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ABSTRACT 

Green Human Resources Management (Green HRM) is an embryonic issue in the 

current scenario. It has become a significant factor in forward-thinking businesses around the 

world. We have witnessed the voluntary contributions made by successful companies across the 

globe like Microsoft, BP, Tata, ITC and Wipro towards Corporate Social Responsibility (CSR) 

even before the time when there were no conventions or decrees connected to CSR. Researchers 

have contended that workforces must be enthused, empowered and environmentally cognizant 

of greening in order to bring out green HRM initiatives and hence, it calls for a high level of 

technical and management skills in employees. Green HRM is a strategy to stimulate the 

defensible use of resources within the organization and more commonly encourages the causes 

of environment sustainability. The corporate management has to keenly support to create green 

workforce that can recognize and appreciate green culture in an organization. They should adopt 

new strategies in green HRM and implement it in job analysis, recruitment, training etc. The main 

purpose of this study is to reconnoiter the contemporary strategy and its implications in today‟s 

business. Further, it is expected that the study would lead to understanding and propagating 

green HRM in organizations across the globe.   

Key words: Green HRM, Green Management, Environmental Management & Sustainability, 

CSR. 

I. INTRODUCTION 

Human Resources Management is an imperative faction of management that deals with the most 

valuable assets of an organization which is „human resources‟.  The whole framework of HRM is currently 

being painstaking in the light of sustainability all over. Expanding the statement, we contend that Green 

Human Resource Management is the most momentous element of sustainability. In this paper, we focus 

on the Green Human Resource Management (Green HRM) where the Human Resource Management 

(HRM) is affianced in managing the environment within an organization. As we are moving from an 

industrial-based financial system to a talent based economy, the Green HRM is becoming obligatory in 
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our day to day life. We are also inflowing a green economy – one in which consumer and employee 

anticipations and imminent environmental change will require the businesses to address the “green” 

issues. Corporate are now realizing that they have to progression an influential social conscience and 

green sense of accountability, where corporate social responsibility is not just a brand building tool to 

have, but has become an element vital to business development. The HR strategy must reflect and inspire 

the ambitions of the HR team and other employees, aligning with the company‟s strategy, values and 

culture, deliver sustainable returns to depositors, discourse customer requests, categorize and return to 

emerging societal trends, response to governmental and regulatory prospects and stimulus the public 

policy agenda. The Green HRM is undertaking environment in greater efficiencies and lower cost and 

better employee engagement and retention. 

1.1 Evolution of Green Human Resource 

Across the world the green movement has come into existent to Green HR. The term „Green 

HR‟ is most often used to mention to the involvement of people administration strategies and performs 

towards the broader communal environmental agenda. Human Resource Management is liable for 

administration, emerging and retaining employees in the organization. The 19thand 20thCentury were an 

era of development, especially in Europe the Industrial Revolution started in 19th Century, built-upheld 

extent of consumer goods, the factory sorting and petition for dissimilar products, the encroachment of 

equipment put lot of pressure on the natural resources of planet Earth. In March 1972, the world‟s First 

Green Party, the United Tasmania Group was formed, at the same period, in Canada; a small party was 

formed and later in other countries.   

Green Movement is a partisan effort which advocates four important principles, 

environmentalism, sustainability, non-violence and social justice. Enthusiasts of the Green Undertaking 

are called Greens, adhere to Green Ideology and share many concepts with ecology, preservation, 

environment, suffragette and amity movements. In India the Bishnoi Community, the conventionally 

lovers and protections of trees and animals like deer and cinkara were responsible for green movement in 

Jodhpur, Rajasthan. Green ideology emphasizes participating equality and the principle of “thinking 

globally acting locally”. The Green Movement in India absorbed on the environment associated issues 

and it covers movements like Chipko Movement, Project Tiger Scheme, Narmada Bachao Andolan and 

Tiger Task Force.  Oil & Natural Gas Corporation (ONGC) Participation in Green movement with 

accountability towards society and the world e.g. 

1) Oil &Natural Gas Corporation launches Green Vadodara Movement with Indian Express. 

2) World Environment Day celebrated in Oil &Natural Gas Corporation Vadodara. 

3) IPSHEM training center Oil &Natural Gas Corporation, Goa celebrates World Environment 

Day. 

4) Oil &Natural Gas Corporation Eastern Region celebrates World Environment Day. 

This is how green movement has transformed to Green HRM by espousing green recruitment, 

usage of electronic device, Reutilize and Condense business travel and going green in the workplace is 

about emerging certain interventions which are aimed at taming green directorial recital and this leads to 

Human dimension impacts organizational concert as well as mediates environmental supervision system 

execution. 

 

1.2 Green HRM 

Green HRM is the use of HRM dogmata to support the defensible use of resources within 

organizations and, more usually helps the reasons of environment sustainability. The term Green HRM is 

most regularly used to refer to the concern of people executive policies and practices towards the broader 

communal environmental schedule. It undertakes environment in greater efficiencies and lower costs and 

better employee engagement and retention. Intellectuals of supervision around the world are now 
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exploring various managerial practices that can facilitate the triumphs of the goals of GHRM and also 

have a momentous impact on the environment keenness of the organizations. 

In May 2011, Strategic HRM and Aurosolorya released its report, “Advancing Sustainability: 

HR‟s Role.” The report began by pointing out “no matter what your personal opinion might be business 

leaders are realizing sustainable workplace and business practices can make their companies more 

competitive in the 21st century.” 

1.3 Importance of Green HRM 

            Understanding about why green is indicates the importance of green HRM. If repeated in another 

form, greening is crucial for the following: 

1) To evade or curtail global warming. 

2) To condense labor turnover. 

3) To conserve the vigor of the workplace. 

4) To Decrease in environmental influence of the company. 

5) For Organizations look forward in expansion of pioneering tools and initiatives of situation 

supervision which will expressively impact sustainability of the firm and support a competitive advantage 

(Hart 1997; Lin et al., 2001) 

1.4 Objectives 

 To deliver with a rudimentary understanding of green HRM to the readers. 

 To Emphasized different significant works on green HRM to workforces.    

 To extravagant on numerous green practices that can be assimilated for building a Green 

workplace for enhanced competence. 

 To Endeavors a suggestion some green ingenuities for HR in organization. 

  

II. METHODOLOGY 

 The study is primarily constructed upon the secondary data. For this existing literature connected to 

the subject from different databases, websites and other obtainable sources were collected. A systematic 

review of collected literature was done on available data.  

2.1 Building the green business  

HR can have a significant impact on the broader green agenda. For services-oriented business 

in certain, employee focused green creativities can be tremendously impactful since the workforce is 

habitually the prime single sponsor to annoying and contamination. Although green ingenuities are often 

reinforced by an operations group, HR can also play a role in reviewing how the business works and 

identifying how people can act differently in order to reduce their use of energy and materials.  

2.2 Green Human Resource Strategies  

In order to achieve organizational conservational goals or greening, green human resource rations 

need to be acknowledged. There are four categories of green human resource requirements, i.e. green 

competencies, green attitude, green behaviors and green results. Though these major types of green 

human requirements are related they can be distinctly treated. 

Green HR strategies (needed to achieve corporate environmental objectives) 

 Green capabilities 

Alertness &Aptitudes about greening 

 Green assertiveness 

Rational feature (trusting in greening) 

Affecting feature (optimistic feeling about greening) 
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Interactive feature (intention to behave completely) 

 Green comportment:  

Green organizational nationality comportment.  

Green interpersonal citizenship comportment.  

Green certified comportment. 

 Green Outcomes: 

Green innovations, Green Results 

In the area of HRM, it is contended that the efficiency and effective in any supervision 

improvement and planned tools are defending on the availability and ability of their human resources 

employed in the strategic manners (Boselie et al., 2001; Paauwe and Boselie, 2003). the strategies can be 

instigated in all the organization for enhanced competence and  Green HRM system is defined as “a set 

of dissimilar but consistent activities, purposes, and progression that are absorbed at attractive, 

developing, and preserving (or disposing of) a firm‟s human resources” (Lado and Wilson, 1994). 

Organization generally organizes HR practices into systems that are dependable with their culture and 

business approach (Boselie et al., 2001) 

 

III. LITERATURE REVIEW 

Green HRM involves addressing the company carbon footprint by cutting down on usage of 

papers, reducing unwanted travel.  The existing literature in the Human Resources field on the subject of 

sustainability recommends that more and more HR administrators are keen to moderate their corporation 

as such to become exclusive environmental supporters. A great extent of empirical research highlights the 

impact of environment management practices on performance of the organization using different 

parameters (Iraldo, Testa, & Frey, 2009; Yang, Lin, Chan, & Sheu, 2010). 

Various contemporary scholars have augmented the understanding and studies on Green HRM 

in recent years (Berrone & Gomez-Mejia, 2009; Jabbour, Santos, & Nagano,2010; Massoud, Daily, & 

Bishop, 2008; Renwick, 2008; Stringer, 2009). Green HRM depends on the inimitable and recognizable 

patterns of green decisions and conducts of HR managers (green signatures; Jackson, Renwick, Jabbour, 

& Muller-Camen, 2011). 

The incorporation of environmental objectives and strategies into the overall strategic 

development goals of a company helps in arriving at an effective EMS (Haden et al.,2009). There are 

various researchers who support the HRM practices to be effective for promotion of human capital and 

results in providing to contributors of organizational performance and competitive advantage (Boselie, 

Paauwe, & Jansen, 2001). Therefore, to expand such a framework, it becomes definitive to have effective 

human resource management practices including presentation of strict recruitment strategies (Grolleau, 

Mzoughi, & Pekovic, 2012), appraisal, and reward systems which include environmental awareness and 

implementation in their evaluation process (Jabbour, Jabbour, Govindan, Teixeira, & Freitas, 2013)  

Primarily this study concentrates on GHRM, which according to Dutta (2012) includes two 

major elements namely, environmental-friendly HR performs and the protection of the knowledge 

capital. Green human resources refer to using every employee touch point/interface to endorse 

maintainable observes and increase employee consciousness and obligations on the issues of sustainability 

(Mandip, 2012). The main objective of green HRM is to make the employees aware of the complexities of 

environment management i.e. what action is needed, how it tasks, and how does it help the environment. 

The application really motivates the employees and develops a sense of pride in them for being a part of 

the going green program. 
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3.1 Implications of GHRM 

HRM Task 

 Job analysis: 

To comprise safeguarding facet as a duty in job description 

To include green proficiencies as a special component in job description 

 Recruitment: 

To contain environmental criteria in the conscription messages 

To converse the employer‟s concern about greening through recruitment struggles 

 Selection: 

To select applicants who are sufficiently conscious of greening to fill career openings. 

To select applicants who have been engaging in greening as consumers under their         private life 

domain.  

 Induction: 

To make new employees acquainted with greening exertions of the organization. 

To develop induction programs viewing green citizenship performance of present employees. 

 Training: 

To convey right knowledge and skills about greening as to each employees through training program 

exclusively deliberate for greening. 

To do training needs analysis to identify green training needs of employees 

 Performance evaluation: 

To estimate employees job performance according to green related criteria 

To include a separate component for progress on greeting in the concert feedback interview 

 Rewards management: 

To give financial enticements to employees for their good green recital of job 

To give non-financial rewards such as acclaims and appreciations to employees for their greening. 

 Discipline Management: 

To verbalize and broadcast rules of conduct relating to greening 

To develop a progressive disciplinary system to publish employees who interrupt the rules of green 

conduct. 

IV. CONCLUSION 

GHRM is a manifesto which assistances to build green workforce that can comprehend and 

escalate green culture in an organization. Such green ingenuity can conserve its green intents in HRM 

process of recruiting, hiring and training, compensating, developing, and advancing the firm‟s human 

capital .The Human Resource Department of a company is proficient of playing a substantial protagonist 

in the conception of sustainability philosophy within the company. HR processes an imperative part in 

interpreting Green HR policy into repetition therefore; human capital and its executive are contributory 

to the contentment of elementary obligation. HRM mentions the assortment procedures, incentive 

recompense, concert administration systems, the employee involvement, and training to be central for the 

company‟s success. Consequently, the argument is advanced that the GHRM is an instrumental in 

realizing organizational change aimed at acclimatizing to the new-found requirements for corporations, 

thus effectiveness and successful in any management innovation and strategic tools are defending on the 

obtain-ability and aptitude of their human resources engaged in the strategic manners also a potentially 

imperative contributor to such a considered issue. 
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