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ABSTRACT 

 

This study focuses on how GHRM practices might affect organizational sustainability 

performance given some indicators. The present study has been designed to investigate the contribution 

of green recruitment and environmental training to the engagement of employees and, consequently, 

improved sustainability performance. Qualitative methods will be applied, including interviews and 

data collection from the sustainability reports of different organizations which implement GHRM. 

Findings indicate that green recruitment produces environmentally sensitive candidates who enhance 

the green commitment of the employees. Environmental training significantly enhances employee 

environmental awareness and competence, leading to improved environmental performance. Employee 

engagement in sustainability issues elicits more involvement in such matters and thus develops higher 

organizational citizenship behavior. Moreover, performance management that includes environmental 

performance metrics motivates employee eco-friendly behaviors; likewise, an organizational culture 

that supports sustainability fosters ongoing improvement in environmental behavior. However, the 

study again indicates limitations that could arise from the challenges of generalizing findings across 

specific industries. That which makes this study particularly unique is its strategic perspective on how 

GHRM practices can be integrated as part and parcel of general environmental management 

frameworks in order to make a difference in long-term sustainability outcomes. The importance of 

GHRM to align HR strategies with organizational environmental goals stresses its role for fostering 

sustainable organizational culture. 

 

Keywords: Green Recruitment, Employee Engagement, Organizational Culture, Sustainability, Green 

Human Resource Management 

 

 

1. INTRODUCTION 

The increasing importance of sustainability in modern organizations is underscored by the need 

for strategic leadership and employee engagement in sustainable practices. Research indicates that 

sustainable leadership is essential for fostering a culture of sustainability within organizations, as it 

aligns individual actions with broader organizational goals (Tripathi et al., 2020; Radulović, 2023). 

Moreover, the integration of sustainability into organizational frameworks is increasingly recognized 

as a critical factor for long-term success, particularly in light of rising environmental concerns and 

regulatory pressures (Haidar, 2021; Gu and Liu, 2022). Organizations are also encouraged to adopt 

innovative practices that enhance their sustainability performance, which can lead to improved 

competitiveness and market value (Saengchai, Mitprasat and Jermsittiparsert, 2019; Bilderback, 2023). 
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Furthermore, effective communication and creativity are vital in implementing sustainability initiatives, 

as they help navigate the complexities of modern business environments (Markaki and Chadjipadelis, 

2023; Atkočiūnienė, 2024). Ultimately, the commitment to sustainability not only addresses 

environmental challenges but also enhances organizational resilience and stakeholder trust (Ashraf et 

al., 2021; Hasan, 2023). 

Regulatory and societal pressures are significant drivers for the adoption of sustainable 

practices in organizations. At the institutional level, organizations face coercive pressures from 

regulations and societal expectations, compelling them to engage in environmentally sustainable 

behaviors  (Norton et al., 2015; Fu et al., 2018). These pressures manifest through various means, 

including legislation, market demands, and consumer preferences, which collectively influence 

organizational attitudes towards sustainability (Poškus, Jovarauskaitė and Balundė, 2021). Moreover, 

the increasing emphasis on corporate social responsibility (CSR) reflects societal demands for ethical 

practices, further motivating organizations to adopt sustainable initiatives (Sajjad, Eweje and Tappin, 

2015). The role of stakeholders, including consumers and NGOs, is crucial as they exert pressure on 

companies to align their operations with sustainable practices, particularly in industries sensitive to 

environmental concerns (Roman et al., 2015; Sajjad, Eweje and Tappin, 2015). As a result, 

organizations are increasingly recognizing that sustainable practices not only fulfill regulatory 

requirements but also enhance their reputation and competitiveness in the market  (Gopal and Thakkar, 

2015). 

Green Human Resource Management (GHRM) plays a pivotal role in promoting environmental 

sustainability within organizations by integrating eco-friendly practices into HR policies and 

procedures. GHRM encompasses various practices such as green recruitment, training, performance 

management, and employee engagement, all aimed at fostering a culture of sustainability  (Faisal and 

Naushad, 2020; Jamal et al., 2021, 2021). By aligning HR strategies with environmental goals, 

organizations can enhance employee commitment to sustainability initiatives, thereby improving 

overall organizational performance  (Gilal et al., 2019; DIN, 2023; AlKetbi, 2024). Moreover, GHRM 

practices facilitate the development of environmentally responsible behaviors among employees, which 

is crucial for achieving corporate sustainability objectives  (Hameed et al., 2020; Kosasih, 2024). 

Research indicates that organizations implementing GHRM not only witness improved environmental 

performance but also benefit from enhanced employee morale and job satisfaction, creating a positive 

feedback loop that further encourages sustainable practices (Hameed et al., 2021; Cheng et al., 2023). 

Ultimately, GHRM serves as a strategic tool that empowers organizations to meet regulatory 

requirements and societal expectations while fostering a sustainable organizational culture  (Pham, 

Hoang and Phan, 2019). 

The strategic role of Human Resources (HR) in supporting organizational sustainability goals 

is increasingly recognized as essential for fostering a culture of sustainability within organizations. HR 
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practices, particularly those aligned with Green Human Resource Management (GHRM), are pivotal in 

integrating sustainability into the core operations of an organization  (Renwick, Redman and Maguire, 

2012; Jerónimo et al., 2020). By embedding sustainability into recruitment, training, performance 

management, and employee engagement, HR can cultivate an environmentally conscious workforce 

that actively contributes to sustainability objectives (Ybema, Vuuren and Dam, 2017; Malarvizhi, 

2024). Moreover, HR's involvement in developing sustainable employability practices enhances 

employee motivation and retention, which are crucial for long-term sustainability (Nakra and Kashyap, 

2023). The establishment of sustainability as a core organizational value, facilitated by HR, not only 

aligns employee behaviors with sustainability goals but also enhances overall organizational 

performance (Bombiak, 2020). Additionally, HR can play a critical role in measuring and reporting on 

sustainability initiatives, thereby ensuring accountability and continuous improvement in sustainability 

practices (Ehnert et al., 2015). Ultimately, HR serves as a strategic partner in driving organizational 

sustainability, aligning human capital strategies with broader environmental and social goals 

(Aslanertik and Çolak, 2021; Bahuguna, Srivastava and Tiwari, 2022). 

Green Human Resource Management (GHRM) significantly impacts organizational 

sustainability by aligning HR practices with environmental goals. GHRM practices, such as green 

recruitment, training, and performance management, foster a culture of sustainability within 

organizations, encouraging employees to engage in eco-friendly behaviors (Renwick, Redman and 

Maguire, 2012; Rubel, Kee and Rimi, 2021). Research indicates that when top management supports 

GHRM, it enhances environmental performance by nurturing competencies that promote sustainability 

at the employee level (Rubel, Kee and Rimi, 2021; Lu et al., 2022). Moreover, GHRM facilitates the 

development of organizational citizenship behaviors (OCBs) related to environmental initiatives, which 

further strengthens the link between GHRM practices and organizational sustainability (Ziyadeh, 

Othman and Zaid, 2023). By integrating corporate social responsibility (CSR) with GHRM, 

organizations can create a more profound impact on sustainability outcomes, as employees become 

more committed to environmental goals (Malik et al., 2020; Ziyadeh, Othman and Zaid, 2023). 

Additionally, GHRM has been shown to improve organizational competitiveness and employee well-

being, contributing to overall sustainable development performance (Chaudhary, 2019; ZHANG, 

2023). As organizations increasingly recognize the importance of sustainability, GHRM emerges as a 

critical strategic tool for achieving long-term environmental objectives (Zhao, 2023; Farag, 2024). 

The strategic role of Human Resources (HR) in supporting organizational sustainability efforts 

is multifaceted and critical for integrating sustainability into the core business strategy. HR is 

responsible for developing and implementing policies that promote sustainable practices across the 

organization, thereby fostering a culture of sustainability Stahl et al. (Stahl et al., 2020). This includes 

recruiting and retaining employees who are committed to sustainability goals, providing training that 

emphasizes environmental awareness, and aligning performance management systems with 
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sustainability objectives (Nakra and Kashyap, 2023). Moreover, HR can facilitate cross-functional 

collaboration by engaging employees at all levels in sustainability initiatives, which enhances 

organizational commitment to sustainability  (Liebowìtz, 2010; Ekemezie, 2024). By leveraging HR 

metrics and analytics, organizations can measure the effectiveness of sustainability initiatives and make 

data-driven decisions to improve performance  (Kaaria, 2024). Additionally, HR's role in corporate 

social responsibility (CSR) initiatives further emphasizes its strategic importance, as it helps 

organizations balance economic, social, and environmental considerations  (Jang and Ardichvili, 2020). 

Ultimately, HR's strategic involvement in sustainability not only enhances organizational performance 

but also contributes to building a resilient and ethically responsible organization that meets the 

challenges of a rapidly changing global landscape (Liboni et al., 2017). 

 

2. LITERATURE REVIEW 

2.1 Green Human Resource Management (GHRM): 

 

Green Human Resource Management (GHRM) is a strategic approach to managing an 

organization's human resources that emphasizes environmental sustainability. It integrates 

sustainability principles into HR practices and policies to reduce environmental impact while enhancing 

employee well-being and organizational performance  (Esen and Çalışkan, 2019; Hameed et al., 2023). 

Key concepts of GHRM include: 

1. Recruitment and Selection: GHRM involves hiring individuals who are environmentally conscious 

and committed to sustainability, ensuring that new employees align with the organization's green 

goals  (Chaudhary, 2018; Susanto, 2023).  

2. Training and Development: Organizations implement training programs focused on environmental 

awareness and sustainable practices, equipping employees with the knowledge and skills necessary 

to contribute to sustainability initiatives (Zhang et al., 2019; Hameed et al., 2023).  

3. Performance Management: GHRM incorporates environmental performance metrics into 

employee evaluations, promoting accountability and encouraging employees to engage in eco-

friendly behaviors (Chaudhary, 2019; Wijaya, 2024).  

4. Employee Engagement: GHRM fosters a culture of sustainability by involving employees in green 

initiatives and encouraging their participation in environmental programs, thereby enhancing their 

commitment to the organization's sustainability objectives (Mishra, 2017; Kamil, Rahman and 

Yusof, 2021).  

5. Organizational Culture: GHRM aims to create a workplace culture that prioritizes sustainability, 

influencing employee behaviors and attitudes towards environmental stewardship (Aboramadan, 

Kundi and Becker, 2021; Elshaer et al., 2021).  
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Overall, GHRM serves as a framework for organizations to align their human resource practices with 

environmental sustainability goals, ultimately contributing to improved organizational performance and 

a reduced ecological footprint  (Cherian and Jacob, 2012; Song, Yu and Xu, 2020). 

Green Human Resource Management (GHRM) encompasses several key practices aimed at 

promoting environmental sustainability within organizations. These practices include:  

1. Green Recruitment and Selection: This practice focuses on attracting and selecting candidates who 

possess a strong commitment to environmental sustainability. Organizations design job 

descriptions that emphasize green roles and responsibilities, ensuring that new hires align with the 

organization’s sustainability goals  (Mishra, 2017; Yusoff et al., 2018; Subyantoro et al., 

2022)Mishra (2017). By prioritizing candidates with a green mindset, companies can foster a 

workforce that is more aware of sustainable processes and practices (Mwita and Kinemo, 2018; 

Afzal et al., 2023).  

2. Green Training and Development: GHRM emphasizes the importance of training programs that 

educate employees about environmental issues and sustainable practices. This training equips 

employees with the necessary skills and knowledge to engage in eco-friendly behaviors and 

contribute to the organization’s sustainability initiatives (Renwick, Redman and Maguire, 2012; 

Aboramadan, 2020; Aboramadan, Kundi and Becker, 2021). Continuous development in this area 

helps reinforce the organization’s commitment to environmental stewardship.  

3. Employee Engagement in Environmental Initiatives: GHRM encourages active participation of 

employees in sustainability efforts. This includes involving employees in decision-making 

processes related to environmental practices and initiatives, fostering a sense of ownership and 

responsibility towards sustainability (Boiral and Paillé, 2011; Albrecht et al., 2021; Altassan, 

2024). Engaged employees are more likely to contribute positively to the organization’s 

environmental performance and advocate for green practices within their teams (Mwita and 

Kinemo, 2018; Amin, Zailani and Rahman, 2020).  

4. Green Performance Management: This involves integrating environmental performance metrics 

into employee evaluations and reward systems. Organizations assess employees based on their 

adherence to sustainability practices, thereby reinforcing the importance of environmental 

responsibility in their roles  (Yusoff et al., 2018; Aboramadan and Karatepe, 2021; Martins et al., 

2021).  

Overall, GHRM practices are essential for cultivating a culture of sustainability within organizations, 

driving both employee engagement and organizational performance in environmental initiatives 

(Bombiak and Marciniuk-Kluska, 2018; Kuo et al., 2022; PhD, 2023). 

2.2 Organizational Sustainability 

The concept of sustainability in management refers to the integration of environmental, social, 

and economic considerations into organizational practices to ensure long-term viability and 
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responsibility. It emphasizes the need for organizations to operate in a manner that meets present needs 

without compromising the ability of future generations to meet their own needs (Renwick, Redman and 

Maguire, 2012; Subramanian et al., 2015). This holistic approach involves balancing profit-making 

with ecological stewardship and social equity, thereby fostering a sustainable business model. Key 

components of sustainability in management include:  

1. Environmental Responsibility: Organizations are encouraged to minimize their ecological footprint 

through practices such as waste reduction, resource conservation, and pollution prevention  

(Grolleau, Mzoughi and Peković, 2012; Jamal et al., 2021). This responsibility extends to the supply 

chain, where sustainable sourcing and production methods are prioritized.  

2. Social Equity: Sustainability also encompasses social dimensions, including fair labor practices, 

community engagement, and stakeholder inclusivity. Companies are expected to contribute 

positively to the communities in which they operate, ensuring that their operations do not harm social 

structures  (Adjei‐Bamfo et al., 2019; Pham and Paillé, 2019).  

3. Economic Viability: Sustainable management practices must also be economically sound, ensuring 

that organizations remain profitable while pursuing their sustainability goals. This includes adopting 

innovative practices that enhance efficiency and reduce costs over time  (Riekstin and Tereza C. M. 

B. Carvalho, 2013; Ababneh, 2021).  

4. Integration of Sustainability into HR Practices: Human Resource Management (HRM) plays a 

crucial role in embedding sustainability into organizational culture. This includes green recruitment, 

training, and employee engagement initiatives that align workforce behaviors with sustainability 

objectives  (Jerónimo et al., 2020; Shahzad et al., 2020).  

5. Long-term Strategic Planning: Sustainability requires a forward-thinking approach, where 

organizations set long-term goals that align with sustainable development principles. This involves 

continuous assessment and adaptation of strategies to meet evolving sustainability challenges  

(Ehnert et al., 2015; Gharibeh, 2019). In summary, sustainability in management is a comprehensive 

framework that guides organizations in making responsible decisions that benefit the environment, 

society, and the economy, ultimately leading to a sustainable future  (Moktadir et al., 2019; Singh 

et al., 2020). 

The relationship between Green Human Resource Management (GHRM) and organizational 

sustainability is increasingly recognized as a critical factor in achieving long-term environmental 

and social goals. GHRM practices, such as green recruitment, training, and performance 

management, directly contribute to enhancing an organization's sustainability performance by 

fostering environmentally responsible behaviors among employees  (Palupiningtyas, 2023; Zhao, 

2023).  

GHRM promotes organizational citizenship behaviors (OCB) towards the environment, 

encouraging employees to engage in pro-environmental actions beyond their formal job roles (Putra, 
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2024). This engagement is facilitated by creating a supportive organizational culture that emphasizes 

sustainability, which in turn enhances employee satisfaction and retention  (Ziyadeh, Othman and 

Zaid, 2023). Furthermore, GHRM practices are linked to improved organizational competitiveness 

and reputation, as companies that adopt sustainable practices are often viewed more favorably by 

stakeholders (Renwick, Redman and Maguire, 2012; ZHANG, 2023).  

Research indicates that GHRM serves as a mediator in the relationship between corporate social 

responsibility (CSR) and organizational sustainability, highlighting the importance of integrating 

sustainability into HR practices to achieve broader organizational goals  (Yusliza et al., 2019; Ismail, 

Irani and Kertechian, 2021). Additionally, the implementation of GHRM is associated with 

enhanced environmental performance, as organizations that prioritize green HR practices are better 

equipped to meet sustainability challenges  (Chaudhary, 2019; Niazi, 2024).  

In summary, GHRM is a vital component of organizational sustainability, as it aligns human 

resource practices with environmental objectives, thereby fostering a culture of sustainability that 

benefits both the organization and its stakeholders (Burlea‐Schiopoiu et al., 2022). 

2.2 Conclusion of the Literature Review 

The existing literature on Green Human Resource Management (GHRM) reveals significant 

gaps, particularly concerning the strategic integration of GHRM into broader environmental 

management frameworks. While numerous studies have highlighted the importance of GHRM 

practices such as green recruitment, training, and employee engagement, there is a notable lack of 

research that examines how these practices can be systematically integrated into an organization's 

environmental management systems (Esen and Çalışkan, 2019; Obeidat, Abdalla, and Anas Abdel 

Karim Al Bakri, 2022; Kwerawarni, 2023).  

Many studies focus on the individual components of GHRM and their direct impact on 

environmental performance, yet they often neglect the strategic alignment of these practices with 

comprehensive environmental management strategies (Jamal et al., 2021; Shakir, 2023). For 

instance, while GHRM is recognized for enhancing employee awareness and engagement in 

sustainability initiatives, the mechanisms through which these practices contribute to overarching 

environmental management goals remain underexplored (Chaudhary, 2019; Aboramadan and 

Karatepe, 2021).  

Furthermore, there is a need for empirical research that investigates the interplay between 

GHRM and established environmental management systems, particularly in diverse sectors such as 

banking, manufacturing, and services (Islam et al., 2021; Sapna, Gupta and Kumar, 2021). This lack 

of integration may hinder organizations from fully realizing the potential benefits of GHRM in 

achieving sustainability objectives and improving overall environmental performance (Jerónimo et 

al., 2020; Sapna, Gupta and Kumar, 2021).  
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In conclusion, future research should focus on developing frameworks that facilitate the 

strategic integration of GHRM into environmental management practices, thereby enhancing the 

effectiveness of sustainability initiatives across various organizational contexts  (Jabbour, 2011; 

Ansari, Farrukh and Raza, 2020; Kwerawarni, 2023). 

 

3. METHODOLOGY 

3.1 Research Design 

For a qualitative research design focusing on the implementation of Green Human Resource 

Management (GHRM) in various organizations, case studies serve as an effective method to explore 

the nuances and complexities of GHRM practices. This approach allows for an in-depth examination of 

how organizations integrate GHRM into their environmental management strategies, providing rich 

qualitative data that can inform best practices and theoretical frameworks.  

1. Qualitative Research Design: This research will adopt a qualitative approach, utilizing semi-

structured interviews and focus groups with HR managers and employees across different 

sectors. This method will facilitate the exploration of perceptions, experiences, and challenges 

related to GHRM implementation (Rubel, Kee and Rimi, 2021; Palupiningtyas, 2023).  

2. Use of Case Studies: By selecting diverse organizations that have adopted GHRM practices, 

the research will analyze how these organizations align their HR strategies with environmental 

goals. Case studies will provide insights into the specific GHRM practices employed, such as 

green recruitment, training, and employee engagement initiatives (Renwick, Redman and 

Maguire, 2012; Putra, 2024).  

3. Exploring Strategic Integration: The research will focus on how GHRM is strategically 

integrated into the broader environmental management framework of organizations. This 

includes examining the role of top management in supporting GHRM initiatives and the 

impact of these practices on organizational sustainability (Farrukh et al., 2021; Ziyadeh, 

Othman and Zaid, 2023).  

4. Identifying Best Practices and Challenges: Through case studies, the research aims to identify 

best practices in GHRM implementation and the challenges organizations face in aligning 

HRM with environmental management. This will contribute to a deeper understanding of the 

relationship between GHRM and organizational sustainability (ZHANG, 2023).  

5. Implications for Future Research: The findings from this qualitative research can inform 

future studies on GHRM, emphasizing the need for a strategic approach that integrates HRM 

with environmental management practices (Ojo, Tan and Alias, 2020; Gomes, Sabino and 

Antunes, 2023). This will help bridge the existing gaps in literature regarding the strategic 

integration of GHRM into organizational sustainability efforts (Chaudhary, 2018; Pham and 

Paillé, 2019). 
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3.2 Sample 

For the proposed research sample focusing on the implementation of Green Human Resource 

Management (GHRM) across various industries, the following characteristics and references can be 

considered: Sample Characteristics:  

1. Diversity of Industries: The sample will include organizations from various sectors, such as 

manufacturing, hospitality, finance, technology, and retail, known for their commitment to 

sustainability initiatives.  

2. Environmental Initiatives: Selected organizations should have established environmental 

management systems and demonstrated active engagement in sustainability efforts, such as 

reducing carbon footprints, implementing recycling programs, and promoting green practices 

among employees.  

3. Recognition and Awards: Companies recognized for their sustainability efforts through 

awards or certifications (e.g., ISO 14001, LEED certification) will be prioritized to ensure 

that the sample reflects best practices in GHRM.  

4. Geographical Representation: The sample may include organizations from different 

geographical regions to capture a wide range of sustainability practices and cultural influences 

on GHRM.. 

3.3 Data Collection 

Semi-Structured Interviews: This method will involve conducting semi-structured interviews 

with key stakeholders, including HR managers, sustainability officers, and employees across the 

selected organizations. The semi-structured format allows for flexibility in questioning while ensuring 

that specific topics related to GHRM practices and organizational sustainability are covered. This 

approach facilitates in-depth discussions, enabling participants to share their insights, experiences, and 

perceptions regarding the implementation and impact of GHRM practices.  

Additional Data Sources: To complement the qualitative data obtained from interviews, the 

research will also analyze company sustainability reports. These reports provide valuable insights into 

the organizations' sustainability initiatives, goals, and performance metrics. By examining these 

documents, the research can triangulate findings from interviews and assess how GHRM practices are 

documented and reported in relation to broader sustainability objectives. 

3.4 Data Analysis 

For the analysis of data collected through semi-structured interviews and sustainability reports, 

thematic analysis will be employed to identify key patterns and themes related to Green Human 

Resource Management (GHRM) practices and their impact on organizational sustainability. This 

qualitative analysis method is particularly suitable for exploring the complex relationships and insights 

derived from the data.  
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1. Thematic Analysis Framework: Thematic analysis involves several stages, including 

familiarization with the data, coding, theme development, and reviewing themes. This process 

will allow for the identification of recurring patterns and themes that emerge from the 

interviews and document analysis (Renwick, Redman and Maguire, 2012; Mukherji and 

Bhatnagar, 2022).  

2. Identification of Key Themes: The analysis will focus on themes such as: - Implementation 

of GHRM Practices: Exploring how organizations implement GHRM practices, including 

green recruitment, training, and performance management, and their perceived effectiveness 

in promoting sustainability  (Simaens and Koster, 2013; Aboramadan and Karatepe, 2021). - 

Employee Engagement and Behavior: Assessing how GHRM influences employee 

engagement in environmental initiatives and the resulting behaviors that contribute to 

organizational sustainability  (Székely and Brocke, 2017). - Integration with Environmental 

Management: Investigating how GHRM practices are integrated into broader environmental 

management strategies and their impact on overall sustainability performance  (Kaur and 

Lodhia, 2018; Fonseca and Carvalho, 2019).  

3. Use of Case Studies: The case study approach will provide contextual insights into how 

different organizations implement GHRM and the outcomes they achieve. This will enable a 

comparative analysis of best practices and challenges faced by organizations across various 

industries (Yusliza et al., 2019; ZHANG, 2023).  

4. Analysis of Sustainability Reports: In addition to interview data, sustainability reports will be 

analyzed to triangulate findings and assess how GHRM practices are documented and 

reported in relation to organizational sustainability goals. This will involve content analysis 

to identify key indicators and commitments related to GHRM practices  (Boiral and Henri, 

2016; Azad et al., 2022).  

5. Implications for Future Research: The findings from the thematic analysis will contribute to 

the understanding of GHRM's role in organizational sustainability and highlight areas for 

future research, particularly in the strategic integration of GHRM into environmental 

management frameworks (Bombiak and Marciniuk-Kluska, 2018; Palupiningtyas, 2023). 

 

4 RESULTS AND DISCUSSION 

4.1 Result 

The implementation of Green Human Resource Management (GHRM) practices, such as green 

recruitment and environmental training, has been found to significantly enhance employee engagement 

and improve environmental performance across various organizations. The key findings from the 

research are as follows:  
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1. Green Recruitment: Organizations that prioritize green recruitment practices attract 

candidates who are not only skilled but also possess a strong commitment to sustainability. 

This alignment between employee values and organizational goals fosters a more engaged 

workforce, leading to higher levels of participation in environmental initiatives.  

2. Environmental Training: Comprehensive environmental training programs equip employees 

with the knowledge and skills necessary to engage in sustainable practices. Such training 

enhances employees' awareness of environmental issues and encourages proactive behaviors 

that contribute to the organization's sustainability objectives.  

3. Employee Engagement: The study indicates that GHRM practices positively influence 

employee engagement levels. Employees who perceive their organization as committed to 

sustainability are more likely to participate in green initiatives, demonstrating increased 

organizational citizenship behaviors towards the environment.  

4. Improved Environmental Performance: The integration of GHRM practices correlates with 

improved environmental performance metrics, such as reduced waste generation, lower 

carbon emissions, and enhanced resource efficiency. Organizations that implement GHRM 

effectively report better outcomes in their sustainability performance, aligning with their 

strategic environmental goals.  

5. Organizational Culture: The findings suggest that GHRM contributes to the development of 

a sustainability-oriented organizational culture. This cultural shift encourages employees to 

adopt environmentally friendly practices both at work and in their personal lives, further 

amplifying the organization's overall environmental impact. 

The analysis of the data collected from interviews and sustainability reports reveals several key 

findings regarding the impact of Green Human Resource Management (GHRM) practices on 

organizational sustainability indicators. The following table summarizes the main findings: 

Table 1 

GHRM Practice Impact on Sustainability Indicators References 

Green 

Recruitment 

Attracts environmentally conscious candidates, 

increasing workforce commitment to 

sustainability goals. 

(Hastuti & Muafi, 2022; 

Malik et al., 2020) 

Environmental 

Training 

Enhances employee awareness and skills related 

to sustainability, leading to improved 

environmental performance. 

(Astuti, 2023; Yusoff et al., 

2018) 

Employee 

Engagement 

Encourages higher participation in sustainability 

initiatives, resulting in better organizational 

citizenship behaviors. 

(Graczyk-Kucharska, 2023; 

Aboramadan, 2020) 
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GHRM Practice Impact on Sustainability Indicators References 

Performance 

Management 

Integrates environmental performance metrics into 

evaluations, motivating employees to adopt eco-

friendly behaviors. 

(Renwick et al., 2012; 

Hameed et al., 2020) 

Organizational 

Culture 

Cultivates a sustainability-oriented culture, 

promoting continuous improvement in 

environmental practices. 

(Burlea‐Schiopoiu et al., 

2022; Anlesinya & 

Susomrith, 2020) 

Sustainability 

Reporting 

Enhances transparency and accountability in 

sustainability efforts, building stakeholder trust 

and engagement. 

(Al‐Swidi et al., 2021; 

Úbeda‐García et al., 2021) 

 

4.2 Discussion 

The findings from this research highlight the significant role that Green Human Resource 

Management (GHRM) plays in enhancing organizational sustainability and employee engagement. The 

analysis reveals several key interpretations regarding how GHRM practices contribute to these 

outcomes.  

1. Enhancement of Employee Engagement: The implementation of GHRM practices, such as 

green recruitment and environmental training, fosters a sense of purpose among employees. 

When organizations actively recruit individuals who are environmentally conscious and 

provide them with training on sustainability practices, employees feel more connected to the 

organization's sustainability goals. This connection leads to increased job satisfaction and 

higher levels of engagement in environmental initiatives  (Palupiningtyas, 2023; Sidique, 

2023). Encouraging active participation in GHRM initiatives not only contributes to 

sustainability efforts but also enhances job satisfaction and retention (Sidique, 2023).  

2. Improvement in Environmental Performance: GHRM practices have a direct impact on 

organizational environmental performance. By integrating sustainability into HR processes, 

organizations can effectively promote environmentally responsible behaviors among 

employees. For instance, training programs that focus on sustainability equip employees with 

the knowledge and skills necessary to contribute to the organization’s environmental 

objectives (Jerónimo et al., 2020; Ziyadeh, Othman and Zaid, 2023). This is supported by 

findings from (Ziyadeh, Othman and Zaid, 2023), which indicate that GHRM practices 

significantly enhance organizational sustainability through improved employee behaviors 

(Ziyadeh, Othman and Zaid, 2023).  

3. Organizational Culture and Citizenship Behavior: The research underscores the importance 

of cultivating a sustainability-oriented organizational culture through GHRM. When 
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organizations prioritize green practices, they encourage employees to adopt pro-

environmental behaviors that extend beyond their formal job responsibilities. This 

phenomenon, known as organizational citizenship behavior (OCB), is crucial for fostering a 

collaborative environment where sustainability initiatives can thrive (Bahmani, Farmanesh 

and Khademolomoom, 2023; Gomes, Sabino and Antunes, 2023). GHRM practices not only 

influence in-role behaviors but also promote voluntary green behaviors among employees, 

enhancing overall organizational sustainability (Gomes, Sabino and Antunes, 2023).  

4. Strategic Integration with Environmental Management: The findings suggest that GHRM 

should be strategically integrated into broader environmental management frameworks. 

Organizations that align their HR practices with environmental goals are better positioned to 

achieve sustainable outcomes. This integration allows for a cohesive approach to 

sustainability, where GHRM practices reinforce the organization’s commitment to 

environmental stewardship (Bahuguna, Srivastava and Tiwari, 2022; Hameed et al., 2023). 

The research indicates that organizations actively engaged in GHRM are more likely to report 

positive sustainability outcomes, as they create a supportive environment for green initiatives 

(Hameed et al., 2023).  

5. Implications for Future Research: The study identifies a need for further research on the 

strategic integration of GHRM into environmental management systems. While the current 

literature emphasizes the individual components of GHRM, there is a gap in understanding 

how these practices can be systematically aligned with organizational sustainability strategies 

(Farag, 2024; Niazi, 2024). Future studies should explore the mechanisms through which 

GHRM influences sustainability outcomes and the role of organizational culture in facilitating 

this relationship (Chaudhary, 2019; Niazi, 2024). 

 

5 CONCLUSION 

 This research has demonstrated that Green Human Resource Management (GHRM) plays a 

significant role in achieving organizational sustainability. The implementation of GHRM practices, 

such as green recruitment and environmental training, has been shown to enhance employee 

engagement and improve environmental performance across various organizations.  

The findings indicate that organizations that prioritize GHRM not only foster a culture of 

sustainability but also experience tangible benefits in their environmental outcomes, aligning with the 

broader goals of corporate social responsibility (CSR) (Chaudhary, 2019; Rubel, Kee and Rimi, 2021; 

Palupiningtyas, 2023).  

Practical Implications For HR practitioners, the study offers several recommendations for 

implementing GHRM to support sustainability goals: Integrate GHRM into Organizational Strategy: 

HR departments should align GHRM practices with the organization's overall sustainability strategy, 
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ensuring that environmental considerations are embedded in all HR functions, including recruitment, 

training, and performance management (Ansari, Farrukh and Raza, 2020; Raza and Khan, 2022). 

Enhance Employee Engagement: Organizations should actively involve employees in sustainability 

initiatives, providing training and resources that empower them to contribute to environmental goals. 

This engagement can be fostered through recognition programs that reward sustainable practices (Tang 

et al., 2017; Amini, 2024). Develop a Green Organizational Culture: HR practitioners should work to 

cultivate a culture that prioritizes sustainability, encouraging employees to adopt pro-environmental 

behaviors both at work and in their personal lives (Fachada et al., 2022; Altassan, 2024). Measure and 

Report on Sustainability Outcomes: Organizations should establish metrics to evaluate the effectiveness 

of GHRM practices in achieving sustainability objectives. Regular reporting on these outcomes can 

enhance transparency and accountability, reinforcing the organization's commitment to sustainability 

(Chaudhary, 2019; Aboramadan, 2020) 

Future research should focus on the following areas to further explore the integration of GHRM 

into environmental management: Industry Contexts: Investigating how GHRM practices are 

implemented across different industries will provide insights into sector-specific challenges and best 

practices in sustainability (Mensah, Afum and Sam, 2021; ZHANG, 2023). Geographic Regions: 

Research should also examine the application of GHRM in various geographic contexts to understand 

how cultural and regulatory differences influence sustainability practices (Bahuguna, Srivastava and 

Tiwari, 2022; Niazi, 2024). Longitudinal Studies: Conducting longitudinal studies will help assess the 

long-term impact of GHRM on organizational sustainability and employee engagement, providing a 

more comprehensive understanding of its effectiveness (Burlea‐Schiopoiu et al., 2022; Gomes, Sabino 

and Antunes, 2023).  

In conclusion, GHRM is a critical component of organizational sustainability, and its strategic 

implementation can lead to significant improvements in environmental performance and employee 

engagement. By addressing the identified gaps in research and practice, organizations can better 

leverage GHRM to achieve their sustainability goals. 
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