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Abstract 
The contemporary era is rigorous in protecting against environmental degradation. The world is facing environmental 
degradation in the current scenario due to excessive usage of harmful chemicals, deforestation, and usage of plastics, food 
wastage, and many more. These things are becoming hazards that result as water pollution, air pollution, and noise 
pollution, and also affect the overall surroundings. In this study, the researcher is focusing on environment-friendly 
Human Resource Management Practices which are devoted to cutting down paper costs, energy-efficient office spaces, 
reduction of Carbon footprints, electric vehicles, less energy consumption, etc. Green Human Resource Management has 
gained significant traction as organizations strive to align their operations with sustainability goals. This study explores 
the influence of Green Human Resource Management practices on Employees’ Performance while examining the 
mediating roles of Employees’ Productivity and Job Satisfaction. This research identifies how green initiatives in Human 
Resource practices contribute to enhanced organizational outcomes. The findings underscore the importance of 
integrating sustainable practices into Human Resource functions to foster employee engagement, Employee Productivity, 
and Employee Job Satisfaction, ultimately driving improved performance. 

Keywords- Green Human Resource Management, Employees’ Job satisfaction, Employees’ Productivity, Employees’ 
Performance. 

INTRODUCTION 
The global emphasis on sustainability has transformed organizational strategies, with Green Human 
Resource Management emerging as a pivotal component. Green Human Resource Management integrates 
eco-friendly practices into HR processes, aligning employee behaviors with environmental goals while 
enhancing organizational performance. This study investigates the relationship between Green Human 
Resource Management practices and employees’ performance, focusing on the mediating effects of 
employees’ productivity and job satisfaction. 

Green Human Resource Management Practices 
Green Human Resource Management encompasses Human Resource practices designed to promote 
environmental sustainability, including green recruitment, training, appraisal, and compensation. Scholars 
argue that Green Human Resource Management creates an eco-conscious organizational culture, aligning 
employee behaviors with sustainable goals. 

Green Hiring  
One of the main Human Resource challenges in the "war for talent" is attracting top personnel (Renwick et 
al., 2013). In their study on employee turnover and retention, Holtom, Mitchell, Lee, and Eberly , 2008 
contend that satisfaction and retention/recruitment are the two most significant benefit dimensions of HR 
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and sustainability. Companies are starting to realize that establishing a green employer brand is a great 
strategy to draw in new employees (Phillips, 2007; Stringer, 2009). Environmental initiatives and a green 
image are used by German companies like Siemens, BASF, Bayer, and Mannesmann to draw in top talent. 

Every job profile at the British automaker Rover Group includes environmental obligations and credentials 
Wehrmeyer,1996 Green job descriptions that incorporate environmental considerations are becoming 
more and more common in hiring practices. The process of hiring people who have the knowledge, 
abilities, attitudes, and behaviors that align with an organization's environmental management systems is 
known as "green recruitment." Wehrmeyer 1996, asserts that by ensuring that new hires are able to uphold 
an organization's environmental ideals and are conversant with its environmental culture, recruitment 
procedures can facilitate efficient environmental management. 

It also emphasizes the utilization of environmental responsibilities. Epstein and Roy discovered that when 
Human Resource managers integrate environmental performance into PM systems, they safeguard 
environment management. Some companies today deal with the issue of PM by putting in place corporate-
wide environmental performance standards and green information systems/audits to gather useful data on 
environmental performance (Marcus & Fremeth , Citation 2009). 

Green Performance Management 
The practice of encouraging people to improve their professional abilities in order to better accomplish the 
aims and objectives of the firm is known as performance management, or PM. The PM is the result of the 
company strategy's recognition. The green wave is potentially having a favorable impact on PM, much as the 
EM is influencing global business strategy. Green performance management encompasses matters 
pertaining to the company's environmental policies and concerns. Additionally, it focuses on using 
environmental obligations. In their study, Epstein and Roy (Citation 1997) found that HR managers 
protect environment management from harm when they incorporate environmental performance into PM 
systems. By implementing corporate-wide environmental performance standards and green information 
systems/audits to obtain valuable data on environmental performance, some businesses today address the 
problem of PM (Marcus & Fremeth,2009). 

Green tasks and objectives should be reflected in the job description. The HR team should add dimensions 
for evaluating individuals on the following technical and behavioral competencies to the performance 
appraisal rating system: environmental stewardship, diversity, teamwork, collaboration, and innovation. The 
company's basic values would be strengthened by such competencies. In addition to discussing employee 
performance at the planned appraisal period, managers should provide the necessary feedback throughout 
the year. Employees will benefit from this activity by improving their knowledge, abilities, and skills. 

Green Training and Development 
 Training and development is a process that focuses on improving employees' abilities, attitudes, and 
knowledge in order to stop the decline of EM-related knowledge, abilities, and attitudes. Employees that 
receive green training and development learn the importance of EM, how to operate in ways that save 
energy and waste, raise awareness of environmental issues inside the company, and provide them the 
chance to solve environmental problems ( Zoogah, Citation 2011). Green T&D initiatives educate staff 
members about the importance of environmental management and its various facets. It facilitates their 
adoption of various conservation strategies, such as internal waste management. Additionally, it improves 
an employee's ability to handle various environmental problems. In a survey of managers on best 
management practices, Ramus (Citation 2002) found that the most crucial HRM procedures that support 
the attainment of environmental goals are environmental education and training, as well as creating a 
positive environmental culture for the staff where they feel involved in environmental outcomes. 
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According to Liebowitz's (2010) research on the role of Human Resource in creating a sustainable culture, 
the Human Resource department can provide leadership development workshops to assist managers in 
honing their "front wheel" soft skills, also known as behavioral competencies, in collaboration, diversity, 
teamwork, and change management. Future studies that help firms produce eco-friendly managers that can 
partake in and support sustainability throughout the process, while also facilitating green training, would be 
especially beneficial. 

Green Reward and Compensation 
The two main Human Resource Management procedures that employees use to get paid for their work are 
rewards and compensation. The most effective way to connect an individual's interests with those of the 
company is through these Human Resource procedures. Additionally, we contend that incentives and 
rewards have the power to draw workers' full attention to their task and inspire them to put up their best 
effort in order to meet organizational objectives. Rewards and compensation are considered to be viable 
instruments for promoting environmental initiatives in businesses within the framework of Green Human 
Resource Management. According to a strategic approach to management and rewards, contemporary 
companies are creating incentive programs to support their employees' environmentally conscious 
endeavors. Offering employees compensation for taking on environmental responsibilities was found to 
boost their commitment to environmental management initiatives. 

Employees’ Performance 
Employees' Performance refers to the efficiency and effectiveness with which employees carry out their tasks 
and responsibilities in an organization. It reflects their ability to meet or exceed job expectations and 
contribute to organizational goals. 

Definition: Employees' performance is the measure of how well an employee performs their duties, fulfills 
their role, and achieves assigned objectives. It encompasses productivity, quality of work, reliability, 
teamwork, and other job-related behaviors. 

Importance of Employee Performance: 
• Organizational Success: High performance leads to better outcomes, increased profitability, and 

achievement of strategic goals. 

• Customer Satisfaction: When employees perform well, it often results in better service delivery and 
satisfied customers. 

• Employee Growth: Good performance can lead to career advancement, recognition, and job 
satisfaction. 

Employees’ productivity refers to the efficiency and effectiveness with which employees complete their 
assigned tasks and contribute to organizational goals. It measures the output produced by an employee 
relative to the input, such as time, effort, or resources. High productivity indicates that employees are 
generating substantial results with minimal resources or effort, aligning with organizational objectives. The 
quantity of work that an employee can complete in a particular period is known as employee productivity. 
The productivity formula provides a clear summary of this relationship and can be used to determine staff 
productivity: 

Productivity = output (what is created) / input (hours spent and resources used) 

Factors Influencing Employees' Productivity: 

1. Work Environment: A supportive and engaging workplace boosts efficiency. 
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2. Training and Development: Providing employees with the skills they need improves their ability to 
perform tasks effectively. 

3. Technology and Tools: Access to the right tools enhances the speed and quality of work. 

4. Motivation and Job Satisfaction: Motivated employees are more likely to focus and produce higher-
quality results. 

5. Leadership and Management Style: Supportive and effective leadership fosters productivity. 

LITERATURE REVIEW: 
Green human resource management is mostly based on Western literature. Human resource management 
(HRM), according to Fayyazia, Shahbazmoradib, Afsharc, and Shahbazmoradic (2015), is more like 
environmental management than basic temptation. They have to be combined. Effective environmental 
management in an organization's human resource management calls for extra work (Rothenberg, 2003). In 
essence, human resource practices are necessary to support the organization's overall execution and 
protection of the environmental management frameworks.  

HR administrators' supportability allows them to swiftly adapt to the organization's choice of environmental 
heroes. Environmental management techniques that perform organizational performance employing a 
variety of parameters are what define an experimental study. Important realizations acknowledge that a 
workable environmental management framework has resulted from the coordination of environmental 
destinations and methods, as well as the organization's main improvement aims. Since it has been 
established that implementing green practices can benefit organizations more than they previously did, Day 
following Day and Huang (2001) essentially argue that firms should adapt mechanical development in the 
same way that they preserve the environment (Murari & Bhandari, 2011).  

A solid EMS foundation is achieved through the integration of technology and environmental goals into 
the organization's major improvement goals (Haden, Oyler, & Humphreys, 2009). In order to foster the 
growth of human capital and attract clients who provide organizational execution and benefits, several 
scientists advocate for human resource management techniques (Boselie, Paauwe, & Jansen, 2001). An 
employee's organizational environment can be adjusted with the use of recognized strategies for registration, 
execution and evaluation management, workforce improvement and preparation, employee relations, and 
rewards frameworks (Renwick et al., 2008). 

 

Theoretical Framework- 

 

Fig 1: Theoretical Framework 
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Research Problems 
1. Do Green Human Resource Management practices have an impact on employee performance? 

2. How does employees’ productivity mediate the relationship between Green Human Resource 
Management practices and employee performance? 

Research Objectives 
1. To analyze the direct impact of Green Human Resource Management practices on employees’ 

performance. 

2. To examine the mediating role of employees’ productivity between Green Human Resource 
Management and Employees’ performance. 

Hypothesis 
H1: Green Human Resource Management (GHRM) practices have a significant positive impact on 
employees' performance. 

H2: Employee productivity mediates the relationship between Green Human Resource Management 
practices and employee performance. 

Research Methodology: The study uses a quantitative and descriptive methodology and a self-administered, 
structured questionnaire with 25 items as the major data-gathering tool. A five-point Likert scale was used 
to create the questionnaire, with 1: strongly disagree," 2: "disagree, 3: "neutral." 4: Agree somewhat, 5: Agree 
strongly.  

Data collection- Primary Data was gathered by Employees of different banks through a structured 
questionnaire in the form of Google form. The Google form was distributed among 150 employees from 
them only 120 responded. A simple random technique of probability sampling was used for collecting the 
samples from the Moradabad UP area. 

 Research Tools-A five-point Likert scale was used to collect the data and software such as SMART PLS 
4.1.0.9 was used for analysis of data. Data reliability and validity were evaluated by SPSS software. The value 
of Cronbach’s Alpha comes out 0.0828 which is greater than 0.07 and acceptable for data analysis. 

Data analysis  
Data analysis is done with the SMART PLS-SEM 4 model. Which independent variable is Green HRM 
practices (GHRM) to measure this GHRM variable, GR, GT, and GC as Green training, green recruitment, 
and green compensation are used for construction .  A total of 14 constructs are used to measure GHRM. 
The mediating variable is employee productivity as EM and its total 7 constructs. The dependent variable or 
Endogenous construct is employee performance which is measured through 4 constructs. The total 
constructs are 25. 

Demographic Profile of Respondents: 

Characteristics Category Frequency Percentage 

Types of Banks Public Banks 79 65.8% 

 Private Banks 41 34.2% 

Age Group 25-30 48 40.0% 

 31-35 10 8.3% 
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Table: 1 Demographics Profile of Respondents 

PLS-ALGORITHM 
The model was run in smart PLS4. The Outer loading of some constructs is lower as it is recommended < 
0.70 but some constructs have a value lower than 0.5 so these constructs were removed from the model 
because it will badly affect our model fit. 

After removing the constructs like GT1, GT5, GR1, and EP3 we again ran the model for calculations and it 
enhanced our model fitness. The values of Path coefficients become significant. 

 

 

 

Figure 2: The Structure Equation Modelling 1 

 36-40 30 25.0% 

 41-45 32 26.7% 

 46 above 0 0.0% 

Experience Less than 2 years 81 67.5% 

 Between 2 to 5 years 21 17.5% 

 Above 10 years 18 15.0% 
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Figure 3: The Structure Equation Modelling 2 

  

 

Figure 4: Bootstrapping 
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BOOTSTRAPPING 
As noted, this section uses statistics to build a story on the influence of Green Human Resource 
Management (GHRM) on Employee Productivity (EMP) and Employee Performance (EP). This is how the 
data is structured: 

Path Coefficient: 

 Original 
sample (O)  

Sample 
mean (M)  

Standard deviation 
(STDEV)  

T statistics 
(|O/STDEV|)  

P 
values  

EP -> 
EMP  

0.661  0.664  0.053  12.515  0.000  

GHRM 
-> EMP  

-0.148  -0.150  0.072  2.046  0.041  

GHRM 
-> EP  

-0.216  -0.259  0.078  2.781  0.005  

Table 2: Path Coefficient 

This table presents the results of a statistical analysis, likely from a structural equation modeling (SEM) or 
regression analysis.  

Path Relationships: 

EP -> EMP =Significant, P value 0.000 > 0.05  

GHRM -> EMP = Significant P value 0.041 > 0.05  

GHRM -> EP= Significant P value 0.005 > 0.05  

All 3 paths are significant because the p-value is less than 0.05. 

Cronbach’s Alpha: 

Cronbach’s Alpha is a measure of internal consistency or reliability of a scale. It indicates how well the 
items in a construct (e.g., a survey or questionnaire) are correlated and whether they reliably measure the 
intended concept. A higher Cronbach’s Alpha suggests greater internal consistency. 

 
Original 
sample 
(O)  

Sample mean 
(M)  

Standard deviation 
(STDEV)  

T statistics 
(|O/STDEV|)  

P values  

EMP  0.711  0.705  0.051  14.021  0.000  

EP  0.794  0.790  0.034  23.520  0.000  

GHRM  0.909  0.908  0.012  78.746  0.000  

 

Table 3: Internal Consistency or Reliability by Cronbach’s Alpha 
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Interpretation of Constructs: 

1. EMP (Employee Performance)-Cronbach’s Alpha: 0.711. This indicates acceptable reliability (generally, 
values above 0.7 are considered acceptable). The construct is moderately reliable in measuring employee 
performance. 

2. EP (Environmental Performance)-Cronbach’s Alpha: 0.794. This suggests good reliability (values between 
0.75 and 0.85 are considered good). The construct is reliable in measuring environmental performance. 

3. GHRM (Green Human Resource Management) Cronbach’s Alpha: 0.909. This is an excellent reliability 
score (values above 0.9 indicate high internal consistency). The items measuring GHRM are highly 
consistent. 

Total indirect effect: 

 
Original 
sample 
(O)  

Sample 
mean (M)  

Standard deviation 
(STDEV)  

T statistics 
(|O/STDEV|)  

P values  

GHRM -> 
EMP  

0.143  0.172  0.055  2.591  0.010  

  

Table 4: Total Indirect Effect 

The total indirect effect is significant. The P value is less than 0.05. 

Total effect: 

 
Original 
sample 
(O)  

Sample 
mean (M)  

Standard deviation 
(STDEV)  

T statistics 
(|O/STDEV|)  

P values  

EP -> EMP  0.661  0.664  0.053  12.515  0.000  

GHRM -> 
EMP  

0.291  0.323  0.068  4.252  0.000  

GHRM -> EP  0.216  0.259  0.078  2.781  0.05  

 

Table 5: Total Effect 

EP → EMP (Environmental Performance → Employee Performance).Original Sample (O) = 0.661 → A 
strong positive relationship between Environmental Performance (EP) and Employee Performance 
(EMP).T-Statistic = 12.515 → A very high t-value, indicating strong statistical significance. P-Value = 0.000 
→ The relationship is highly significant (p < 0.001). 

GHRM → EMP (Green Human Resource Management → Employee Performance) Original Sample (O) = 
0.291 → A moderate positive relationship between GHRM and Employee Performance. T-Statistic = 4.252 
→ A high t-value, indicating significance. P-Value = 0.000 → The effect is highly significant (p < 0.001). 
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GHRM → EP (Green Human Resource Management → Environmental Performance) Original Sample (O) 
= 0.216 → A positive relationship between GHRM and Environmental Performance. T-Statistic = 2.781 → 
A t-value above 1.96, meaning statistical significance. P-Value = 0.005 →The effect is significant (p < 0.01). 

AVERAGE VARIANCE EXTRACTED: 

 Original 
sample (O)  

Sample 
mean (M)  

Standard 
deviation 
(STDEV)  

T statistics 
(|O/STDEV|)  

P values  

EMP  0.537  0.535  0.042  12.711  0.000  

EP  0.590  0.487  0.042  11.750  0.000  

GHRM  0.510  0.491  0.065  7.903  0.000  

 

Table 6: AVE 

All p-values are 0.000, meaning all constructs (EMP, EP, and GHRM) are statistically significant. T-values 
are well above the typical threshold of 1.96 (for 95% confidence), confirming strong significance. 

Threshold: AVE ≥ 0.50 indicates acceptable convergent validity. 

Construct validity- 

 Cronbach's 
alpha  

Composite 
reliability 
(rho_a)  

Composite reliability 
(rho_c)  

Average variance 
extracted (AVE)  

EMP  0.711  0.732  0.822  0.537  

EP  0.794  0.807  0.852  0.590  

GHRM  0.909  0.918  0.923  0.556  

Table 7: Construct Validity 

Discriminant validity: Fornell and Larcker criterion 

According to this criterion, discriminant validity is established if the square root of the Average Variance 
Extracted (AVE) for each construct (diagonal values) is greater than the correlations between constructs 
(off-diagonal values in the corresponding row and column). 

 EMP  EP  GHRM  

EMP  0.733    

EP  0.693  0.700   

GHRM  -0.293  -0.213  0.746  

                           Table 8: Discriminant validity: Fornell and Larcker criterion 
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The diagonal values (bolded) represent the square roots of AVE for each construct. The off-diagonal values 
represent the correlations between constructs. Discriminant validity is achieved when the diagonal values 
are greater than all corresponding off-diagonal values in their row and column. EMP (0.733). The square 
root of AVE (0.733) is greater than its correlations with EP (0.693) and GHRM (-0.293). Partial 
discriminant validity, but the correlation with EP (0.693) is very close to 0.733, which might raise concerns. 
EP (0.700)The square root of AVE (0.700) is greater than its correlation with GHRM (-0.213). However, 
its correlation with EMP (0.693) is very close, which could indicate some overlap. GHRM (0.746)The 
square root of AVE (0.746) is greater than its correlations with both EMP (-0.293) and EP (-0.213). 
Discriminant validity is established for GHRM. 

Finding and Implications: The result of the above theoretical framework is acceptable. The data analysis 
clearly defines that there is a significant relationship between Green Human Resource Management and 
Employee Productivity and Employee productivity plays a mediating role between Green Human Resource 
Management and Employees’ Performance. Banks that integrate Green Human Resource Practices, like 
paperless workflows, energy-efficient office environments, and sustainability-focused training, create a more 
engaged and motivated workforce. Employees working in an environmentally responsible organization 
often feel a sense of purpose, leading to higher job satisfaction and increased productivity. Productivity 
refers to the efficiency of employees in completing their tasks within a given timeframe. Green Human 
Resource Management positively affects productivity by reducing workplace stress (through eco-friendly 
initiatives), fostering innovation, and encouraging employees to be more proactive in their work. As 
productivity improves, employees become more effective in achieving organizational goals, leading to 
enhanced overall performance. When employees are more productive, their performance metrics—such as 
quality of work, efficiency, and job commitment—improve. This means that Green Human Resource 
Management contributes to better employee performance, but this effect is indirect and occurs through the 
increase in productivity. 

Conclusion: The study confirms that Green Human Resource Management has a positive impact on both 
Employee Productivity and Performance. It highlights that environmental initiatives in Human Resource 
Practices can drive sustainable performance improvements. The mediating role of Employee Productivity 
further reinforces the importance of aligning HR policies with sustainability goals. This study highlights the 
significance of Green Human Resource Management practices as an innovative approach to enhancing 
employee performance. The findings confirm that Green Human Resource Management not only directly 
improves employee performance but also positively influences employee productivity, which in turn 
strengthens overall performance outcomes. The mediation role of employee productivity underscores the 
importance of aligning HR strategies with sustainability goals to maximize organizational benefits. 

REFERENCES: 

1. Bebbington, J. (2001). Sustainable development: A review of the international development, 
business and accounting literature. Accounting Forum, 25, 128–157.10.1111/accf.2001.25.issue-2 

2. Beechinor, F. (2007). How to reduce your carbon footprint. People Management, 13, 46–47. 
3. Benz, M., & Frey, B. S. (2007). Corporate governance: What can we learn from public 

governance? Academy of Management Review, 32, 92–104.10.5465/AMR.2007.23463860 
4. Berrone, P., & Gomez-Mejia, L. R. (2009). Environmental performance and executive 

compensation: An integrated agency-institutional perspective. Academy of Management Journal, 52, 
103–126.10.5465/AMJ.2009.36461950 

5. Bohdanowicz, P., Zientara, P., & Novotna, E. (2011). International hotel chains and environmental 
protection: An analysis of Hilton’s we care! programme (Europe, 2006–2008). Journal of Sustainable 



International Journal of Environmental Sciences  
ISSN: 2229-7359 
Vol. 11 No. 2s, 2025 
https://www.theaspd.com/ijes.php 

770 
 

Tourism, 19, 797–816.10.1080/09669582.2010.549566Boiral, O. (2002). Tacit knowledge and 
environmental management. Long Range Planning, 35, 291–317.10.1016/S0024-6301(02)00047-X 

6. Borzykowski, B. (2013). How one company went completely paperless. Retrieved 12 January, 2014 
from   

7. Boselie, P., Paauwe, J., & Jansen, P. (2001). Human resource management and performance: 
lessons from the Netherlands. International journal of human resource management, 12(7), 1107-
1125. 

8. Boselie, P., Paauwe, J., & Jansen, P. G. W. (2001). Human resource management and performance: 
Lessons from the Netherlands. The International Journal of Human Resource Management, 12, 1107–
1125.10.1080/09585190110068331 

9. Casler, A., Gundlach, M. J., Persons, B., & Zivnuska, S. (2010). Sierra Nevada Brewing Company’s 
thirty-year journey toward sustainability. People & Strategy, 33, 44–51. 

10. Cherian, J., & Jacob, J. (2012). A study of Green HR practices and its effective implementation in 
the organization: A review. International Journal of Business and Management, 7, 25–33. 

11. Christmann, P., & Taylor, G. (2002). Globalization and the environment: Strategies for 
international voluntary environmental initiatives. Academy of Management Executive, 16, 121–
135.10.5465/AME.2002.8540373 

12. Collier, J., & Esteban, R. (2007). Corporate social responsibility and employee 
commitment. Business Ethics: A European Review, 16, 19–33.10.1111/beer.2007.16.issue-1 

13. Daily, B. F., Bishop, J. W., & Govindarajulu, N. (2009). Conceptual model for organizational 
citizenship behavior directed toward the environment. Business & Society, 48, 243–256. 

14. Daily, B. F., Bishop, J., & Steiner, R. (2007). The mediating role of EMS teamwork as it pertains to 
HR factors and perceived environmental performance. Journal of Applied Business Research, 23, 95–
109. 

15. Daily, B., & Huang, S. (2001). Achieving sustainability through attention to human resource 
factors in environmental management. International Journal of Operations & Production 
Management, 21, 1539–1552. 

16. Davies, G., & Smith, H. (2007). Natural resources. People Management, 26–31.  
17. Denis, D. J., Hanouna, P., & Sarin, A. (2006). Is there a dark side to incentive 

compensation? Journal of Corporate Finance, 12, 467–488.10.1016/j.jcorpfin.2005.08.006 
18. Dutta, S. (2012). Greening people: A strategic dimension. ZENITH: International Journal of Business 

Economics & Management Research, 2, 143–148. 
19. Epstein, M., & Roy, M. (1997). Using ISO 14000 for improved organizational learning and 

environmental management. Environmental Quality Management, 7, 21–30.10.1002/(ISSN)1520-
6483 

20. Fayyazia, M., Shahbazmoradib, S., Afsharc, Z., & Shahbazmoradic, M.R. (2015). Investigating the 
barriers of the green human resource management implementation in oil industry, Management 
Science Letters, 5, 101–108. 

21. Fernández, E., Junquera, B., & Ordiz, M. (2003). Organizational culture and human resources in 
the environmental issue: A review of the literature. The International Journal of Human Resource 
Management, 14, 634–656.10.1080/0958519032000057628 

22. Florida, R., & Davison, D. (2001). Gaining from Green Management: Environmental management 
systems inside and outside the factory. California Management Review, 43, 64–84.10.2307/41166089 

23. Forman, M., & Jorgensen, S. (2001). The social shaping of participation of employees in 
environmental work within enterprises—Experiences from a Danish context. Technology Analysis & 
Strategic Management, 13, 71–90. 



International Journal of Environmental Sciences  
ISSN: 2229-7359 
Vol. 11 No. 2s, 2025 
https://www.theaspd.com/ijes.php 

771 
 

24. Glavas, A., Senge, P., & Cooperrider, D. L. (2010). Building a Green City on a Blue Lake—A model 
for building a local sustainable economy. People & Strategy, 33, 26–33. 

25. González-Benito, J., & González-Benito, O. (2006). A review of determinant factors of 
environmental proactivity. Business Strategy and the Environment, 15, 87–102.10.1002/(ISSN)1099-
0836 

26. Govindarajulu, N., & Daily, B. F. (2004). Motivating employees for environmental 
improvement. Industrial Management & Data Systems, 104, 364–372.10.1108/02635570410530775 

27. Grolleau, G., Mzoughi, N., & Pekovic, S. (2012). Green not (only) for profit: An empirical 
examination of the effect of environmental-related standards on employees recruitment. Resource 
and Energy Economics, 34, 74–92.10.1016/j.reseneeco.2011.10.002 

28. Gupta, A. (2008). Earth on fire: Implications for corporate responsibility. American Journal of 
Business, 23, 3–4. 

29. Haden, S. S. P., Oyler, J. D., & Humphrey, J. H. (2009). Historical, practical, and theoretical 
perspectives on green management. An Exploratory Analysis Management Decision, 47, 1041–1055. 

30. Haden, S. S. P., Oyler, J. D., & Humphreys, J. H. (2009). Historical, practical, and theoretical 
perspectives on green management: An exploratory analysis. Management Decision, 47(7), 1041-
1055. 

31. Harmon, J., Fairfield, K. D., & Wirtenberg, J. (2010). Missing an opportunity: HR leadership and 
sustainability. People & Strategy, 33, 16–21. 

32. Hart, S. (1997). Beyond greening: Strategies for a sustainable world. Harvard Business Review, 75, 
66–76. 

33. Hersey, K. (1998). A close look at ISO 14000. Professional Safety, 43, 26–29. 
34. Holtom, B. C., Mitchell, T. R., Lee, T. W., & Eberly, M. B. (2008). 5 Turnover and retention 

research: A glance at the past, a closer review of the present, and a venture into the future. The 
Academy of Management Annals, 2, 231–274.10.1080/19416520802211552 

35. Huang, T. C. (2001). The relation of training practices and organizational performance in small 
and medium size enterprises. Education+ Training. 

36. Huselid, M. (1995). The impact of human resource management practices on turnover, 
productivity, and corporate financial performance. Academy of Management Journal, 38, 635–
672.10.2307/256741 

37. Iraldo, F., Testa, F., & Frey, M. (2009). Is an environmental management system able to influence 
environmental and competitive performance? The case of the eco-management and audit scheme 
(EMAS) in the European Union. Journal of Cleaner Production, 17, 1444–
1452.10.1016/j.jclepro.2009.05.013 

38. Jabbour, C. J. C., Santos, F. C. A., & Nagano, M. S. (2010). Contributions of HRM throughout 
the stages of environmental management: Methodological triangulation applied to companies in 
Brazil. The International Journal of Human Resource Management, 21, 1049–
1089.10.1080/09585191003783512 

39. Jabbour, C. J., Jabbour, L. S., Govindan, K., Teixeira, A. A., & Freitas, W. R. (2013). 
Environmental management and operational performance in automotive companies in Brazil: The 
role of human resource management and lean manufacturing. Journal of Cleaner Production, 47, 
129–140.10.1016/j.jclepro.2012.07.010 

40. Jackson, S., Renwick, D., Jabbour, C. J. C., & Muller-Camen, M. (2011). State-of-the-art and future 
directions for Green Human Resource Management. Zeitschrift für Personalforschung: German Journal 
of Research in Human Resource Management, 25, 99–116. 



International Journal of Environmental Sciences  
ISSN: 2229-7359 
Vol. 11 No. 2s, 2025 
https://www.theaspd.com/ijes.php 

772 
 

41. Kee-hung, L., Cheng, T., & Tang, A. (2010). Green retailing: Factors for success’. California 
Management Review, 52, 6–31. 

42. Kitazawa, S., & Sarkis, J. (2000). The relationship between ISO 14001 and continuous source 
reduction programs. International Journal of Operations and Production Management, 20, 225–
248.10.1108/01443570010304279 

43. Lado, A. A., & Wilson, M. C. (1994). Human resource systems and sustained competitive 
advantage: A competency based perspective. Academy of Management Review, 19, 699–727. 

44. Liebowitz, J. (2010). The role of HR in achieving a sustainability culture. Journal of sustainable 
development, 3, 50–57. 

45. Lin, B., Jones, C., & Hsieh, C. (2001). Environmental practices and assessment: A process 
perspective. Industrial Management & Data Systems, 101, 71–80. 

46. Mampra, M. (2013, January 6–9). Green HRM: Does it help to build a competitive service sector? A 
study. In Proceedings of tenth AIMS International Conference on Management (pp. 1273–1281).  

47. Mandip, G. (2012). Green HRM: People management commitment to environmental 
sustainability. Research Journal of Recent Sciences, 1, 244–252. 

48. Marcus, A., & Fremeth, A. (2009). Green management matters regardless. Academy of Management 
Perspectives, 23, 17–26. 

49. Marhatta, S., & Adhikari, S. (2013). Green HRM and sustainability. International eJournal Of 
Ongoing Research in Management & IT.  

50. Massoud, J. A., Daily, B. F., & Bishop, J. W. (2008). Reward for environmental performance: 
Using the Scanlon Plan as catalyst to green organisations. International Journal of Environment, 
Workplace and Employment, 4, 15–31.10.1504/IJEWE.2008.022255 

51. Mathapati, C. M. (2013). Green HRM: A strategic facet. Tactful Management Research Journal, 2(2), 
1–6. 

52. May, D. R., & Flannery, B. L. (1995). Cutting waste with employee involvement teams. Business 
Horizons, 38, 28–38.10.1016/0007-6813(95)90033-0 

53. McDonagh, P., & Prothero, A. (1997). Green management: A reader. London: Dryden Press. 
54. Molina-Azorín, J. F., Claver-Cortés, E., Pereira-Moliner, J., & Tarí, J. J. (2009). Environmental 

practices and firm performance: An empirical analysis in the Spanish hotel industry. Journal of 
Cleaner Production, 17, 516–524.10.1016/j.jclepro.2008.09.001 

55. Murari, K., & Bhandari, M. (2011). Green HR: Going green with pride. Journal of Social Welfare and 
Management, 3, 107–110. 

56. Murari, K., & Bhandari, M. (2011). Green HR: Going green with pride. Journal of Social Welfare 
& Management, 3(3-4), 35-38. 

57. Muster, V., & Schrader, U. (2011). Green work-life balance: A new perspective for Green 
HRM. Zeitschrift Fur Personalforschung, 25, 140–156. 

58. Opatha, H. H., & Arulrajah, A. A. (2014). Green Human Resource Management: Simplified 
general reflections. International Business Research, 7, 101–112. 

59. Owen, D. (1992). Green reporting: Accountancy and the challenge of the nineties. London: Chapman 
Hall. 

60. Peattie, K. (1992). Green Marketing. London: Pitman. 
61. Phillips, L. (2007). Go green to gain the edge over rivals. People Management, 13, 9. 
62. Pillai, R., & Sivathanu, B. (2014). Green Human Resource Management. Zenith International Journal 

of Multidisciplinary Research, 4, 72–82. Retrieved 5 November, 2014.  



International Journal of Environmental Sciences  
ISSN: 2229-7359 
Vol. 11 No. 2s, 2025 
https://www.theaspd.com/ijes.php 

773 
 

63. Ramus, C. A. (2001). Organisational support for employees: Encouraging creative ideas for 
environmental sustainability. California Management Review, 43, 85–105. 

64. Ramus, C. A. (2002). Encouraging innovative environmental actions: What companies and 
managers must do. Journal of World Business, 37, 151–164.10.1016/S1090-9516(02)00074-3 

65. Renwick, D. (2008). Green HRM: A review, process model, and research agenda ( Discussion Paper 
Series). The University of Sheffield. 

66. Renwick, D. W.S., Redman, T., & Maguire, S. (2013). Green Human Resource Management: A 
review and research agenda. International Journal of Management Reviews, 15(1), 1–
14.10.1111/ijmr.2013.15.issue-1 

67. 62.Renwick, D., Redman, T., & Maguire, S. (2008). Green HRM: A review, process model, and 
research a agenda. University of Sheffield Management School Discussion Paper, 1, 1-46. 

68. 63.Rothenberg, S. (2003). Knowledge content and worker participation in 
environmentalmanagement at NUMMI. Journal of Management Studies, 40, 1783-1802. 

69. Sathyapriya, J., Kanimozhi, R., & Adhilakshmi, V. (2014). Green HRM-Delivering high 
performance HR systems. International Journal of Scientific Research, 3, 31–34. 

70. Shaikh, M. (2010). Green HRM: A requirement of 21st century. Journal of Research in Commerce and 
Management, 1, 122–127. 

71. Sharfman, M. P., & Fernando, C. S. (2008). Environmental risk management and the cost of 
capital. Strategic Management Journal, 29, 569–592.10.1002/(ISSN)1097-0266 

72. Shrivastava, P., & Berger, S. (2010). Sustainability principles: A review and directions. Organization 
Management Journal, 7, 246–261.10.1057/omj.2010.35 

73. Simms, J. (2007). Direct action. People Management, 36–39. CIPD.   
74. Stringer, L. (2009). The Green workplace. Sustainable strategies that benefit employees, the environment, 

and the bottom line. New York, NY: Macmillan. 
75. Ulrich, D., Brockbank, W., & Johnson, D. (2009). The role of strategy architect in the strategic HR 

organization. People and Strategy, 32, 24–31. 
76. Unnikrishnan, S., & Hegde, D. S. (2007). Environmental training and cleaner production in 

Indian industry—A micro-level study. Resources Conservation and Recycling, 50, 427–
441.10.1016/j.resconrec.2006.07.003 

77. Victor, D. G. (2001). The collapse of the Kyoto Protocol and the struggle to slow global warming. 
Princeton, NJ: Princeton University Press. 

78. Wee, Y. S., & Quazi, H. A. (2005). Development and validation of critical factors of environmental 
management. Industrial Management & Data Systems, 105, 96–114. 

79. Wehrmeyer, W. (1996). Greening people: Human resources and environmental management. Sheffield: 
Greenleaf. 

80. Wirtenberg, J., Harmon, K. D., Russell, W. G., & Fairfield, K. D. (2007). HR’s role in building a 
sustainable enterprise. Human Resource Planning, 30, 10–20. 

81. Yang, C., Lin, S., Chan, Y., & Sheu, C. (2010). Mediated effect of environmental management on 
manufacturing competitiveness: An empirical study. International Journal of Production 
Economics, 123, 210–220.10.1016/j.ijpe.2009.08.017 

82. Yusliza, M. Y., Ramayah, T., & Othman, N-Z. (2015). While examining adoption factors, HR role 
and attitude towards using e-HRM is the start-of in determining the successfulness of green 
HRM? Journal of Advanced Management Science, 3, 337–343   

83. Zoogah, D. (2011). The dynamics of Green HRM behaviors: A cognitive social information 
processing approach. Zeitschrift fur Personalforschung, 25, 117–139. 


