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Abstract: In the 21st century, environmental issues, such as climate change, global warming, and air 
pollution have become a hot topic in many developed and developing countries. At the same time, the 
proper use of natural resources and the conservation of the environment has become one of the vital 
issues. Environmental issues require special attention from governments, scientists, scholars, 
business executives, and even individuals. 
 Therefore, for any business organization, there is a growing need to integrate environmental 
management into human resource management, which has been coined as the Green Human 
Resource Management (GHRM). Researchers have found that the implementation of GHRM policies 
and practices could effectively improve financial and environmental performance of organizations, 
improve their competitive advantage, as well as improve their reputation and image, while 
maintaining environmental management practices. 
 However, it is being maintained that the term “GHRM” is a relatively new concept for 
academicians, scholars，and professionals. GRHM-related literature is generally found in western 
countries, however the concept of GHRM is yet to make its mark in Asia. Therefore, the aim of this 
research is to explore the concept of GHRM and to propose a model of GHRM and its outcome by 
reviewing the literature.  
 
Keywords: Human Recource Management (HRM); Environment Management (EM); Green Human 
Resource Management (GHRM); 
 
INTRODUCTION 
 

Today we are living in an era of 
industrialization, where millions of 
organizations are working throughout the 
world. These organizations produce enormous 
amounts of wastethat are hazardous for 
humans, which also pollute the environment 
adversely [20]. In the past, organizational 
policies and practices were highly dependent on 

gaining economic values, but in the present, 
growing environmental concerns have changed 
the entire scenario, and the paradigm has shifted 
to minimizing the carbon footprint and 
promoting environment sustainability, ensuring 
ecological equilibrium as well as enhancing 
societal conditions [10].  
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In other words, environmental problems 
have brought to the fore the need for 
environment-conscious activities at the 
individual, organizational, and community 
levels. These activities are generally 
implemented on a voluntary basis, but 
sometimes implemented within the scope of 
legal obligations [1].  

 Today, organizations are trying to 
address environemtal problems, looking for a 
strategy, which is economically viable as well. 
For any business organization, HR constitutes 
an essential function to implement a new 
strategy. Therefore, in 1996, Wehremeyer first 
put forward a new method of combining 
environmental management with human 
resource management to resolve environment 
issues. The term “GHRM” is often used to refer 
to the contribution of HR policies and practices 
towards environmental issue,  which are 
broadly categorized into two elements, i.e. 
environmentally-friendly HR practices and the 

preservation of human capital [10,24,31]. In 
addition, GHRM consists of all activities aimed 
at helping an organization carry out its agenda 
for environmental management that enables it 
reduce its carbon footprint and earn carbon 
credits, as well as in areas concerning 
acquisition of manpower, their induction, 
performance management, training and 
development, compensation and reward 
management [8]. 

 However, such researchers as Renwick., 
et al (2013), Rayner., et al (2018) have asserted 
that GHRM research raises new, increasingly 
salient questions not yet studied in the broader 
HRM literature. In other words, the term 
“GHRM” today has become the buzzword 
within the business realm, however the concept 
of GHRM is relatively unknown, and the way 
organizations implement these practices is 
vague in many developed and developing 
countries alike. 

 
MATERIALS AND METHODS 

 
The key research objective is to study the 

concept of GHRM and to explore the outcomes 
after adopting the GHRM in the organizations. 

This paper employs the methodology to 
review articles cited in such databases as 
Google Scholar, ResearchGate, Sage, 
ScienceDirect, Emerald etc.  

 
Literature review 

Going green: Recently reseachers have 
cited increased awareness within business 
organizations about the significance of going 
green and adopting various environment 
management techniques. Going green, 
environmental protection, sustainable life style, 
protecting our earth and many more have 
become a natural phenomenon in our everyday 
life [3]. 

Researchers such as Rani and Mishra 
(2015), Deshwal (2015), Opatha and Arulrajah 
(2014), in their studies have indicated that 
‘Green’ or ‘Greening’ has at least four 
meanings.  
1.  Protection of natural resource. This means 

to keep the environment in its original form 

and protect it from harm, loss, or negative 
change. The resources need to be 
preserved; everyone can do their part to 
protect the natural environment.  

2.  Preservation of natural environment: 
Enforcing laws alone is not enough to 
protect the environment for the future. In 
nature nothing is wasted because 
everything has a purpose. There are 
different ways in which the natural 
environment can be preserved, such as 
resource in cycles or in the form of circle.  

3.  Avoidance of Environmental Pollution: 
The pollution prevention act of 1990, 
enacted by the United States congress, 
requires that pollution of the environment 
should be reduced in a descending order. 
Firstly, resource elimination, secondly 
sound recycling, sound treatment and 
finally, sound disposal treatment.  

4.  Greening people, means creating 
awareness among people in the 
surrounding. Focus on the “go green” 
concept. 
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Green Human Resource Management: 
GHRM concept was first introduced by 
Wehremeyer in 1996, and he attempted to 
connect the two fields of EM and HRM. Since 
then, the concept of GHRM gained global 
popularityy in the 2000s, and since studies on 
GHRM has been gaining momentum. However, 
there is no systematic and valid instrument for 
measuring the concept [33]. In literature, 
numerous researchers have given different 
definitions of GHRM. 

GHRM is most regularly used to refer to 
the concern of people management policies and 
practices towards the broader corporate 
environmental agenda [7,10,16,21,22,26]. 
Moreover, GHRM encompasses all activities 
aimed at helping an organization carry out its 
agenda for environment management to reduce 
its carbon footprint in areas of concern, such as 
recruitment of human resources, their 
induction, performance appraisal and 
management, training and development, 
remuneration and reward management [35]. 

GHRM is about a set of HR practices 
aimed at improving greener performance of 
individuals and organizations; and it supports 
organization’s EM initiatives [34]. In addition, 
it contributes to understanding the role of HRM 
embracing sustainability issues. They include, 
for instance promoting a green culture, 
engaging workers in reducing waste, using 
resources more efficiently and harming the 
environment as little as possible [25].  

 GHRM practices and policies should be 
able to systematically coordinate all individual 
HRM measures so as to directly influence 
employee attitude and behavior in a way that 
helps a business to achieve its competitive 
strategy [1,22]. Mehtab-un-Nisa.,et al (2016) 
conducted research on the effects of GHRM 
practices on sustainability among 354 
employees from 13 manufacturing companies 
in Pakistan and the results prove a significant 
effect of all GHRM dimensions on 
sustainability.  

Bangal and Tiwari (2015) in their study 
have noted that GHRM can develop 
willingness, inspiration and commitment 
among employees to dedicate their efforts and 
ideas to the greening of their organization. 
GHRM efforts result in increased efficiency, 

sustainable utilization of resources, less 
wastage, improved job related attitude, 
improved work/private life, lower costs, 
improved employee performance and retention, 
which help an organization to reduce employee 
carbon footprints by means of GHRM. 

Nejati and Ahmad (2015) found that both 
company’s attractiveness and prestige, 
resulting from GHRM practice, could 
significantly influence job seekers’ intention to 
pursue their application with a company.  

In developed western countries, there are 
already some leading businesses, such as 
Google, Coca Cola and Dell, which have started 
operationalizing the practice of GHRM 
[10,12,24,26,30]. GHRM practices include 
electronic filing, teleconferencing and virtual 
interviews, polling rides, job sharing, recycling, 
telecommuting, online training, and developing 
more energy efficient office spaces [23, 25, 29].  

This research briefly describes five 
specific HR practices such as green recruitment 
and selection, green training and development, 
green performance appraisal, green rewards and 
compensation, and green employee 
participation.  

Green Recruitment and Selection: 
Successful recruitment and selection practices 
are key elements of an organization. The most 
daunting challenge encountered by HR 
managers is to hire and sustain highly skilled 
and professional employees in in the global 
competitive environment [4]. It is believed that 
recruiting candidates, who are eco-friendly, can 
help make a dent in environmental and 
organizational performance [5].  

Green recruitment can be defined as the 
process of hiring individuals with knowledge, 
skills, approaches, and behaviors that identify 
with environmental management systems 
within an organization [2]. Based on previous 
studies, Guiyao Tang., et al (2018) have 
summarized green recruitment and selection in 
three aspects: candidates’ green awareness, 
green employer branding, and green criteria to 
attract candidates. 

To accomplish the green recruitment 
process through digital method online 
application form, online interviews or 
telephonic interviews are conducive to reducing  
paper wastage, fuel consumption and interview 
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travels. This practice decreases the rate of 
environmental degradation. In other words, the 
move to more web-based recruitment activity 
has permitted recruiters to provide much more 
information, such as the details of their EM 
activities, compared with traditional media 
such as newspaper advertising or brochures 
[26].  

Recruitment practices can help improve 
environmental sustainability by ensuring that 
environmental culture and values are crystal 
clear to the newly recruited employees [6]. 
Mwita and Kinemo(2018) investigated the 
impact of green recruitment and selection on 
performance. Their research found that green 
recruitment and selection practices are in place 
and they contribute to attracting better qualified 
job candidates. Moreover, the study also found 
a linear relationship between green recruitment 
and selection, and performance.  

Green Training and Development:  
Green training and development are seen in the 
literature as a key to accomplishing the 
environmental objective. Zoogah (2011) states 
that green training and development educate 
employees about the value of EM, train them in 
working methods that conserve energy, reduce 
waste and spread environmental awareness 
within the organization, and provide 
possibilities to engage employees in 
environmental problem-solving. Sharma and 
Gupta (2015) stated that environment 
management as an element of GHRM, training 
and development should focus on the 
development of employee’s skill, knowledge, 
attitudes and behaviour about environment 
conservation and environment initiatives. 

Moreover, one more integral element of 
GHRM implementation is environmental 
protection, renewable energy, waste reduction 
and energy saving training. Such training 
allows employees to gain ecological knowledge 
and raise environmental awareness. Research 
indicates that this is the most important element 
of the process of HRM and facilitates the 
attainment of environmental objectives [23].  

Menon (2016) conducted reseach among 
237 managers and found that most of the 
organizations encourage employees and create 
awareness among the employee to develop the 
organization as a green entity. 

Nejati and Ahmad (2015) found training 
to be the most prominent element, for it could 
positively influence job seekers’ perception 
toward attractiveness and prestige of company.  

Good examples of company 
environmental training in Britain include those 
at Carson Office Furniture Systems, Ready-
Mixed Concrete, Rolls-Royce, Albion Group, 
and Bristol-Myers Squibb, who provide 
induction training for new staff, awareness 
training for more experienced employees, and 
training on specific green topics for staff 
specifically associated with environmental 
operations and co-ordination [35].   

Green Performancce and Appraisal: 
Performance management is a range of 
activities undertaken to ensure proper 
management of staff’s performance. Green 
performance management is about designing 
such a performance management system where 
green performance of employees can be 
accomplished using such means as recording 
and reporting of environmental incidents, 
communication of environmental concerns and 
policy and so on and so forth [27]. Reseachers 
have found that the idea behind green 
performance management is to develop EM 
related objectives, responsibilities, EM 
behavior, and green rating as part of employee’s 
performance evaluation. Regular feedback 
from supervisor to employees regarding their 
EP related achievement is also very useful in 
improving employee’s knowledge, skills, and 
abilities related to the EM. 

Green Rewards and Compensation: 
Rewards and compensation are the major HRM 
processes through which employees are 
rewarded for their performance. In the context 
of GHRM, rewards and compensation can be 
assumed as potential tools for supporting 
environmental activities in organizations [2]. In 
their strategic approach to reward and 
management, modern organizations are 
developing reward systems to encourage eco-
friendly initiatives embarked upon by their 
employees [2]. Therefore, organizations need 
reward systems that enable desirable green 
behaviour by means of incentives as well as 
disincentives. Nejati and Ahmad  (2015) found 
that reward has a positive impact on a 
company’s attractiveness and prestige.  
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There are many types of reward practices 
that organizations may use for green skills 
acquisition. Rewards can be in the form of 
financial based EM rewards (e.g. premium, 
cash, bonuses), nonfinancial based EM rewards 
(e.g. leave, gifts, sabbatical), recognition-based 
EM rewards (e.g. external roles, daily praise, 
dinners), and positive rewards in EM (e.g. 
feedback) [14, 19,27]. 

Green Employee Participation: EM can 
be achieved through proper employee 
involvement and employee participation [14]. 
The use of employee participation in EM has 
been noted to help prevent pollution at 
workplaces [36]. Researchers have found that 
employees' green involvement is crucial in 
improving the performance of EM systems, 
such as reducing waste and pollution in 
workplaces and making full use of resources. 
Renwick et al. (2013) identified five aspects for 
measuring green involvement: clear green 
vision, a green learning climate, various 
communication channels that offer green 
practices, and green involvement. 

Benefits of GHRM: Researchers such as 
Butoliya (2015), Deshwa (2015), Sharanya, S 
and Radhika, R (2016), Sharma, K (2016), 
Sindhwani and Saxena (2015) have outlined in 
their studies the following benefits of applying 
GHRM in organizations: 

• It develops sustainable organization.  
• It facilitates the implementation all the 

stages of environmental management 
system 

• It provides competitive advantage to the 
company in industry as well as the market. 

• It helps in the efficient utilization of 
resources and manages risks more 
effectively. 

• It reduces energy consumption. 
• It increases sales. 
• It reduces insurance costs. 
• It has a direct impact on the profit and 

return on investment. 
• It increases employee morale. 
• It helps in employee retention and reduces 

labour turnover. 
• It helps in building company image to 

attract good human resources. 
• It improves brand image of the 

organization in the market. 
• It can also be used as a marketing strategy. 
• It improves the quality, both internal and 

external, of the overall organization. 
• It reduces the overall cost of the 

organization.  
Challenges of GHRM: Alongside the 

above-mentioned advantages and/or benefits, 
GHRM faces certain challenges, which can be 
identified  as follows:  

• It is difficult to alter the behavior of 
employees in a short span of time.  

• Not every employee is equally motivated to 
participate in the promotion of GHRM 
practices in the organization.  

• Developing the culture of GHRM in the 
entire organization is a cumbersome and a 
time-consuming process.  

• It requires high initial investment and 
comparatively slow rate of return.  

• Sourcing and recruitment of green 
employees with quality talents is a 
challenging task.  

• It is difficult to measure the effectiveness 
of GHR practices in employees’ behavior. 

 
RESULTS AND DISCUSSION 
 

Based on the analysis of the literature, a 
conceptual model framework of GHRM and its 
outcomes have been developed (see Figure 1). 

This research has analyzed the literature 
on GHRM and presented a model in GHRM. In 
recent years, because of growing need for the 
preservation or conservation of natural 
resources and prevention of environmental 
pollution, it is becoming increasingly 

importantf for an organization to adopt 
environmental strategies and programmes. For 
any organization, the HRM function becomes 
the potential contributor in bringing about the 
requisite organizational change. So, there is an 
emerging need to integrate environmental 
management and HRM to reduce 
environmental problems.  



Vol. 60 No 02 (234) 2020 
DOI: https://doi.org/10.5564/pmas.v60i2.1357 

 

  4    
 

 Proceedings of the Mongolian Academy of Sciences 
PMAS 

 

 
Figure 1. Conceptual model (GHRM and its outcomes) 

 
Practicing GHRM in an organization 

yields many positive outcomes. First of all, 
GHRM promotes the sustainable use of 
resources within an organization and, more 
generally, promotes the causes of environment 
sustainability. In other words, GHRM is an 
effective tool in making a business sustainable. 
Furthermore, organizations that are sustainable 
have far better chances of improving their 

reputation and image, as well as their financial 
performance, which in its turn will improve 
their competitive edge. GHRM also helps 
makes green employees so that they eliminate 
wastes and reduce overall costs of the 
organization. Additionally it influences 
employee satisfaction, retention and behavior 
through GHRM. 

 
CONCLUSIONS 
 

This research reviewed the concept of 
“GHRM”. The concept of GHRM is still a new 
idea, which is at its infancy stage. However, 
western organizations have started realizing the 
importance of these practices and are trying to 
operationalize them. GHRM practices include 
electronic filing, teleconferencing and virtual 

interviews, pooling rides, job sharing, 
recycling, telecommuting, online training etc. 
GHRM practices help an organization improve 
its competetitve advantage, save money, reduce 
costs, and build up the organization’s image to 
attract good HR etc.   
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