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Efforts towards the effective implementation of green human resource
policies for the purpose of achieving immediate environmental goals
without jeopardizing the expectation of future generation have been an
impossible a doting task.  Therefore, this paper examines the
implications of the implementation of human resource policies on
environmental sustainability. This study relied heavily on secondary
sources of data such as published journals, empirical studies, books and
policy documents. These sources were carefully examined through the
use of textual content analysis. The findings of the study reveal that the
challenges of effective implementation of green human resources
policies are yet to be addressed due to resistance to change by
employees, huge capital requirement, lack of support by stakeholders
and lack of enabling environment. Therefore, the study recommends for
the implementation of environmentally friendly policies such as the use
of renewable energy, reduction in pollution, green recruitment, natural
resources conservation and commitment to the provision social
responsibilities of business. Similarly, there is need to create more
awareness on the imperative of embracing green human resource
practices by employees.
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1 INTRODUCTION

Environmental sustainability has emerged as a critical global concern due to the increasing rate of environmental
degradation, climate change, pollution, and depletion of natural resources. The growing awareness of these
environmental challenges has compelled governments, organizations, and individuals to adopt sustainable practices
that minimize negative environmental impacts while promoting long-term ecological balance. Organizations, in
particular, are now under significant pressure from stakeholders, regulatory bodies, and society at large to integrate
environmental sustainability into their core operations and strategic objectives.

Human Resource Management (HRM), traditionally concerned with recruitment, training, performance management,
and employee relations, has evolved to incorporate environmental considerations into its practices. This evolution has
given rise to the concept of Green Human Resource Management (GHRM), which refers to the integration of
environmental management into HR policies and practices. GHRM aims to promote environmentally friendly
behavior among employees and ensure that organizational activities contribute positively to environmental
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sustainability. According to Renwick, Redman, and Maguire (2013), GHRM involves aligning HRM functions such
as recruitment, training, performance appraisal, and reward systems with environmental goals.

The implementation of Green Human Resource Management policies has become increasingly important as
organizations recognize the role of employees in achieving sustainability objectives. Employees are key agents in the
successful execution of environmental strategies, and their attitudes, skills, and behaviors significantly influence
organizational environmental performance. For instance, green recruitment focuses on attracting environmentally
conscious individuals, while green training enhances employees’ awareness and competencies related to sustainable
practices. Similarly, green performance management and reward systems encourage employees to actively participate
in environmental initiatives within the organization.

Despite the growing importance of GHRM, many organizations, especially in developing economies, face challenges
in effectively implementing green HR policies. These challenges may include lack of awareness, insufficient
management support, limited financial resources, and resistance to change among employees. Furthermore, there is
often a gap between the formulation of environmental policies and their actual implementation, which undermines the
achievement of sustainability goals. This highlights the need for a deeper understanding of how GHRM policies are
implemented and how they influence environmental sustainability outcomes.

Environmental sustainability, on the other hand, refers to the responsible use and management of natural resources in
a way that meets present needs without compromising the ability of future generations to meet their own needs. It
encompasses practices aimed at reducing waste, conserving energy, minimizing pollution, and promoting ecological
balance. Organizations play a crucial role in achieving environmental sustainability by adopting environmentally
responsible practices and integrating sustainability into their business strategies.

This study, therefore, focuses on the implementation of Green Human Resource Management policies and their impact
on environmental sustainability. It seeks to examine how HRM practices can be leveraged to promote sustainable
behavior within organizations and contribute to broader environmental goals. By analyzing existing literature and
empirical evidence, the study aims to provide insights into the effectiveness of GHRM practices, identify challenges
associated with their implementation, and suggest strategies for improving their adoption.

The integration of environmental sustainability into HRM practices is no longer optional but a necessity for
organizations seeking to remain competitive and socially responsible in a rapidly changing world. The successful
implementation of GHRM policies has the potential to enhance organizational performance, improve environmental
outcomes, and contribute to sustainable development. This study is therefore timely and relevant as it addresses the
growing need for organizations to align their human resource practices with environmental sustainability objectives.

1.1 Objective of the paper

This paper examines the opinions of scholars and theoretical perspectives on green human resources management on
matters regarding the following objectives:

i.  To examine the implications of green human resource management (GHRM) initiatives on
environmental sustainability.

ii.  To identify the challenges hindering the effective implementation of green human resource management
programs.

2 LITERATURE REVIEW

2.1 Conceptual Frameworks

a) Green Human resources

Green human resources refer to the role, responsibilities, and capabilities of human capital in supporting environmental
sustainability within an organization. Unlike the broader concept of Green Human Resource Management which
focuses on systems, policies, and structured HR practices green human resources emphasize the people themselves:
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their knowledge, attitudes, skills, and behaviors that contribute to environmentally responsible actions in the
workplace. In this sense, green human resources can be understood as the environmentally conscious workforce that
drives and sustains organizational sustainability initiatives through individual and collective behavior.

At its foundation, green human resources recognize that employees are not merely executors of tasks but are active
participants in shaping an organization’s environmental impact. Every employee, regardless of position, has the
potential to influence resource consumption, waste generation, and energy use through daily decisions and actions.
Therefore, green human resources focus on cultivating environmental awareness and responsibility among employees
so that sustainability becomes embedded in organizational culture. According to Jackson, Renwick, Jabbour, and
Muller-Camen (2011), employees play a central role in enabling environmental management systems to function
effectively, as their behaviors ultimately determine whether sustainability policies succeed or fail.

The concept of green human resources is closely tied to the idea of environmental competence. This refers to the
knowledge, skills, and abilities that individuals possess to perform their work in an environmentally responsible
manner. Employees with strong environmental competence are able to identify opportunities to reduce waste, conserve
energy, and minimize environmental harm. They understand the environmental implications of their actions and are
motivated to make decisions that align with sustainability goals. These competencies are developed through education,
training, and experience, and they form a critical component of the organization’s human capital.

Another important dimension of green human resources is environmental awareness. This involves an understanding
of environmental issues such as climate change, pollution, biodiversity loss, and resource depletion. Employees who
are environmentally aware are more likely to recognize the impact of their actions and adopt behaviors that reduce
environmental harm. Environmental awareness can be cultivated through organizational culture, leadership influence,
and continuous learning. When organizations prioritize environmental education, they help employees develop a
mindset that values sustainability and responsible resource use.

Behavioral aspects are also central to green human resources. Employees contribute to environmental sustainability
through their daily actions, such as reducing paper usage, recycling materials, conserving energy, and minimizing
waste. These behaviors may seem small at the individual level, but collectively, they can have a significant impact on
an organization’s environmental footprint. Dumont, Shen, and Deng (2017) highlight that employee green behavior
plays a crucial role in determining environmental performance, as it directly influences how resources are used and
conserved within the workplace.

Green human resources also involve the development of environmental values and attitudes. Employees who value
sustainability are more likely to engage in environmentally friendly practices and support organizational green
initiatives. These values are often shaped by organizational culture, leadership behavior, and social norms within the
workplace. Leaders who demonstrate a commitment to sustainability can influence employees by modeling green
behavior and reinforcing environmental values. Over time, these values become embedded in the organizational
culture, creating a workforce that is inherently oriented toward sustainability.

Another important aspect of green human resources is employee participation in environmental initiatives. Employees
may take part in activities such as recycling programs, environmental awareness campaigns, energy conservation
efforts, and sustainability committees. This participation fosters a sense of ownership and accountability, encouraging
employees to take an active role in environmental stewardship. Daily, Bishop, and Steiner (2007) emphasize that
employee involvement is a key factor in improving environmental outcomes, as engaged employees are more likely
to support and sustain environmental initiatives.

The concept of green human resources also extends to workplace practices that support environmental sustainability.
Employees contribute to these practices by adopting behaviors such as reducing energy consumption, using digital
communication instead of paper, and following environmentally friendly procedures. In many organizations,
employees are encouraged to adopt a “green mindset” that influences how they perform their tasks. This mindset
promotes efficiency, resource conservation, and environmental responsibility in all aspects of work.

b) Green Human Resource Management
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Green Human Resource Management (GHRM) is an emerging concept that reflects the growing concern of
organizations toward environmental sustainability and ecological balance. It involves the integration of environmental
management principles into human resource policies and practices, with the aim of promoting sustainable use of
resources and encouraging environmentally responsible behavior among employees. In the context of a project titled
“Implementation of Green Human Resources Management Policies and Environmental Sustainability,” GHRM serves
as a critical mechanism through which organizations can align their workforce with environmental goals and long-
term sustainability strategies.

At its core, GHRM recognizes that employees are central to the successful implementation of environmental
initiatives. Organizational policies alone are insufficient without the active participation and commitment of the
workforce. Therefore, GHRM focuses on shaping employee attitudes, values, and behaviors in a manner that supports
environmental sustainability. This includes fostering awareness about environmental issues, encouraging eco-friendly
practices, and embedding sustainability into the organizational culture. According to Renwick, Redman, and Maguire
(2013), GHRM refers to the use of human resource management policies to promote sustainable resource utilization
and support environmental management objectives within organizations.

One of the fundamental aspects of GHRM is green recruitment and selection. Organizations adopting GHRM policies
seek to attract individuals who are environmentally conscious and possess knowledge of sustainable practices. This
may involve incorporating environmental responsibilities into job descriptions and using digital platforms for
recruitment processes to minimize paper usage. By selecting candidates who share the organization’s environmental
values, firms can build a workforce that is naturally inclined toward sustainability initiatives.

In addition, green training and development play a significant role in enhancing employees’ environmental
competencies. Organizations provide training programs aimed at increasing awareness of environmental issues such
as climate change, waste management, and energy conservation. These programs equip employees with the necessary
skills to implement environmentally friendly practices in their daily work activities. As noted by Jabbour and Santos
(2008), training is essential in developing a workforce capable of contributing effectively to environmental
management systems.

Furthermore, GHRM incorporates green performance management systems that evaluate employees based on their
contribution to environmental sustainability. Performance appraisal criteria may include adherence to environmental
policies, participation in green initiatives, and efforts to reduce waste or conserve energy. This ensures that
sustainability becomes an integral part of employee performance expectations. Complementing this is green
compensation and reward systems, where employees are incentivized for engaging in environmentally responsible
behavior. Rewards may take the form of bonuses, recognition programs, or other benefits that motivate employees to
actively support sustainability goals.

Employee involvement is another critical dimension of GHRM. Organizations encourage participation through green
teams, suggestion schemes, and collaborative decision-making processes related to environmental issues. Such
involvement not only enhances employee commitment but also generates innovative ideas for improving
environmental performance. Mandip (2012) emphasizes that employee participation is vital for the successful
implementation of green initiatives, as it fosters a sense of ownership and responsibility toward environmental goals.

2.2 Empirical Studies

Empirical studies on Green Human Resource Management (GHRM) have gained significant attention in recent years
due to the increasing need for organizations to adopt sustainable practices. These studies provide practical evidence
on how GHRM policies influence environmental sustainability and organizational performance across different
sectors and regions. The empirical literature demonstrates that the effective implementation of GHRM practices
positively impacts employees’ environmental behavior, organizational efficiency, and overall sustainability outcomes.

One of the most influential empirical studies in this area is that of Renwick, Redman, and Maguire (2013), who
examined the relationship between HRM practices and environmental management in organizations. Their findings
revealed that organizations that integrate environmental objectives into HR functions—such as recruitment, training,
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and performance management—tend to achieve better environmental outcomes. The study emphasized that employee
involvement and commitment are critical factors in the successful implementation of green policies.

Similarly, a study conducted by Jabbour (2011) in Brazilian manufacturing firms explored the extent to which HRM
practices support environmental management. The study found that organizations that provided environmental training
and encouraged teamwork in sustainability initiatives recorded higher levels of environmental performance. It also
highlighted that organizational culture plays a significant role in determining the effectiveness of GHRM practices, as
a supportive culture enhances employee participation in environmental activities.

In another empirical investigation, Daily and Huang (2001) examined the role of human resource factors in
environmental management systems. Their study concluded that employee training, empowerment, and involvement
are essential for achieving environmental sustainability. The researchers found that organizations that invested in
developing employees’ environmental competencies were more successful in implementing environmental
management systems and achieving sustainability goals.

Furthermore, Jackson et al. (2011) conducted a comprehensive empirical analysis of GHRM practices across different
organizations. Their findings indicated that integrating environmental sustainability into HRM systems leads to
improved organizational performance, including reduced waste, increased efficiency, and enhanced corporate
reputation. The study also emphasized the importance of leadership support in driving the adoption of green HR
policies.

A study by Opatha and Arulrajah (2014) examined the application of GHRM practices in organizations and found that
green recruitment, green training, and green reward systems significantly influence employees’ environmental
behavior. The study concluded that organizations that adopt a holistic approach to GHRM are more likely to achieve
sustainable outcomes compared to those that implement isolated green practices.

In the context of developing countries, empirical studies have also highlighted the growing importance of GHRM. For
instance, a study by Mandip (2012) investigated the role of GHRM in promoting environmental sustainability in Indian
organizations. The findings revealed that green HR practices, such as eco-friendly training programs and performance-
based rewards, positively influence employees’ commitment to environmental initiatives. However, the study also
identified challenges such as lack of awareness and limited resources as barriers to effective implementation.

More recent empirical research has focused on the link between GHRM and employee green behavior. For example,
Dumont, Shen, and Deng (2017) examined how GHRM practices influence employees’ voluntary environmental
behavior. Their study found that GHRM positively affects employees’ green behavior through psychological
mechanisms such as organizational identification and perceived organizational support. This suggests that when
employees feel supported by their organization, they are more likely to engage in environmentally responsible actions.

In addition, a study by Yong, Yusliza, Ramayah, and Fawehinmi (2019) explored the impact of GHRM on
environmental performance in Malaysian organizations. The results indicated that green training and green
performance management significantly improve environmental performance. The study also found that employee
motivation mediates the relationship between GHRM practices and sustainability outcomes, highlighting the
importance of motivating employees to achieve environmental goals.

Empirical evidence from African contexts, although limited, also supports the positive relationship between GHRM
and environmental sustainability. Studies conducted in countries such as South Africa and Nigeria suggest that
organizations are gradually adopting green HR practices, particularly in sectors such as banking, manufacturing, and
telecommunications. These studies reveal that while awareness of GHRM is increasing, challenges such as inadequate
infrastructure, weak regulatory enforcement, and limited management commitment hinder its full implementation.

Overall, the empirical literature provides strong evidence that the implementation of GHRM policies contributes
significantly to environmental sustainability. Organizations that adopt green HR practices are better equipped to reduce
their environmental impact, improve resource efficiency, and enhance their corporate image. However, the
effectiveness of these practices depends on several factors, including organizational culture, leadership support,
employee involvement, and the availability of resources.
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Empirical studies consistently demonstrate that GHRM is a powerful tool for achieving environmental sustainability.
By integrating environmental considerations into HR policies and practices, organizations can influence employee
behavior and drive sustainable performance. Despite the challenges associated with its implementation, the growing
body of empirical evidence underscores the importance of GHRM in addressing environmental issues and promoting
sustainable development.

2.3 Theoretical Discourse
Theoretical Discourse on the Implementation of Green Human Resource Management Policies and Environmental
Sustainability

The theoretical foundation of Green Human Resource Management (GHRM) in relation to environmental
sustainability draws on several established theories that explain how organizations can influence employee behavior,
integrate environmental concerns into management practices, and achieve sustainable outcomes. In the context of the
project topic “Implementation of Green Human Resources Management Policies and Environmental Sustainability,”
these theories provide a framework for understanding why and how organizations adopt green HR practices and how
such practices contribute to environmental sustainability.

Another important theoretical perspective is the Stakeholder Theory, which emphasizes that organizations must
consider the interests of all stakeholders, not just shareholders, in their decision-making processes. According to
Freeman (1984), stakeholders include employees, customers, suppliers, communities, and the environment. In the
context of environmental sustainability, organizations are expected to balance economic performance with social and
environmental responsibilities. GHRM supports this theory by encouraging organizations to adopt environmentally
friendly practices that benefit not only the business but also the broader society. By implementing green policies,
organizations demonstrate accountability to stakeholders and enhance their legitimacy in society.

The Institutional Theory also provides a strong explanation for the adoption of GHRM practices. This theory posits
that organizations conform to institutional pressures such as regulations, norms, and societal expectations to gain
legitimacy and survive in their environment (DiMaggio & Powell, 1983). In recent years, increasing environmental
regulations and growing public awareness of environmental issues have compelled organizations to adopt sustainable
practices. GHRM emerges as a response to these pressures, as organizations integrate environmental considerations
into their HR policies to comply with legal requirements and societal expectations. Institutional theory explains why
many organizations adopt similar green practices, as they are influenced by coercive, mimetic, and normative
pressures within their environment.

The Theory of Planned Behavior (TPB), developed by Ajzen (1991), is another important framework for
understanding GHRM. This theory suggests that an individual’s behavior is influenced by their attitudes, subjective
norms, and perceived behavioral control. In the context of GHRM, employees are more likely to engage in
environmentally friendly behaviors if they have positive attitudes toward sustainability, perceive that their
organization values such behavior, and believe they have the ability to perform such actions. GHRM practices such
as training, awareness programs, and performance management can positively influence these factors, thereby
encouraging employees to adopt green behaviors. For example, when organizations reward environmentally
responsible actions, they reinforce positive attitudes and norms, leading to increased participation in sustainability
initiatives.

The Social Exchange Theory (SET) also provides valuable insights into GHRM. This theory suggests that
relationships between individuals and organizations are based on reciprocal exchanges. When organizations
demonstrate support for employees such as by providing environmental training, recognition, and incentives
employees feel obligated to reciprocate by engaging in behaviors that benefit the organization (Blau, 1964). In the
context of GHRM, when employees perceive that their organization is committed to environmental sustainability, they
are more likely to respond by adopting green behaviors. This mutual exchange fosters a culture of trust and
commitment, which is essential for the successful implementation of green HR policies.

Additionally, the Ability-Motivation-Opportunity (AMO) Theory is highly relevant to GHRM. This theory posits that
employee performance is a function of their ability, motivation, and opportunity to perform (Appelbaum et al., 2000).
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GHRM practices influence all three components. Green training enhances employees’ ability to perform
environmentally responsible tasks, green rewards increase their motivation to engage in such behaviors, and
participative decision-making provides opportunities for employees to contribute to sustainability initiatives. When
these three elements are effectively aligned, employees are more likely to adopt and sustain environmentally friendly
practices.

The Triple Bottom Line (TBL) Theory is also significant in explaining the relationship between GHRM and
environmental sustainability. The TBL framework emphasizes that organizations should focus not only on financial
performance but also on social and environmental outcomes (Elkington, 1997). GHRM supports the environmental
dimension of the TBL by integrating sustainability into HR practices. By doing so, organizations contribute to
environmental protection while also enhancing social well-being and economic performance. This holistic approach
ensures that organizations operate in a sustainable manner that benefits all stakeholders.

Furthermore, the Systems Theory provides a broader perspective on GHRM by viewing organizations as
interconnected systems in which changes in one component affect the entire system. In this context, HR practices are
interconnected with environmental management systems, and changes in HR policies can influence organizational
sustainability outcomes. For example, implementing green training programs can lead to changes in employee
behavior, which in turn affects environmental performance. This theory highlights the importance of aligning all
organizational systems to achieve sustainability goals.

2.4 Theoretical Framework

This paper adopted the Resource-Based View (RBV) as a theoretical underpinning since it laid emphasis employees
with environmental knowledge can assist in the development and adoption of green practices. The RBYV, as proposed
by Barney (1991), suggests that organizations gain competitive advantage by possessing valuable, rare, inimitable,
and non-substitutable resources. In the context of GHRM, human resources are viewed as strategic assets that can
drive environmental sustainability. Employees with environmental knowledge, skills, and commitment represent
valuable resources that can help organizations implement green practices effectively. When organizations invest in
green training and development, they enhance the capabilities of their workforce, making it difficult for competitors
to replicate such environmentally responsible behaviors. Thus, GHRM becomes a source of sustainable competitive
advantage by aligning human capital with environmental objectives.

2.4.1 Green Human Resource Management Initiatives

Green Human Resource Management (Green HRM) initiatives refer to the deliberate actions, programs, and strategies
adopted by organizations to integrate environmental sustainability into their human resource functions. These
initiatives are designed to encourage employees to adopt environmentally responsible behaviors while aligning
organizational goals with global sustainability objectives. In recent years, Green HRM initiatives have gained
prominence as organizations face increasing pressure from stakeholders, governments, and society to reduce their
environmental impact and operate sustainably.

Green HRM initiatives begin with the recognition that human capital plays a central role in achieving environmental
sustainability. While technological innovations and environmental policies are important, it is ultimately the behavior
and commitment of employees that determine how effectively these policies are implemented. Therefore,
organizations design HR initiatives that promote environmental awareness, develop green competencies, and
encourage sustainable practices among employees. According to Renwick, Redman, and Maguire (2013), Green HRM
initiatives involve using HR practices to support environmental management and foster a culture of sustainability
within organizations.

One of the key Green HRM initiatives is green recruitment and selection. Organizations implement recruitment
strategies that attract candidates who possess environmental awareness and a commitment to sustainability. Job
advertisements may include environmental responsibilities, signaling that the organization values sustainability.
During the selection process, candidates may be assessed for their attitudes toward environmental issues and their
willingness to engage in green practices. This initiative ensures that new hires align with the organization’s
environmental values and contribute positively to sustainability goals.
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Another important initiative is green training and development. Organizations invest in training programs that enhance
employees’ knowledge of environmental issues and equip them with the skills needed to adopt sustainable practices.
These programs may include workshops on energy conservation, waste management, recycling, pollution control, and
sustainable resource utilization. Jabbour and Santos (2008) emphasize that environmental training is essential for
building employees’ competencies and fostering a culture of environmental responsibility. Through continuous
training, employees become more aware of their environmental impact and are better prepared to contribute to
sustainability initiatives.

Green performance management is another critical initiative within Green HRM. Organizations incorporate
environmental criteria into performance appraisal systems to evaluate employees’ contributions to sustainability.
Employees are assessed based on their ability to reduce waste, conserve energy, and comply with environmental
policies. This initiative ensures that environmental performance is recognized and rewarded alongside traditional
performance metrics such as productivity and efficiency. By integrating environmental indicators into performance
management systems, organizations reinforce the importance of sustainability and encourage employees to prioritize
eco-friendly practices.

Green compensation and reward systems are also important initiatives that support environmentally responsible
behavior. Organizations design incentive systems that reward employees for their contributions to sustainability. These
rewards may include financial incentives, bonuses, recognition, promotions, or non-monetary benefits such as awards
and certificates. By linking rewards to environmental performance, organizations motivate employees to actively
participate in green initiatives and adopt sustainable practices. Daily, Bishop, and Steiner (2007) note that linking
rewards to environmental outcomes enhances employee motivation and supports the successful implementation of
environmental management systems.

Employee engagement initiatives are central to Green HRM. Organizations encourage employees to participate in
environmental activities such as tree planting, recycling programs, energy conservation campaigns, and environmental
awareness drives. These initiatives foster a sense of ownership and responsibility among employees, making them
active contributors to sustainability efforts. Employee engagement also promotes teamwork and collaboration, as
employees work together to achieve environmental goals. Engaged employees are more likely to support and sustain
green initiatives, thereby enhancing their effectiveness.

Green workplace initiatives are another important aspect of Green HRM. Organizations implement practices that
reduce environmental impact in the workplace, such as paperless offices, digital communication systems, energy-
efficient lighting, and waste reduction programs. Flexible work arrangements, such as telecommuting and remote
work, are also part of these initiatives, as they help reduce carbon emissions associated with commuting. These
workplace initiatives not only contribute to environmental sustainability but also improve operational efficiency and
employee well-being.

Leadership and organizational culture play a crucial role in supporting Green HRM initiatives. Leaders act as role
models by demonstrating environmentally responsible behavior and promoting sustainability within the organization.
A strong environmental culture encourages employees to adopt green practices and supports the successful
implementation of Green HRM initiatives. Jackson et al. (2011) highlights that leadership commitment is essential for
embedding environmental considerations into organizational practices and ensuring the effectiveness of Green HRM
initiatives.

Communication and awareness programs are also vital initiatives within Green HRM. Organizations use internal
communication channels such as newsletters, workshops, meetings, and digital platforms to raise awareness about
environmental issues and promote sustainability initiatives. Clear and consistent communication helps employees
understand the organization’s environmental goals and their role in achieving them. It also reinforces the importance
of sustainability and encourages employees to adopt eco-friendly behaviors.

Another significant initiative is green employee involvement in decision-making. Organizations involve employees
in the development and implementation of environmental policies, allowing them to contribute ideas and solutions for
improving sustainability. This participatory approach enhances employee commitment and ensures that environmental
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initiatives are practical and effective. According to Dumont, Shen, and Deng (2017), employee involvement in green
initiatives significantly improves workplace green behavior and overall environmental performance.

Green HRM initiatives also include monitoring and evaluation systems to assess the effectiveness of environmental
programs. Organizations track key performance indicators such as energy consumption, waste reduction, and carbon
emissions to measure the impact of their initiatives. This data helps organizations identify areas for improvement and
ensure continuous progress toward sustainability goals. Monitoring and evaluation also provide accountability and
demonstrate the organization’s commitment to environmental responsibility.

Despite the benefits of Green HRM initiatives, organizations face several challenges in implementing them. These
include lack of awareness among employees, resistance to change, limited resources, and difficulties in measuring
environmental performance. Overcoming these challenges requires strong leadership, continuous training, and a
supportive organizational culture. Organizations must also align their Green HRM initiatives with their overall
business strategy to ensure long-term success.

In conclusion, Green Human Resource Management initiatives are essential for promoting environmental
sustainability within organizations. Through initiatives such as green recruitment, training, performance management,
rewards, employee engagement, and workplace practices, organizations can foster a culture of sustainability and
encourage environmentally responsible behavior among employees. These initiatives not only contribute to
environmental protection but also enhance organizational efficiency, employee satisfaction, and corporate reputation.
As global environmental challenges continue to intensify, the adoption of Green HRM initiatives will play an
increasingly important role in ensuring sustainable organizational development.

2.5 Challenges confronting the effective implementation of green human resources

(a) Resistance to Change by Employees

Resistance to change by employees is one of the most significant challenges facing the effective implementation of
Green Human Resource Management (Green HRM) initiatives. While Green HRM seeks to integrate environmental
sustainability into organizational practices through policies such as green training, green performance management,
and eco-friendly workplace behaviors, its success depends heavily on employees’ willingness to accept and adopt new
ways of working. However, employees often resist change for various psychological, social, and organizational
reasons, which can undermine the effectiveness of these initiatives.

At its core, resistance to change refers to the reluctance or opposition of individuals to alter their existing habits,
routines, or ways of performing tasks. In the context of Green HRM, this resistance often manifests when employees
are required to adopt environmentally friendly practices such as reducing paper usage, minimizing energy
consumption, recycling waste, or participating in sustainability programs. These changes may appear inconvenient,
time-consuming, or unnecessary to employees, especially if they do not fully understand the benefits of such
initiatives. According to Armenakis and Bedeian (1999), resistance to organizational change is a natural human
response that arises from uncertainty, fear, and perceived threats to existing norms and practices.

(b) Huge Capital Requirement

One of the major challenges facing the effective implementation of Green Human Resource Management (Green
HRM) initiatives is the huge capital requirement involved in designing, implementing, and sustaining environmentally
focused programs. While Green HRM is primarily concerned with aligning human resource practices with
environmental sustainability, its successful execution often depends on significant financial investment.
Organizations, particularly in developing economies, may find it difficult to commit such resources due to competing
operational priorities and limited budgets.

At the initial stage, Green HRM initiatives require substantial capital investment in infrastructure, technology, and
systems that support sustainable practices. For example, transitioning to paperless offices involves purchasing digital
systems, cloud storage solutions, and training employees to use these technologies effectively. Similarly, implementing
energy-efficient equipment such as low-energy lighting, smart sensors, and environmentally friendly machinery
requires considerable financial resources. These investments are necessary to create an environment where green

Fatai, 2026 https//www.cjimss.com
386



ation, M
Pt e,

& W N CUSTECH-Journal of Innovation, Management and Social
' Sciences (CJIMSS)
Vol. 1, No. 1, June, 8, pp. 378-391

practices can thrive, but they often represent a significant financial burden, especially for small and medium-sized
enterprises (SMEs).

Another aspect of capital requirements in Green HRM relates to training and development programs. To build
environmental awareness and competencies among employees, organizations must invest in specialized training
sessions, workshops, seminars, and certification programs. These programs often require the services of external
experts or consultants, which further increases costs. According to Jabbour and Santos (2008), environmental training
is essential for embedding sustainability within organizations, but it also demands continuous financial commitment
to ensure that employees remain updated on best practices and emerging environmental standards.

(c) Lack of Support by Stakeholders

One of the critical challenges facing the effective implementation of Green Human Resource Management (Green
HRM) initiatives is the lack of support from key stakeholders. Stakeholders in this context include top management,
employees, suppliers, customers, government agencies, and even the broader community. The success of Green HRM
depends heavily on the cooperation and commitment of these stakeholders, as sustainability is a collective effort that
requires alignment across multiple levels of an organization and its external environment. When stakeholder support
is weak or absent, Green HRM initiatives often struggle to gain traction, limiting their effectiveness and long-term
impact.

Top management support is particularly crucial in the success of Green HRM initiatives. Senior leaders are responsible
for setting the strategic direction of the organization, allocating resources, and fostering an organizational culture that
supports sustainability. When top management lacks commitment to environmental initiatives, Green HRM programs
are often underfunded, poorly implemented, or treated as secondary priorities. Without strong leadership endorsement,
employees may perceive Green HRM initiatives as optional or insignificant, leading to low participation and weak
implementation. According to Jackson, Renwick, Jabbour, and Muller-Camen (2011), top management commitment
is a fundamental driver of environmental management systems, as it influences the extent to which environmental
practices are integrated into organizational operations.

Employee support is another critical factor. Even when organizations introduce well-designed Green HRM initiatives,
their success ultimately depends on employee participation and engagement. However, in some cases, employees may
not fully support or understand these initiatives due to lack of awareness, conflicting priorities, or perceived
inconvenience. If employees do not actively engage in environmentally responsible behaviors, such as conserving
energy, reducing waste, or following green policies, the effectiveness of Green HRM initiatives is significantly
reduced. Renwick, Redman, and Maguire (2013) highlight that employee involvement is essential for translating
environmental policies into actual workplace practices.

(d) Lack of Enabling Environment

One of the most significant challenges facing the effective implementation of Green Human Resource Management
(Green HRM) initiatives is the lack of an enabling environment within organizations and the broader socio-economic
context. An enabling environment refers to the set of internal and external conditions that support, encourage, and
sustain the adoption of environmentally responsible practices. In the absence of such an environment, even well-
designed Green HRM initiatives may fail to achieve their intended outcomes, as employees and organizations lack the
necessary support systems, infrastructure, and institutional backing to effectively implement sustainability practices.

Within organizations, the enabling environment is largely shaped by leadership commitment, organizational culture,
infrastructure, policies, and systems. When these elements are weak or absent, Green HRM initiatives struggle to take
root. For instance, if an organization does not prioritize environmental sustainability in its strategic goals, Green HRM
initiatives are often treated as secondary or optional. This lack of strategic alignment results in insufficient attention,
poor coordination, and limited resource allocation for environmental programs. Jackson, Renwick, Jabbour, and
Muller-Camen (2011) emphasize that the integration of environmental considerations into organizational strategy is
essential for the success of Green HRM, as it provides direction and legitimacy for sustainability efforts.
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3 RESEARCH METHODOLOGY

This study relied heavily on secondary sources of data, including published academic journals, empirical studies,
textbooks, conference papers, and relevant policy documents. The use of secondary data was considered appropriate
for this research on the implementation of Green Human Resource Management (GHRM) policies and environmental
sustainability, as it allows for a comprehensive understanding of existing theories, frameworks, and empirical findings
in the field. Secondary data also provide access to a wide range of perspectives across different regions and sectors,
thereby enriching the analytical depth of the study. According to Creswell (2014), secondary data analysis is
particularly useful for exploring established research areas where sufficient literature already exists.

The data used in this study were sourced from credible academic databases such as Google Scholar and institutional
repositories, as well as reports from international organizations concerned with environmental sustainability. Priority
was given to peer-reviewed journal articles and recent publications to ensure the reliability, validity, and relevance of
the information. In line with the recommendations of Saunders, Lewis, and Thornhill (2019), the selection of sources
was guided by criteria such as authenticity, credibility, representativeness, and relevance to the research objectives.

To analyze the collected data, the study adopted textual content analysis as its analytical tool. Textual content analysis
is a qualitative research technique used to systematically interpret textual materials by identifying patterns, themes,
and meanings within the data (Krippendorff, 2018). In this study, relevant documents were carefully reviewed, coded,
and categorized into thematic areas such as green recruitment and selection, green training and development, green
performance management, and organizational environmental sustainability outcomes. This thematic classification
enabled the researcher to draw meaningful connections between GHRM practices and environmental performance.

Furthermore, a comparative analytical approach was employed to examine similarities and differences in findings
across various studies. This helped to identify consistent trends, contradictions, and research gaps in the literature on
GHRM and sustainability. For instance, while some studies emphasize the positive impact of green HR practices on
environmental performance, others highlight challenges such as lack of employee awareness and organizational
resistance (Renwick, Redman, & Maguire, 2013; Jabbour & Santos, 2008). Such comparisons enhanced the robustness
and critical depth of the analysis.

4 CONCLUSIONAND RECOMMENDATION

4.1 Conclusion

The implementation of Green Human Resource Management (GHRM) policies plays a crucial role in advancing
environmental sustainability within organizations. By integrating environmentally conscious practices into core HR
functions such as recruitment, training and development, performance management, and employee engagement,
organizations can significantly reduce their ecological footprint while fostering a culture of sustainability. GHRM not
only aligns organizational goals with environmental responsibility but also enhances employee awareness,
commitment, and participation in sustainable practices.

The study reveals that organizations that adopt green HR policies benefit from improved operational efficiency,
reduced costs, enhanced corporate reputation, and increased competitiveness in a rapidly evolving global market.
Furthermore, employees tend to exhibit greater job satisfaction and organizational commitment when they perceive
that their organization is actively contributing to environmental protection. However, the successful implementation
of GHRM policies requires strong leadership commitment, adequate resources, and continuous employee education
and awareness.

Despite its numerous advantages, the adoption of GHRM is still faced with challenges such as resistance to change,
lack of expertise, and insufficient policy integration in some organizations. Therefore, it is essential for management
to create supportive frameworks and policies that encourage sustainability-driven behaviors at all organizational
levels. Governments and regulatory bodies also have a role to play in promoting green practices through policies,
incentives, and awareness campaigns.
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In conclusion, Green Human Resource Management is an essential tool for achieving environmental sustainability in
modern organizations. Its effective implementation not only ensures compliance with environmental standards but
also contributes to long-term organizational success and global sustainability goals. Organizations that embrace
GHRM are better positioned to adapt to environmental challenges and contribute meaningfully to the preservation of
natural resources for future generations.

4.2 Recommendations
Based on the findings of the study on the implementation of Green Human Resource Management (GHRM) policies
and environmental sustainability, the following recommendations been identified:

Firstly, Organizations should fully integrate green principles into their human resource management practices by
embedding environmental objectives into recruitment, selection, training, performance appraisal, and reward systems.
This will ensure that employees are not only aware of sustainability goals but are also actively motivated to contribute
to them. Environmental criteria should be considered during hiring processes to attract candidates who are
environmentally conscious and committed to sustainable practices.

Secondly, management should invest in continuous training and development programs that promote environmental
awareness and equip employees with the necessary skills to adopt eco-friendly practices in their daily work activities.
Workshops, seminars, and sustainability campaigns can be used to reinforce green values within the organization.

Thirdly, Top management commitment is essential for the successful implementation of GHRM policies. Leaders
should demonstrate strong environmental leadership by setting clear sustainability goals, allocating adequate
resources, and ensuring that green initiatives are effectively communicated and implemented across all levels of the
organization.

Fourthly, Organizations should also incorporate green performance management systems that evaluate employees
based on their contribution to environmental sustainability. Reward and recognition systems should be introduced to
encourage environmentally responsible behavior among employees.

In addition, collaboration with government agencies, environmental bodies, and other stakeholders is necessary to
strengthen the implementation of green policies. Organizations should comply with environmental regulations and
adopt global best practices in sustainability.

Finally, there should be continuous monitoring and evaluation of GHRM policies to assess their effectiveness and
identify areas for improvement. Regular audits and feedback mechanisms will help organizations to remain aligned
with environmental goals and ensure long-term sustainability.
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