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Abstract: This study presents a literature review of Green Human 
Resource Management (GHRM) practices. It synthesizes existing 
research to identify key GHRM practices, particularly within 
manufacturing organizations. The review focuses on attributes and 

characteristics of these practices, as discussed in the literature. It 
also surveys the methodologies used to assess GHRM performance, 
including the Best-Worst Method (BWM) and Fuzzy Technique for 

Order Preference by Similarity to Ideal Solution (TOPSIS). The aim 
is to provide a consolidated overview of current GHRM practices and 
methodologies for their evaluation, offering insights for researchers 

and practitioners. 
 
Keywords: Green Human Resource Management, Sustainability, 

Human Resource Practices. 

1. Introduction 
Organizations today face increasing pressure to adopt sustainable environmental practices, driven by resource constraints, 

environmental challenges, and stakeholder expectations (Marquis et al., 2015; Ren et al., 2017; Molina-Azorín et al., 2009). A 
crucial element of this is aligning environmental strategies with Human Resource Management (HRM) practices (Collins & 

Clark, 2003; Lober, 1996; del Brío et al., 2007). GHRM, though vital, remains under-researched, with many studies focused on 

Western contexts (Masri & Jaaron, 2017; Ragas et al., 2017; Tang et al., 2017). Prior research often includes literature reviews 

and examinations of the relationship between GHRM and organizational performance. This study aims to provide a structured 

literature review to identify and characterize key GHRM practices, methodologies, and their application in assessing 

organizational performance. 

The increasing urgency of environmental challenges such as climate change, resource depletion, and pollution has 

compelled organizations worldwide to adopt sustainable practices. Green Human Resource Management (GHRM) has emerged 

as a critical strategy for embedding environmental sustainability into human resource functions. By integrating eco-friendly 

principles into recruitment, training, performance management, and compensation systems, GHRM not only enhances 

organizational sustainability but also fosters a culture of environmental responsibility among employees.  
The concept of GHRM has gained traction due to growing public awareness of environmental issues and the need for 

businesses to align with international agreements and regulatory frameworks. Scholars such as Clarke (2006) emphasize the 

importance of proactive green recruitment over retroactive training as a cost-effective approach to building an environmentally 

conscious workforce. Similarly, Dumont et al. (2017) highlight the role of green training in fostering employee cohesion and 

promoting sustainable organizational practices. 

Despite its significance, research on GHRM remains fragmented. While studies have explored its implementation in 

manufacturing sectors globally, limited attention has been given to service industries or developing economies such as India. 

Furthermore, the integration of digital technologies into GHRM practices is an area that remains underexplored. This paper 

aims to address these gaps by conducting a systematic literature review to synthesize existing knowledge on GHRM practices, 

identify drivers influencing their adoption, analyze theoretical frameworks underpinning the concept, and propose future 

research directions. 
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The findings presented here are particularly relevant for organizations seeking to enhance their environmental performance 

while achieving economic benefits through resource efficiency and improved brand reputation. By bridging existing gaps in 

literature, this study contributes to the broader discourse on sustainable development and organizational resilience. 

Green Human Resource Management (GHRM) has emerged as a critical strategy for aligning organizational practices 
with environmental sustainability goals. This systematic literature review synthesizes existing research on GHRM practices, 

implementation factors, and theoretical frameworks, focusing on gaps and future research directions. 

 

2. GHRM Practices: Key Areas from Literature 
Green Recruitment and Selection 
  The literature emphasizes that green recruitment and selection (GRS) go beyond traditional hiring. Renwick et al. (2013) 

state that organizations need to select and hire employees who support and are interested in the environment. The literature 

identifies the attributes of GRS that are discussed in the existing literature: 

 Hiring candidates with environmental knowledge and awareness (Jabbour, 2011; Ahmad, 2015; Masri & Jaaron, 2017; 

Nejati et al., 2017; Tang et al., 2017). 

 Using green branding to attract green employees (Tang et al., 2017). 

 Preferring candidates who choose green criteria to shortlist organizations (Tang et al., 2017). 

 Preferring internal employees with green abilities to fill vacant positions (Nejati et al., 2017). 

 Designing job positions explicitly considering the environmental aspects of the organizations (Opatha, 2013; Masri & 

Jaaron, 2017). 

 Making candidates aware of organizations’ environmental goals during the recruitment process (Mandip, 2012; Renwick 

et al., 2013). 

 Using online tools like video conferencing for recruitment (Muniandi & Nasruddin, 2015; Masri & Jaaron, 2017). 

 

Green Training and Development 

The literature shows that organizations are increasingly providing green training to address environmental concerns 

(Jabbour, 2011; Tang et al., 2017). Green training helps employees acquire skills to attend to the environmental concerns of the 

organizations and focus on environmental improvements (Jabbour, 2011; Tang et al., 2017). 

Key Attributes in the existing literature are: 

 Developing exclusive training programs on environmental management for employees (Masri & Jaaron, 2017; Tang et al., 

2017). 

 Green knowledge management initiatives (Tang et al., 2017). 

 Providing all the training material online to reduce paper cost (Kapil, 2015; Masri & Jaaron, 2017). 

 Designing special workshops for energy management within the organization. 

 Special training sessions for waste management and recycling (Renwick et al., 2008, 2013; Jabbour, 2013). 

 Engaging employees in environmental problem-solving (Zoogah, 2011). 

 Job rotation in green assignments (Prasad, 2013; Arulrajah et al., 2016). 

 

Green Performance Management System 

According to the literature Green performance management system (GPS) pertains to a system of appraising employees' 

performance in environmental management abilities (Jabbour et al., 2008). 

 

Key Attributes of GPS are: 

 Using green performance indicators during appraisals (Kapil, 2015; Sharma & Gupta, 2015; Tang et al., 2017). 

 Setting green objectives and targets for employees (Masri & Jaaron, 2017; Nejati et al., 2017; Tang et al., 2017). 

 Setting objectives for managers for green outcomes from employees (Renwick et al., 2013; Prasad, 2013; Masri & Jaaron, 

2017; Tang et al., 2017). 

 Negative appraisal for noncompliance with environmental objectives (Renwick et al., 2008; Nejati et al., 2017; Tang et 

al., 2017). 

 Employee assessments after attending Green Training (GT) (Nejati et al., 2017). 

 Regular feedback to employees to achieve environmental goals (Jackson & Seo, 2010; Jackson et al., 2011; Arulrajah et 

al., 2016; Nejati et al., 2017). 

 

Green Pay and Reward System 

The literature indicated that Green pay and reward (GPR) system are means of inciting employees to work towards 

environmental objectives of the organization through financial and non-financial rewards. (Jabbour et al., 2008; Mandip, 2012). 

Key Attributes are: 

 Green travel benefits to the employees (Ramus, 2001; Jackson et al., 2011; Renwick et al., 2013; Jabbar & Abid, 2014; 

Tang et al., 2017). 

 Financial incentives and tax cuts (Ramus, 2001; Jabbour et al., 2008; Arulrajah et al., 2016; Kapil, 2015; Tang et al., 2017). 

 Green recognition for environmental management (Ramus, 2001; Masri & Jaaron, 2017; Nejati et al., 2017; Tang et al., 

2017). 
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 Bonus pay for employees surpassing their environmental targets (Nejati et al., 2017). 

 Rewards for innovative environmental suggestion (Prasad, 2013; Ahmad, 2015; Masri & Jaaron, 2017). 

 

Green Employee Empowerment and Involvement 
Green employee empowerment and involvement (GEI) refers to a system where employees are given opportunities to take 

part in environmental management initiatives and thus making them an integral part of various practices to prevent pollution 

and waste management. 

 

3. Methodologies for Assessing GHRM: A Literature Overview 
This section summarizes the methodologies highlighted in the literature for assessing GHRM, including: 

 Best-Worst Method (BWM): The literature highlights BWM as a multi-criteria decision-making method. 

 Fuzzy TOPSIS: This is a method used for ranking and selecting alternatives based on their proximity to ideal solutions. 

 

Thematic Analysis 

1. Core GHRM Practices 

GHRM encompasses five primary practices that drive environmental sustainability: 

 Green Recruitment & Selection: Integrating environmental criteria into hiring processes (e.g., emphasizing eco-friendly 

values in job descriptions)1. Clarke (2006) advocates proactive green recruitment over retroactive training, noting its cost-

effectiveness and alignment with corporate environmental policies1. 

 Green Training & Development: Enhancing employees' environmental awareness and skills through targeted programs. 

Dumont et al. (2017) highlight its role in fostering green behavior and organizational cohesion1. 

 Green Performance Management: Linking environmental metrics to evaluations. Renwick et al. (2013) stress setting 

green targets and tracking incidents to align HR with sustainability goals1. 

 Green Compensation: Incentivizing eco-friendly behaviors through rewards. Pham et al. (2019) identify this as pivotal 

for sustaining employee engagement in environmental initiatives1. 

 Employee Participation: Encouraging grassroots involvement in sustainability efforts. Rothenberg (2003) emphasizes 

leveraging workers' contextual knowledge for environmental improvements1. 

 

2. Drivers of GHRM Implementation 

Key factors influencing GHRM adoption include: 

 
Driver Description Study 

Regulatory Pressure Compliance with environmental laws and international 

agreements 

Ehnert et al. (2016) 

Stakeholder 

Expectations 

Demands from customers, investors, and society for 

sustainable practices 

Gureci et al. 

(2016) 

Organizational 

Culture 

Embedding sustainability into mission and daily 

operations 

Paille & Raineri 

(2015) 

Economic Benefits Cost savings from resource efficiency and enhanced 

brand reputation 

Deshwal (2015) 

 

    4. Theoretical Frameworks 
 AMO Model: Renwick et al. (2013) apply the Ability-Motivation-Opportunity framework to GHRM, linking green 

practices to employee capabilities, incentives, and organizational support1. 

 Organizational Citizenship Behavior (OCB): Boiral & Paillé (2012) identify voluntary eco-friendly actions by 

employees as critical for environmental performance. 

 

5. Practices towards Adoption and Implementation of Green Human Resource Management 
Green HRM encompasses recruitment and selection, training, performance management, remuneration, and participation 

(Tang et al., 2018). Clarke (2006) posits that green recruitment is more cost-effective than training existing staff. Dumont, Shen, 

and Deng (2017) note GHRM's role in enhancing environmental awareness and promoting a "green factory" concept. Mishra 

(2017) finds that GHRM practices are not formally organized in the Indian manufacturing industry, indicating a need for top 

management support. Opatha (2013) defines Green HRM as transforming employees into "green employees" to achieve 

environmental goals. Pham et al. (2019) emphasize the vital role of GHRM practices in an organization’s sustainable 

development. Key components of this review would benefit from exploration and analysis of the success factors for creating 
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environmental awareness and realizing sustainable development in organizations (Pham et al., 2019; Dumont, Shen, & Deng, 

2017). 

 

6. Factors Contributing Towards the Implementation of Green Human Resource Management 
Going green can lead to increased profits (Deshwal, 2015; Halawi and Zaraket, 2018; Bangwal & Tiwari, 2015). Green HRM 

practices help reduce environmental influence (Arulrajah et al., 2016). Factors like green recruitment, training, compensation, 

performance management, employee empowerment, and relations are identified based on the AMO theory (Renwick et al., 2013). 

Boiral & Paillé (2012) note that employees' pro-environmental behaviors (OCBE) lead to effective environmental performance. 

Ehnert et al. (2016) state that environmental legislation and social pressure drive organizations to adopt sustainable policies. Gureci 
et al. (2016) found customer pressure relates to green HRM practices, while green hiring is associated with regulatory pressure. 

Further studies show green training and involvement, performance management, and compensation positively affect environmental 

performance. This portion of the SLR is critically important in understanding how and why organizations are adopting GHRM 

practices. 

 

7. Gaps and Future Research (Synthesis of Implicit Points) 
Synthesizing across both sections, a gap exists in research specific to Indian telecom companies and the implications of 

technology on environmental management. There's a need to explore the outcomes of GHRM on employees' orientation and 

organizational performance. Longitudinal studies, as well as those focused on sector and regional contexts outside of 

manufacturing in developed economies, are needed. Investigation of the green work-life balance is another potential point for 

future research (Muster & Schrader, 2011). 

 

Research Gaps and Future Directions 
1. Regional and Sectoral Limitations: Most studies focus on manufacturing sectors in developed economies, with minimal 

attention to Indian telecom companies1. 

2. Technology Integration: The role of digital tools (e.g., AI for carbon tracking) in enhancing GHRM remains 
underexplored1. 

3. Longitudinal Outcomes: Few studies assess the long-term impact of GHRM on organizational sustainability metrics1. 

 

While GHRM practices are well-documented, their implementation varies by industry and region. The AMO model 

provides a robust foundation for understanding employee engagement, but gaps persist in measuring systemic outcomes. Future 

research should prioritize: 

 Context-specific studies in underrepresented sectors (e.g., Indian telecom). 

 Integration of emerging technologies into GHRM frameworks. 

 Quantitative analyses linking GHRM to financial and environmental KPIs. 

 

8. Conclusion 
GHRM is a multidimensional strategy essential for achieving environmental sustainability. By aligning HR practices with 

eco-friendly goals, organizations can enhance employee engagement, regulatory compliance, and operational efficiency. 

Addressing regional and technological gaps will strengthen GHRM’s applicability across diverse industries. This literature 

review highlights the key GHRM practices identified in the current literature, providing a structured overview of their attributes 

and importance. It discusses various methodologies to implement these practices. Further research should focus on how these 
methodologies can be applied effectively to evaluate and improve GHRM performance. 
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