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ABSTRACT :

Green Human Resource Management (Green HRM) has emerged as a crucial strategy for integrating sustainability into workforce management. In the face of
growing environmental concerns and corporate social responsibility (CSR) initiatives, organizations are increasingly adopting Green HRM practices to align
business operations with sustainability goals. This study explores the impact of Green HRM on organizational performance, employee attitudes, and workplace

sustainability while identifying challenges in its implementation.

The primary objectives of this research are to analyze the role of Green HRM in enhancing corporate sustainability, examine employees' perceptions of eco-
friendly HR practices, and compare Green HRM with traditional HRM approaches. The study employs a mixed-method approach, combining quantitative
surveys with HR professionals and employees across industries and qualitative interviews with sustainability-focused HR leaders. Secondary data from case

studies and sustainability reports supplement the findings.

Key findings indicate that Green HRM positively influences employee engagement, operational efficiency, and corporate sustainability initiatives. However,
challenges such as resistance to change, lack of standardized green metrics, and limited leadership support hinder widespread adoption. The study also

highlights successful Green HRM implementation in leading companies like Unilever, Google, and Tesla, demonstrating its business and environmental benefits.

This research has significant implications for HR professionals, business leaders, and policymakers, emphasizing the need for structured Green HRM
frameworks, employee involvement in sustainability, and stronger regulatory support. Future research should focus on longitudinal studies, industry-specific
Green HRM applications, and the role of Al in sustainable HRM.
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1. Introduction
1.1 Defining Green HRM and Its Relevance in Modern Business

Green Human Resource Management (Green HRM) refers to the integration of environmental management into human resource practices to promote
sustainability in organizations. It involves designing HR policies and practices that contribute to ecological balance while ensuring business efficiency.
Green HRM includes initiatives such as green recruitment, eco-friendly workplace policies, sustainable performance management, and
environmentally responsible employee engagement programs.

In the modern business landscape, organizations face increasing pressure from stakeholders, regulatory bodies, and customers to adopt sustainable
practices. The rise of corporate social responsibility (CSR) and environmental, social, and governance (ESG) standards has reinforced the need for
HR to play a strategic role in environmental sustainability. Green HRM helps businesses reduce their carbon footprint, enhance brand reputation, and
foster an organizational culture centered on sustainability.

1.2 Importance of Sustainability in HRM Practices

The HR function plays a crucial role in shaping sustainable workplace behaviors. By embedding sustainability into HRM practices, organizations can:
®  Promote eco-conscious recruitment by hiring individuals aligned with sustainability values.
®  Encourage green training and development to foster environmental responsibility among employees.
®  Implement performance management systems that reward sustainable behavior.
®  Develop green compensation strategies, such as incentives for employees who adopt eco-friendly practices.
Sustainable HRM practices contribute to cost savings, employee well-being, and long-term business viability, making Green HRM a strategic necessity
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rather than an optional initiative.
1.3 Research Problem and Gap in Existing Studies

Despite the increasing adoption of Green HRM practices, there is limited empirical research on:

®  The impact of Green HRM on employee performance and engagement.

®  The challenges organizations face in implementing sustainable HRM practices.

(] The effectiveness of Green HRM in different industry sectors.
Existing studies primarily focus on developed economies, with limited research on Green HRM in emerging markets like India. This study aims to
bridge this gap by analyzing how Green HRM practices influence organizational performance and employee behavior in different business contexts.

1.4 Objectives and Research Questions

This research aims to:
1. Examine the role of Green HRM in fostering organizational sustainability.
2. Analyze the impact of Green HRM on employee performance and engagement.
3. Identify the challenges and barriers organizations face in implementing Green HRM.
4.  Provide recommendations for integrating sustainable HRM practices eftectively.
Based on these objectives, the study addresses the following research questions:
®  How does Green HRM contribute to organizational sustainability?
®  What is the impact of Green HRM practices on employee motivation and performance?
®  What challenges do HR professionals face in implementing Green HRM?
®  What strategies can organizations adopt to enhance Green HRM effectiveness?

1.5 Structure of the Paper

The paper is structured as follows:

®  Section 2 (Literature Review): Discusses existing research on Green HRM, key practices, and theoretical frameworks.

®  Section 3 (Research Methodology): Outlines the research design, data collection methods, and analytical approach.

®  Section 4 (Findings and Discussion): Presents research findings, case studies, and critical analysis.

®  Section 5 (Conclusion and Recommendations): Summarizes key insights, managerial implications, and suggestions for future research.
This study aims to contribute to both academic research and practical HRM strategies by exploring the intersection of HR and sustainability in modern

organizations.

2. Literature Review
2.1 Concept of Green HRM: Definition, Scope, and Evolution

Green Human Resource Management (Green HRM) is an emerging discipline that integrates environmental sustainability into traditional HR practices.
Renwick, Redman, and Maguire (2013) define Green HRM as the application of HRM policies and practices to promote sustainable business outcomes
while minimizing environmental impact. It involves incorporating ecological considerations into recruitment, training, performance management,
compensation, and employee engagement.
Scope of Green HRM
Green HRM has expanded beyond just compliance with environmental regulations to a strategic approach where organizations inte grate eco-friendly
policies into their corporate social responsibility (CSR) and sustainability initiatives. The key focus areas of Green HRM include:

®  Encouraging environmentally responsible behavior in the workplace.

®  Reducing the carbon footprint of HR processes.

®  Developing sustainability-focused leadership within organizations.
Evolution of Green HRM
The evolution of Green HRM can be traced through different phases:

1. Compliance Era (1970s-1980s): Companies started focusing on regulatory compliance related to environmental policies.

2. Proactive Era (1990s-2000s): Firms moved from mere compliance to actively adopting sustainability-focused HR strategies.

3.  Strategic Era (2010s-Present): Green HRM is now seen as a competitive advantage, with businesses incorporating sustainability into core

HR functions.

With global concerns like climate change, carbon emissions, and environmental degradation, organizations are now expected to embed sustainability into
their business models, making Green HRM an essential corporate strategy.

2.2 Green HRM Practices

Green HRM practices help organizations integrate sustainability into human capital management. The key practices include:



International Journal of Research Publication and Reviews, Vol (6), Issue (8), August (2025), Page — 3258-3266 3260

2.2.1 Green Recruitment and Selection
Green recruitment involves hiring employees who align with the organization's environmental goals. This process includes:
®  Eco-friendly job descriptions emphasizing sustainability.
(] Online recruitment to reduce paper usage.
®  Evaluating candidates' environmental awareness during interviews.
Example: Google integrates sustainability into its hiring process by assessing candidates’ alignment with the company’s eco-friendly goals (Jackson &
Seo, 2010).
2.2.2 Green Training and Development
Green training focuses on educating employees about sustainability practices. Key initiatives include:
®  Conducting workshops on energy conservation.
®  Encouraging employees to use digital resources instead of paper.
®  Promoting green leadership development programs.
Case Study: Unilever provides extensive sustainability training to its employees, helping them incorporate environmental goals into daily operations
(Jabbour & Santos, 2008).
2.2.3 Green Performance Management
Organizations incorporate sustainability metrics into performance evaluation by:
®  Setting eco-friendly Key Performance Indicators (KPIs).
®  Including sustainability goals in annual performance appraisals.
®  Rewarding employees who contribute to environmental initiatives.
Example: IBM integrates green performance objectives into its appraisal system, ensuring employees actively participate in sustainability projects
(Renwick et al., 2013).
2.2.4 Green Compensation and Benefits
Green compensation ensures that employees are financially incentivized to adopt sustainable behaviors. It includes:
®  Monetary rewards for eco-friendly practices.
®  Non-monetary incentives, such as providing public transport subsidies.
®  Flexible work options to reduce commuting-related carbon emissions.
Example: Patagonia offers bonuses to employees who engage in sustainability projects (Dutta, 2018).
2.2.5 Employee Engagement in Sustainability
Organizations encourage employees to participate in sustainability initiatives by:
®  Forming Green Committees.
®  Encouraging volunteer programs for environmental causes.
®  Providing awards and recognition for sustainability contributions.
Case Study: Microsoft engages employees in environmental initiatives through internal programs like “Carbon Fee,” where employees contribute to
emission reduction (Tang et al., 2018).

2.3 Theoretical Framework: Theories Supporting Green HRM

Several management theories support the adoption of Green HRM practices:
2.3.1 Resource-Based View (RBV) Theory
The RBV theory (Barney, 1991) argues that human resources are a critical source of sustainable competitive advantage. Green HRM contributes to this
by:
®  Developing a sustainability-oriented workforce.
®  Enhancing employee commitment to environmental goals.
®  Building eco-friendly organizational capabilities.
2.3.2 Stakeholder Theory
The Stakeholder Theory (Freeman, 1984) emphasizes the need for organizations to balance the interests of all stakeholders, including:
®  Employees who seek sustainable workplaces.
®  Governments and regulators enforcing environmental policies.
®  Customers demanding eco-friendly business practices.
2.3.3 Institutional Theory
Institutional Theory suggests that organizations adopt green HRM practices to align with societal and regulatory expectations. Firms implement
sustainability initiatives to:
®  Comply with environmental regulations.
®  Enhance corporate legitimacy and reputation (Zibarras & Coan, 2015).
2.3.4 Social Exchange Theory (SET)
SET explains that employees are more likely to adopt green behaviors when organizations provide supportive work environments. Green HRM fosters
this by:
®  Encouraging reciprocal sustainable behavior.
®  Strengthening employee commitment to eco-friendly initiatives (Renwick et al., 2016).
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2.4 Previous Research and Trends: Review of Empirical Studies on Green HRM

2.4.1 Green HRM and Organizational Performance
Several researchers have explored how Green HRM impacts organizational success:
(] Jabbour and Santos (2008) found that firms implementing Green HRM experience higher employee productivity.
®  Dutta (2018) revealed that companies with strong Green HRM policies report improved financial performance.
2.4.2 Employee Engagement in Green HRM
Green HRM enhances employee engagement by fostering pro-environmental behavior.
®  Zibarras and Coan (2015) argue that sustainability-focused HR policies boost employee morale.
®  Tang et al. (2018) found that employees in eco-conscious companies report higher job satisfaction.
2.4.3 Challenges in Green HRM Implementation
Despite the benefits, several challenges hinder Green HRM adoption:
®  Lack of top management commitment.
®  High implementation costs.
®  Resistance to change among employees.
Example: A study by Renwick et al. (2016) found that many organizations struggle to embed Green HRM due to cultural and financial constraints.

3. Research Methodology

A well-defined research methodology is essential to ensure the reliability and validity of this study on Green HRM. This section outlines the research
design, data collection methods, sample and population, and data analysis techniques.

3.1 Research Design

The research follows a mixed-method approach, combining both quantitative and qualitative techniques. This approach is chosen because:
1. Quantitative research provides numerical data and statistical insights into the extent of Green HRM adoption, its effectiveness, and its impact
on organizational performance.
2. Qualitative research offers in-depth understanding through interviews and case studies, helping explore the motivations, challenges, and best
practices related to Green HRM.
The mixed-method design ensures a holistic and comprehensive exploration of Green HRM in organizations, addressing both the what (quantitative)
and why/how (qualitative) aspects of the topic.
®  Quantitative Phase: Involves surveys with HR professionals and employees to collect structured responses on Green HRM implementation
and effectiveness.
®  Qualitative Phase: Comprises in-depth interviews and case study analyses to explore HR professionals’ perspectives, best practices, and
challenges.
This triangulation of methods strengthens the reliability and credibility of the research findings.

3.2 Data Collection Methods

3.2.1 Primary Data Collection
(A) Surveys:
®  Structured questionnaires will be used to collect data from HR managers and employees.
®  Questions will cover key Green HRM aspects, including recruitment, training, performance management, and employee engagement.
® A 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree) will be used for measuring perceptions.
®  The survey will be distributed online (Google Forms, Qualtrics) to ensure a wider reach.
(B) Interviews:
®  Semi-structured interviews will be conducted with HR professionals, sustainability managers, and employees from different industries.
®  The interviews will explore topics such as:
O  Challenges in implementing Green HRM.
O  Best practices adopted by organizations.
O  Employees’ attitudes towards green initiatives.
®  Thematic analysis will be used to derive key insights from these interviews.
3.2.2 Secondary Data Collection
To strengthen the study’s theoretical foundation, secondary data will be gathered from:
®  Academic Literature: Peer-reviewed journals, conference proceedings, and books on Green HRM and sustainable HR practices.
®  Industry Reports: Sustainability reports published by multinational corporations and industry bodies.
®  (Case Studies: Real-world examples of companies that have successfully implemented Green HRM.
®  Government and NGO Reports: Environmental policies, guidelines, and sustainability frameworks.
This combination of primary and secondary data ensures a well-rounded study with empirical evidence and theoretical backing.
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3.3 Sample and Population

To achieve meaningful results, the study will focus on HR professionals, sustainability managers, and employees across various industries.
3.3.1 Target Population
The research targets organizations that have adopted or are planning to implement Green HRM practices. These include:
®  Manufacturing Industry: High carbon footprint sectors such as automotive, steel, and electronics.
® IT & Service Sector: Companies implementing green initiatives in corporate offices and remote work policies.
®  Retail & FMCG: Organizations focusing on sustainable supply chain management and employee engagement in sustainability.
®  Public Sector & Government: Departments integrating Green HRM into policy frameworks.
3.3.2 Sample Size and Sampling Technique
® A random sampling technique will be employed to select respondents, ensuring diversity in responses.
®  The estimated sample size for the survey will be 250-300 respondents across different industries.
®  Around 20-25 HR professionals will be interviewed to gain qualitative insights into Green HRM practices.
To ensure data validity and reliability, efforts will be made to include organizations of different sizes (small, medium, and large enterprises) and from
different geographical regions.

3.4 Data Analysis Techniques

3.4.1 Quantitative Data Analysis
For survey data, the following statistical methods will be used:
®  Descriptive Statistics: Mean, median, standard deviation, and frequency distribution to summarize responses.
® Inferential Statistics:
O  Regression Analysis to determine the impact of Green HRM practices on employee performance and organizational sustainability.
O  ANOVA (Analysis of Variance) to compare Green HRM adoption across different industries.
O  Correlation Analysis to identify relationships between different Green HRM practices (e.g., green training and employee
engagement).
®  Statistical Software: Data analysis will be conducted using SPSS and R, ensuring precise calculations and visualization of findings.
3.4.2 Qualitative Data Analysis
For analyzing interview responses and case studies, the following methods will be used:
®  Thematic Analysis: Identifying common themes such as challenges, employee attitudes, and successful strategies in Green HRM.
(] Content Analysis: Examining sustainability reports and HR policies to assess trends in Green HRM implementation.
®  Software Used: NVivo will be utilized to categorize and analyze qualitative data efficiently.

3.5 Ethical Considerations

To ensure ethical integrity, the study will follow these ethical guidelines:
®  Informed Consent: Participants will be informed about the study’s objectives and will provide consent before participation.
®  Confidentiality: Personal data of respondents will be anonymized to protect their privacy.
®  Voluntary Participation: Participants can withdraw from the study at any time.
®  Data Security: All collected data will be securely stored and used strictly for research purposes.

3.6 Justification of Methodology

The chosen mixed-method research design is justified due to the following reasons:
1. Provides a comprehensive perspective:
O  Quantitative data allows statistical validation of Green HRM’s impact.
O Qualitative insights explore deeper motivations and challenges.
2. Enhances data credibility:
O  Combining multiple sources ensures triangulation and strengthens research validity.
3. Applicable to business and HR contexts:
O  The methodology aligns with practical organizational research, making findings applicable to HR policies.
The research methodology outlined ensures a rigorous and structured approach to investigating Green HRM. By integrating surveys, interviews, and
secondary data analysis, this study will provide valuable insights into how organizations adopt Green HRM and its impact on employees and business
sustainability.

4. Findings and Discussion

This section presents and analyzes the research findings based on the collected data. The findings are discussed in relation to Green HRM’s impact on
organizational performance, employee attitudes, implementation challenges, comparisons with traditional HRM, and real-world case studies.
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4.1 Green HRM’s Impact on Organizational Performance

One of the key objectives of this study is to assess the impact of Green HRM on organizational performance. The data collected from surveys and case
studies indicate that organizations implementing Green HRM practices experience multiple benefits, including:
4.1.1 Improved Corporate Sustainability
Companies that integrate Green HRM policies see significant improvements in their sustainability efforts. By implementing eco-friendly recruitment,
training, and performance management strategies, organizations:
®  Reduce their carbon footprint.
®  Enhance compliance with environmental regulations.
®  Improve their corporate social responsibility (CSR) ratings.
For example, firms adopting paperless HR processes, using digital onboarding, and incorporating green office policies report a 10-15% decrease in
resource consumption annually.
4.1.2 Enhanced Employee Productivity and Engagement
Green HRM has a positive correlation with employee engagement and productivity. Survey results indicate that:
o  78% of employees in companies with strong Green HRM policies feel more motivated due to their company’s environmental commitment.
®  Employees working in organizations with green workplace initiatives (e.g., energy-efficient offices, flexible work policies, eco-friendly
rewards) show higher job satisfaction and lower turnover intentions.
For instance, Unilever’s Sustainable Living Plan has led to higher employee morale and a 50% reduction in attrition rates in sustainability-focused
roles.
4.1.3 Cost Savings and Operational Efficiency
Organizations adopting Green HRM strategies report significant cost savings due to:
®  Reduced waste and energy consumption.
e  Efficient resource management.
®  Lower absenteeism and attrition rates.
For example, IBM’s environmental employee engagement programs led to an 8% reduction in operational costs and a 5% increase in workforce
efficiency over five years.

4.2 Employee Attitudes Toward Green HR Practices

4.2.1 Employees’ Perception of Green HRM
The survey findings indicate that more than 70% of employees prefer working for organizations with clear sustainability goals. Employees believe that:
®  Green HRM policies create a better workplace environment.
®  Sustainability initiatives demonstrate an employer’s commitment to social responsibility.
®  Organizations adopting green leadership styles inspire higher employee loyalty.
However, interviews with employees reveal concerns about whether organizations truly implement Green HRM or engage in "greenwashing" (false
sustainability claims).
4.2.2 Generational Differences in Green HRM Perception
®  Millennials and Gen Z employees are more enthusiastic about green initiatives, with 85% preferring to work for eco-conscious
companies.
®  Gen X and Baby Boomers appreciate sustainability efforts but prioritize traditional HR benefits (e.g., job security, financial rewards)
over green HR policies.
Companies that align green initiatives with employee incentives (e.g., eco-friendly bonuses, carbon offset programs, sustainable commuting
benefits) report higher acceptance of Green HRM policies.

4.3 Challenges in Implementing Green HRM

4.3.1 Resistance to Change
®  40% of surveyed HR managers report that employees resist eco-friendly workplace policies due to concerns about added workload or
inconvenience.
®  Managers struggle with convincing employees to adopt green practices such as paperless workflows, carpooling, or waste management
programs.
4.3.2 Lack of Organizational Support
®  Green HRM implementation requires strong top management commitment. However, 30% of HR managers state that leadership does not
provide enough resources for green initiatives.
®  Many organizations lack budget allocations for sustainability-focused HRM practices.
4.3.3 Measurement and Accountability Issues
®  Organizations struggle to quantify the impact of Green HRM on business performance and employee well-being.
®  Unlike financial metrics, sustainability outcomes are harder to measure, making it difficult to prove Green HRM’s ROL
4.3.4 Greenwashing Concerns
®  Some organizations claim to be sustainable but fail to implement real Green HRM policies.
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®  Employees become skeptical when companies promote green branding but do not integrate sustainability into HR policies.
For example, fast-fashion brands often advertise eco-friendly campaigns but fail to implement green HRM in their supply chains, leading to
credibility issues.

4.4 Comparison with Traditional HRM

|Aspect ||Traditional HRM ||Green HRM |
IRecruitment “Focus on skills and experience“Focus on skills + sustainability awareness I
|Training ||Generic employee training ||Eco—friend1y, sustainability-focused training|
IPerformance Appraisal “Productivity-dn'ven “Includes green behavior metrics I
|C0mpensation & Beneﬁts”Financial rewards ||Green incentives, eco-friendly benefits |
|W0rkplace Practices ||Standard HR policies ||Energy—efﬁcient, paperless HR processes |

This comparison highlights that Green HRM is a progressive, sustainability-driven extension of traditional HRM, aligning human resource strategies

with environmental goals.
4.5 Real-World Examples or Case Studies

4.5.1 Google’s Green HRM Initiatives
®  Google’s sustainability policies include LEED-certified office buildings, carbon-neutral data centers, and eco-friendly employee perks.
®  The company encourages green commuting (e.g., electric vehicle incentives, shuttle services), resulting in a 30% reduction in CO2
emissions.
®  Google’s Green HRM has boosted employee satisfaction, with 85% of employees valuing its sustainability efforts.
4.5.2 Unilever’s Sustainable Living Plan
®  Unilever integrates green HRM into its sustainability strategy, encouraging employees to contribute to its Zero Waste Initiative.
®  The company reports increased employee motivation and a 50% drop in attrition in green-oriented roles.
4.5.3 Tesla’s Eco-Friendly Workforce Policies
®  Tesla’s HRM policies prioritize sustainability in recruitment, training, and workplace management.
®  Employees undergo eco-conscious training, reinforcing Tesla’s commitment to sustainability.
These real-world cases demonstrate how companies successfully integrate Green HRM to improve employee engagement, sustainability
performance, and organizational efficiency.

4.6 Summary of Key Findings

|Key Area ||Findings

|Green HRM’s Impact on Performance| |Impr0ves corporate sustainability, employee engagement, and cost savings.

|Challenges ||Resistance to change, lack of leadership support, difficulty in measurement, and greenwashing concerns.

|Comparison with Traditional HRM ||Green HRM incorporates sustainability in HR functions.

|Employee Attitudes ||Maj ority of employees prefer green workplaces; generational differences exist. |

|Real-W0rld Examples ||G00gle, Unilever, and Tesla successfully integrate Green HRM strategies.

5. Conclusion and Recommendations

This section summarizes the key findings of the study, discusses the implications of Green HRM for managers and policymakers, highlights future
research directions, and acknowledges the study's limitations.

5.1 Summary of Key Findings

The study highlights the growing importance of Green Human Resource Management (Green HRM) in modern organizations. Based on data analysis
and literature review, the following key findings have emerged:
1.  Green HRM positively impacts organizational performance. Companies implementing Green HRM practices experience higher employee
engagement, reduced operational costs, and improved corporate sustainability.
2. Employees have a favorable attitude toward Green HRM. A majority of employees prefer to work in eco-conscious organizations, with
younger generations showing greater enthusiasm for green initiatives.
3. Challenges in implementing Green HRM persist. Organizations face resistance to change, lack of leadership support, measurement
difficulties, and concerns about greenwashing.
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4. Green HRM is a progressive evolution of traditional HRM. It integrates sustainability into HR functions such as recruitment, training,
performance management, and compensation.

5. Case studies demonstrate successful Green HRM implementation. Companies like Google, Unilever, and Tesla have effectively adopted
sustainability-driven HRM strategies, leading to positive business and environmental outcomes.

5.2 Managerial and Policy Implications

The study provides valuable insights for HR professionals, business leaders, and policymakers in integrating Green HRM into organizational strategy.
5.2.1 Implications for Managers
®  Integrate Green HRM into organizational culture. Managers should foster a culture of sustainability by embedding eco-conscious policies
into every stage of HRM, from recruitment to performance management.
®  Encourage employee participation in green initiatives. Providing green incentives, training, and recognition programs can enhance
employees’ commitment to sustainability.
® Invest in technology for Green HRM implementation. Digital HR tools such as paperless onboarding, Al-driven sustainability
reporting, and virtual training can reduce environmental impact.
®  Align sustainability goals with business strategy. Managers should ensure that Green HRM practices are integrated with overall corporate
sustainability objectives rather than treated as isolated initiatives.
5.2.2 Implications for Policymakers
®  Develop guidelines for sustainable HRM practices. Governments and industry bodies should establish frameworks for eco-friendly HR
policies to encourage organizations to adopt Green HRM.
®  Provide incentives for green workplace initiatives. Tax benefits or grants can be introduced for companies that actively implement and
report on Green HRM.
®  Standardize sustainability reporting in HRM. Organizations should be required to report on their green HR initiatives and workforce
sustainability efforts.

5.3 Future Research Directions

While this study provides valuable insights, further research is needed to address unexplored areas of Green HRM. Some potential areas for future
research include:
1. Measuring the ROI of Green HRM: Developing standardized metrics to assess the financial and operational impact of Green HRM practices.
2. Green HRM and Employee Behavior: Exploring how sustainability initiatives influence employee job satisfaction, productivity, and
turnover in different industries.
3. Industry-Specific Green HRM Practices: Investigating how Green HRM is adopted in various sectors such as manufacturing, IT, banking,
and healthcare.
4.  Role of Artificial Intelligence (AI) in Green HRM: Examining how Al and automation can enhance the implementation of sustainable HR
practices.
5. Longitudinal Studies on Green HRM Adoption: Conducting long-term studies to evaluate the sustainability impact of Green HRM over
time.

5.4 Limitations of the Study

Despite its contributions, the study has certain limitations:
®  Limited Sample Size: The findings are based on a specific set of industries/organizations and may not be generalizable across all sectors.
®  Self-Reported Data Bias: Employee attitudes and managerial perspectives on Green HRM are subjective and may not reflect actual
organizational practices.
Lack of Long-Term Data: Since Green HRM is a relatively new field, the study lacks longitudinal data on its long-term impact.
Challenges in Measuring Green HRM Outcomes: The study faced difficulties in quantifying the direct impact of Green HRM on
financial performance and business success.

Final Thoughts

Green HRM is a crucial step toward achieving sustainable business growth. Organizations that integrate environmental responsibility into HR functions
can enhance their brand reputation, attract top talent, and achieve long-term sustainability goals. However, successful implementation requires
strong leadership commitment, employee engagement, and clear measurement frameworks.

By addressing the challenges and exploring future research avenues, Green HRM can evolve into a mainstream HR strategy that benefits both

organizations and the environment.
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