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Abstract 
The G-HRM is based on the green movement to protect the environment and save our planet Earth 
from the future disasters. The topic of environmental sustainability is attracting augmented attention. 
The G-HRM will play a vital role in industry to endorse the environment related issues by adopting it 
in HR policies and practices, by training people and by implementation & execution of laws related to 
environmental protection which will result in greater efficiencies, lower costs, employee retention, 
and better employee engagement. Green human resources consign to use the employee interface to 
promote sustainable practices and raise employee awareness and commitments on the topic of 
sustainability. Apart from these, efficiency created by G-HRM can also lower operational costs and 
can enable the industry professionals to grasp their Corporate Social Responsibility in a better 
manner. The G-HRM will also help employers, manufacturers in image and brand making and by 
firmly implementing ISO14000 standards, environmental audit and so changing the organizational 
culture, and thinking. It will also make employees and society members more attentive about the 
utilization of natural resources economically and efficiently. 
KEYWORDS: G-HRM, Natural Resources, Protective Environment, Environmentally friendly 
solutions.  
Introduction  
Due to growing global environmental concern and Development of international environmental 
standards. There is a need for companies to adopt formal environmental practices (Daily and Huang, 
2001). By taking the base of green concept various literatures on Green Marketing (Peattie, 1992), 
Green accounting (Bebbington,2001; Owen, 1992), Green Reatiling (Kee-hung, Cheng, and Tang, 
2010), and Green management in general (McDonagh and Prothero, 1997) have fertilize the area of 
management. There is a need of integration of environmental management into Human Resource 
(HR) called Green HR (Dutta, 2012; Margaretha and Saragih, 2013). These researchers give 
importance to adoption of environmental practices as a crucial purpose of organizational functioning 
to make it significant with the strength of HRM practices (Jackson et al., 2011; Daily and Hung, 2001; 
Sarkaris et al., 2010). Lee, (2009) specify „green management‟ as the exercise whereby companies 
develop an environmental management strategy to manage the environment. So there is a need of 
proactive environmental management (Gonzalez-Benito and Gonzalez-Benito, 2006). But this can be 
possible with employee involvement, Participation and involvement of employee is critically 
important for success of the Green HRM concept, there is a need of implementing Green HRM 
Practices in our daily life working as well as private (Brio, Fernandez and Junquera, 2007; Fernandez, 
Jorquera and Ordiz, 2003; Ramus, 2001, 2002; Renwick, 2008). Rashid, Wahid and Saad (2006) have 
archived that employees‟ participation in environmental management systems has a positive effect 
on the character or environmentally responsible attitudes and behaviour in employees‟ private life. 
Why is G-HRM important? 
Green  
The Green has different meanings for a different person, but for an environmentalist or nature - 
lover A green‟ as an area or land that surrounded with grass, herbs, plants, trees, fresh air and 
natural resources but somehow, it means something relevant to nature or natural environment. 
There is a growing awareness within organizations of the significance of “green” issues. A Green 
Workplace is environmentally sensitive, resource efficient and socially responsible (Sathyapriya et 
al., 2014). In order to achieve environmental sustainability goals, most firms can use suitable human 
resources management (HRM) practices to stimulate their employees (Paille et al., 2013). 
Go Green  
Going green means Conservation of earth natural resources as well as supporting the “Preservation 
of your personal resources” i.e. your family, Friends, lifestyle, communities. So that we called Green 
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HRM is the Conservation of Human resource their work life and Family life. It means implementing 
determined lifestyle changes that will help individual to live in an eco-friendly way. For this every 
individual should be a more aware about the environment and changing their behavior, attitude and 
lifestyle to minimize the practices or activities that cause the degradation of the environment. Any 
action that you take by keeping the sustainability of the resources it contributes a positive impact on 
the environment. Every small change by every individual in their lifestyle makes a Green work-life 
and green environment for us and for future generations. 
 Green Human Resources Management 
 GHRM can be defined as the set of policies, practices, and systems that stimulate a green behavior of 
a company’s employees in order to create an environmentally sensitive, resource efficient and socially 
responsible workplace and overall organization. G-HRM connotes the science and the art of 
practicing environmental management in business organizations. Corporate environmental 
management essentially implies achieving minimum or zero destruction of the environment in its 
production and service activities (Mathews, J. (,2017) Green issues have already been popular in 
environmental and social aspects of the present corporate world. Corporate green HR focuses on high 
levels of technical and managerial competencies for employees as the firm wants to develop 
innovative environmental initiatives and functions that have tremendous managerial implications 
(Hosain, S., and Rahman, M. S,2016) . 
Today, G-HRM(GHRM) has become a key business strategy for the significant organizations where 
Human Resource Departments play an active part in going green at the office (Ahmad Shoeb,2015). 
G-HRM is the use of HRM policies to promote the sustainable use of resources within organizational 
businesses and more generally promotes the cause of environmental sustainability (Dangmei, J.,2016). 
Practices and Policies of Green Human Resources Management 

 Green Human Resources Management – Recruitment & Job Design 
Green Human Resources Management starts even before getting new employees inside the company, 
during the process of designing or approving, together with other departments, job descriptions (JD) 
for the newcomers. It is important to have JDs that highlight tasks related to environmental protection 
or even for job advertisements to mirror a company’s social and ecological concerns 

 Green Human Resources Management – Selection Methods 
After making the first screening of CVs, HR can make sure that the next steps of the selection process 
will evaluate the candidates’ aptitude to have green behaviors. An ordinary question about climate 
change during an interview or a group dynamic that mixes a business case with sustainability issues 
are two easy ways to understand someone’s degree of ecological awareness. In the end, a green score 
can also be given to each candidate and added to the overall spreadsheet of scores that will ultimately 
rank the top candidates. 

 Green Human Resources Management – HR Operations & Onboarding Process 
Technology allows companies to become paperless and for HR this can well start with newcomers. 
Online portals and folders can be used to archive employees’ documentation such as offer-letters, 
credentials, CVs or recommendation letters. Not to mention that nowadays CVs are mostly sent 
throughout the Internet, with no need of being print. It can as well be used with current employees’ 
health insurance or car contracts, salary or information on other benefits. 
Furthermore, when the newcomers first arrive at the office, induction programmes should be designed 
in such a way as to facilitate the integration of these new employees with the company’s culture of 
green consciousness. This way, besides presenting the company, its history, culture, departments and 
so on, these programmes should also highlight the company’s concerns with environmental issues and 
the green actions being developed both inside the company (in the offices or in other facilities) and 
along its value-chain together with other stakeholders (more on this topic ahead) 
Green Human Resources Management – Performance Management & Appraisals 
Performance management (PM) is the process by which employees are prompted to enhance their 
professional skills that help to achieve the organizational goals and objectives in a better 
way. Therefore, in order to create a greener company, performance appraisal (PA) systems can 
include sustainability goals (that come from a sustainability strategy done previously) measured with 
specific metrics. 
While this accountability may be easily done in some jobs, one of the biggest obstacles of green PA is 
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the difficulty to measure and gain data on environmental performance standards across different 
organizational departments/units. To help overcome this, companies can start using global systems 
that help them to collect data and at the same time give them advice on how they can become more 
sustainable and gets them a certificate for that, such as ISO 14001 or the Global Reporting Initiative. 
When it comes to the PA of managers, green targets, goals, and responsibilities such as creating green 
awareness in their teams and encouraging them to get involved in green activities of the company can 
also be considered. In the end, the ultimate goal of green PM is to have a measurable outcome of an 
organization’s ability to meet its ecological objectives and targets set forth in the 
organization’s environmental plans or policies. 

Green Human Resources Management – Learning and Development 
Learning and development is a practice that focuses on developing employees’ skills, knowledge, and 
attitudes. The goals of green training and development are: 

 To create awareness about the current environmental problems happening worldwide – through 
newsletters or briefings with environmental organizations from time to time. 

 To educate more employees about working methods that allow to reduce waste, save energy and 
resources – e.g., recycling, turning lights off or shutting down laptops. 

 To teach more operational employees and business decision makers about processes along the 
companies’ value-chain that allow to reduce waste, save energy and resources – like applying circular 
economy to waste or rethinking the sources of energy; 

 To encourage workers to find out opportunities in their jobs to help their companies become more 
sustainable; 

 Overall, to push for an environmental protection mindset on a company’s workforce, wishing that it 
acts consciously today and is alert for opportunities to become more sustainable in the future. 
Green Human Resources Management – Compensation and Reward management 
Green compensation and reward management aim to recognize the contribution of employees in the 
creation of a more sustainable company. It is the result of the success of employees in their ecological 
performance appraisal and the proof that a company’s strategic sustainability goals are being mirrored 
and accomplished (at least up to some degree) from the top to the bottom. There are three different 
types of rewards: 

 Monetary-based rewards – in the form of salary increase, cash incentives, and bonuses 
 Non-monetary rewards – sabbaticals, special leaves, discounts or gifts to employees 
 Recognition-based rewards – highlighting the green contributions of employees through wide 

publicity, public praise and appreciation of sustainability efforts by the top management. 
Nevertheless, it is important to keep in mind that such a system with effective monetary incentives 
can be challenging to develop has is it hard to accurately and fairly evaluate environmental behaviors 
and performance across organizations. 
Green Human Resources Management – Employee Relations & Ways of going green 
To help to build a sustainable company it is crucial to promote ‘eco-intrapreneurs’ that add value to 
the organization’s products and/or services with efficient utilization of existing financial, human and 
natural resources. This often means encouraging employees to get involved and participate in the 
social and environmental initiatives organized by the company. Some examples of practices that 
employees could get engaged with are: 

 To cut on carbon emissions: using car-sharing; taking advantage of the free or discounted 
transportation passes and hybrid/electric cars offered by the company; walking or cycling to work; 
working from home day once or twice a week. 

 To reduce waste: using porcelain mugs and glasses for tea and coffee; promoting the 3R’s reduce, 
reuse and recycle; using electronic archives and electronic signatures to avoid wasting paper. 
Green Human Resources Management – Leaving the Company 
For the strict compliance of the green strategies and policies and depending on the seriousness of the 
mistake and its impact, companies can take certain actions where ecologically unfriendly behavior 
may constitute a breach of contract and possible ground for dismissal. If this happens, it is really 
important to make exit interviews to evaluate the perception of employees on the company’s 
ecological practices. 
 

ISSN NO: 2394-2886

Page No: 804

Suraj Punj Journal For Multidisciplinary Research

Volume 11, Issue 4, 2021



In the end, employing a green workforce that understands, practices and improves environment-
friendly policies helps organizations being comfortable and proud of the impact that their offices and 
other facilities have. Furthermore, it helps companies innovate (in a way that allows them to be cost-
efficient) and coming up with new procedures and products. 
Green HR Practices adopted by the Companies  
A. Google - Uses Green recruiting technique-believes that most talented people get attracted because 
of it. (Jingxian 2015)  
B. Wipro Technologies- Wipro Infotech, the India and Middle East IT Business of Wipro Ltd and a 
leading provider of IT and business transformation services, today announced the launch of its new 
eco-friendly Wipro Greenware desktops, manufactured with materials completely free of deadly 
chemicals like polyvinyl chloride (PVC) and brominated flame retardants (BFRs), for the first time in 
India. (https://www.wipro.com/en-IN/newsroom/press-releases/archives/wipro-at-the-forefrontof 
green-it-revolution--introduces-100--r/)  
C. ITC Limited Ozone-treated elemental chlorine free’ bleaching technology for the first time in 
India. An entire new range of top green products and solutions: the environmental friendly multi-
purpose paper that is less polluting than its traditional counterpart. 
(https://www.udyamgyan.com/articles/detail/)  
D. Induslnd Bank- As part of its environment friendly initiative, IndusInd Bank has a comprehensive 
plan to reduce its carbon footprint. Some of the changes being undertaken under this plan are solar 
powered ATMs, thin computing, e-archiving, e-learning, e-waste management, paperless fax, energy 
conservation, CNG cars and also more support to finance programs with incentives to go 
green.(https://blog.bankbazaar.com/indusind-bank-goes-green/) 
 E. Tata Metaliks Limited- Tata Metaliks has a sustainability vision of becoming a leader in its 
industry by providing tangible value to all its stakeholders while ensuring responsible environmental 
stewardship. Environmental issues besides the financial sustainability are being addressed with a 
definite roadmap. (https://www.tatametaliks.com/sustainability/environment-initiatives.aspx) 
 
FINDINGS AND SUGGESTIONS 
 Green Printing: Organization should use Green printing for recycling reusing and reducing are done 
to lower the number of resource used for printing and advertising. This method the use of low-VCO 
(Volatile Organic Chemical) inks, recycled paper, energy-efficient computer s and equipment, 
remanufactured laser toner cartridges and ink cartridges for printers, attempts to educate the public on 
green printing.  
Green Manufacturing: Green manufacturing manufacture green products particularly those used in 
renewal energy system. Manufacturing industry manufactures product reducing pollution and waste 
by minimizing natural resource use, recycling and educing what was considered waste, and reducing 
emissions.  
Green Building: HR Green building is also known as green construction which refers structure and 
process in the favour of environment by using resource efficient. According to the US Green building 
council “BREEAM” concept Building Research Establishment Environment Assessment Method. For 
building large scale development. Keep in mind effect health productivity of use like efficient using 
water and other sources. Protecting human health, improving employee productivity, reducing waste, 
pollution and environment degradation. A 2009 report by the US General services Administration 
found 12 sustainably designed buildings cost less to operate and have excellent energy performance. 
In addition, occupants were more satisfied with the overall building than those in typical commercial 
buildings. These are eco friendly buildings.  
Green Recruitment: Organization should use advanced technology for recruitment such as company 
websites are used by candidate to search job, resumes are invited online which helps to reduce waste 
created from printing and mailing resumes. This include environmental reporting roles and health and 
safety task which staff are exposed to harmful substance and matching personal attributes to needed 
environmental competencies that buying in specialist competencies via new heirs are investing in 
training. Induction for new recruits is seen to be needed to insure they understand and approach their 
environmental culture in a serious way.  
Green Performance Management: Green Performance Management is challenge for the 
organization to tackle environment performance of manager, but it can be controlled by employees a 
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mechanism by which they can raise any recurring problems, and gain information and feedback on 
past and future environmental performance. HRM develop program for waste management, 
environmental audits, and the reduction of waste, green information systems and green audit 
programme. Green targets goals and responsibilities should be established for managers 
accomplishing green result should include in appraisal.  
Green Training and Development: Introducing training on environmental management, integrating 
instruction and generation of eco values. Training content should developed skills and competence. 
Building-up of environment management, use of green teams to train staff to produce green analysis 
of work space. Training should give in respect of safety, energy efficiency, waste management and 
recycling. Establish development of green personal skills. Training managers should rely more on 
online course material and case studies rather than on printed handouts, thus further reducing use of 
paper. Organization should frame environmental committee with HR representative, environmental 
professional and other executives.  
Green Employee Relation: The organization encourages employees to generate revenues and reduce 
pollution through their 3(P) programmes i.e., Pollution Prevention Pay. Support employees to produce 
possible solutions to environmental problems that associate with health and safety. Solve the 
environmental issues at work and have been shift towards collective green agreements in structured 
and comprehensive way. Through this employee involvement and participation in green suggestions 
schemes and problem-solving circles, employee helpline and choice of union representative with 
proper feedback.  
Conclusion  
G-HRM has extraordinary significance in the present situation. Employees are not knowledgeable 
about the term however they are cognizant to spare the earth. Enterprises have parcel of extension to 
seek after G-HRM rehearses in work life. Eager cooperation of employees to go towards greening has 
to increment. Ventures keep main focus on natural plan and rouse workers for greening conduct. The 
human resource assumes an essential function in dealing with the employees. The cutting edge human 
resource directors center more on join green human resource reasoning alongside human asset 
approaches. G-HRM executions have brought about expanded efficiencies, cost decrease, employee 
retention and improved profitability and furthermore other substantial advantages. The G-HRM has 
scope for research in the executive’s eld and support hole between proficient green human resource 
the board and research in environmental management.  
From this study we conclude to following aspects as green printing reduce lot of paper work and 
harmful printing chemical, green manufacturing control reducing industrial pollution, green building 
will costless and with excellent energy performance. Now the HR Environmental executive of the 
organization has to include implementation of environmental policies, campaigns turns of PC’s TV’s 
lights use renewable energy, introducing solar lights, promoting car sharing, public transport, pay and 
reward system, performance related pay. 
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