can build 

a devoted clientele and eventually increase 

profitability and long-term success by successfully 

matching their beliefs with those of environmentally 

conscientious consumers. 

3.1.3 Attracting Top-tier Talent 

The dedication to environmental sustainability can 

be a potent differentiator in the highly competitive 

talent acquisition market. Businesses that 

aggressively market their green initiatives stand a 

clear advantage in luring top talent. To attract the 

best minds in the business, big companies like 

General Electric (GE) have relaunched with an eco-

friendly focus. 

Employers can develop an engaging story that 

appeals to prospective workers by demonstrating 

their dedication to sustainability. Working for 

organisations that share their values is now a top 

priority for many job searchers, and a company's 

appeal can be greatly increased by placing a strong 

emphasis on environmental responsibility. 

Employees are motivated to contribute to 

worthwhile sustainability projects as a result of this 

alignment, which not only draws talent but also 

encourages an innovative and engaged culture.  

3.1.4 Increasing Productivity 

Organisational productivity may rise as a result of 

GHRM practice adoption. Businesses can improve 

overall efficiency, cut waste, and streamline 

processes by promoting sustainable resource 

utilisation. Workers that operate in ecologically 

sensitive environments frequently express greater 

levels of dedication and job satisfaction, which 

boosts output and performance.  

Additionally, companies that place a high priority on 

sustainability typically cultivate a creative and 

cooperative workplace. Encouragement of 

employees to participate in green initiatives 

increases their commitment to their jobs and helps 

the organisation achieve its objectives. A more 

motivated staff may arise from this improved 

involvement, which could improve organisational 

performance and productivity. 

 

3.1.5 Sustainable Resource Management 

A key factor in the effective use of GHRM practices 

is education. Businesses may make sure that 

resources are used wisely and responsibly by 

teaching stakeholders about sustainable resource 

management. In addition to protecting resources for 

future generations, this dedication to sustainability 

makes staff feel more environmentally conscious.  

Employers who put a high priority on GHRM 

practice education and awareness enable their staff 

to make wise decisions that support sustainability 

objectives. Employees are inspired to support the 

organization's sustainability goals and feel 

accountable for their actions as a result of this team 

effort, which cultivates an environment-stewardship 

culture.  

3.1.6 Minimizing Environmental Harm 

Adopting GHRM methods has important 

ramifications for reducing environmental damage. A 

healthy earth is a result of organisations actively 

reducing environmental degradation. Businesses 

may significantly lessen their environmental impact 

by putting programs like waste reduction, energy-

efficient technology, and sustainable sourcing 

procedures into place.  

Furthermore, GHRM approaches frequently result in 

a change in organisational culture, integrating 

environmental concern into the company's 

operations and values. In addition to helping the 

environment, this cultural shift boosts employee 

morale since people are proud to work for a 

company that places a high priority on sustainability. 

3.1.7 Lowering Utility Costs 

Organisations can experience real cost reductions by 

implementing sustainable practices and energy-

efficient technologies. In addition to lowering utility 

costs, the use of water-conserving fixtures, energy-

efficient lighting, and energy-efficient 

infrastructures promotes a more sustainable business 

model.  

These financial savings can be used to fund other 

sustainability projects, improving organisational 
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performance in the process. Additionally, as people 

enjoy working in a cosy and eco-friendly 

environment, companies that place a high priority on 

energy efficiency frequently see increases in 

employee happiness. 

3.1.8 Environmental Conservation 

Last but not least, GHRM practices are essential for 

encouraging environmental preservation. 

Organisations can drastically lessen their ecological 

footprint by implementing programs like recycling, 

using long-lasting and environmentally friendly 

products, and encouraging sustainable activities.  

Businesses enable staff members to actively 

participate in conservation initiatives by cultivating 

a culture of environmental responsibility. In addition 

to helping the organisation, this group's dedication 

to sustainability advances the larger objective of 

protecting the environment for coming generations.  

3.1.9 Expanded Business Opportunities 

Companies that achieve specific green standards are 

preferred by several governmental, non-

governmental, and commercial organisations. 

Therefore, following green standards creates new 

opportunities for cooperation and development.  

In addition to projecting an image of being 

innovative and forward-thinking, companies that use 

green HRM make sure they are contributing to the 

development of a sustainable future.  
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