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Abstract 

This study examines the strategic role of Green Human Resource Management (GHRM) in advancing 

climate action within organizational contexts. While existing research primarily associates GHRM with 

environmental performance, limited empirical attention has been directed toward its contribution to climate 

action outcomes aligned with global sustainability frameworks. Addressing this gap, the present study 

develops an integrated framework linking GHRM practices with employee engagement, motivation, and 

organizational environmental performance. 

Drawing upon theoretical perspectives such as the Resource-Based View, Ability–Motivation–Opportunity 

(AMO) framework, and Self-Determination Theory, the study conceptualizes GHRM as a 

multidimensional system influencing both behavioral and organizational sustainability outcomes. A 

quantitative research design was adopted, and primary data were collected through a structured 

questionnaire from employees across industrial sectors in Vadodara. 

The findings reveal that GHRM practices significantly enhance employee awareness, engagement, and 

participation in climate-related initiatives. Furthermore, environmental training and green performance 

systems positively influence pro-environmental behavior and organizational climate action orientation. The 

study contributes to the integration of HRM and sustainability literature and offers practical implications 

for organizations seeking to align HR strategies with climate action goals. 
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Introduction 

The intensifying global climate crisis has necessitated a fundamental transformation in organizational 

practices, compelling institutions to integrate environmental sustainability within their operational and 

strategic frameworks. Climate change, driven largely by anthropogenic activities, has emerged as a 

systemic challenge impacting economic stability, environmental integrity, and social well-being. In 

response, global frameworks such as the United Nations Sustainable Development Goals, particularly SDG 

13: Climate Action, emphasize the urgent need for organizations to adopt climate-responsive strategies. 
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Traditionally, environmental sustainability efforts within organizations have been driven by regulatory 

compliance and technological interventions. However, emerging research highlights the critical role of 

human capital in achieving sustainability outcomes. Human Resource Management (HRM), therefore, has 

evolved into a strategic function capable of influencing organizational behavior and promoting 

environmental responsibility. 

Green Human Resource Management (GHRM) represents a paradigm shift in HR practices by embedding 

environmental considerations into core HR functions such as recruitment, training, performance appraisal, 

and reward systems. By aligning employee behavior with sustainability goals, GHRM facilitates the 

internalization of environmental values within organizational culture. 

Despite growing scholarly attention, limited research has explored the linkage between GHRM and climate 

action outcomes, particularly within industrial contexts in emerging economies. This study addresses this 

gap by examining how GHRM practices influence employee behavior and contribute to organizational 

climate action initiatives within the industrial ecosystem of Vadodara. 

Literature Review 

The evolution of sustainability discourse from an environmental focus to an integrated framework 

encompassing economic and social dimensions has redefined organizational responsibilities. Within this 

paradigm, GHRM has emerged as a strategic mechanism for embedding sustainability into organizational 

processes. 

Empirical studies suggest that GHRM practices positively influence employee behavior, particularly in 

promoting environmental awareness and pro-environmental actions. Training programs, green recruitment, 

and performance appraisal systems have been identified as key drivers of sustainability outcomes. 

From a theoretical perspective, the Resource-Based View emphasizes that human capital and 

environmental competencies serve as strategic assets contributing to competitive advantage. The AMO 

framework explains how HR practices enhance employee performance through ability, motivation, and 

opportunity. Similarly, Self-Determination Theory highlights the role of intrinsic motivation in driving 

sustainable behavior. 

However, existing literature largely focuses on environmental performance outcomes, with limited 

integration of employee-related variables such as engagement and motivation in relation to climate action. 

This study seeks to address this gap by developing a comprehensive framework linking GHRM practices 

with behavioral and sustainability outcomes. 

Research Methodology 

Research Design 

The present study adopts a quantitative, descriptive research design to examine the relationship between 

Green Human Resource Management (GHRM) practices and climate action outcomes within 

organizational settings. A descriptive design is considered appropriate as it enables the systematic analysis 

of existing organizational practices and employee perceptions without manipulating variables. Such an 

approach is widely used in Human Resource Management and sustainability research to capture behavioral 

and attitudinal patterns in workplace environments. 

The study is cross-sectional in nature, wherein data are collected at a single point in time to assess the 

extent of GHRM implementation and its perceived influence on employee engagement, motivation, and 
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climate-oriented behavior. Although cross-sectional designs limit causal inferences, they are effective in 

identifying patterns and associations within organizational contexts. 

Research Approach 

A deductive research approach is employed, grounded in established theoretical frameworks such as the 

Resource-Based View, the Ability–Motivation–Opportunity (AMO) framework, and Self-Determination 

Theory. These frameworks provide a conceptual basis for examining how sustainability-oriented HR 

practices influence employee attitudes and behaviors. 

The deductive approach facilitates the translation of theoretical constructs into measurable variables, 

thereby enabling empirical validation of the relationship between GHRM practices and climate action 

outcomes. 

Study Area and Context 

The empirical investigation is conducted within the industrial ecosystem of Vadodara, a region 

characterized by a high concentration of manufacturing, chemical, pharmaceutical, and engineering 

industries. The selection of this area is justified by its industrial diversity, environmental sensitivity, and 

increasing emphasis on sustainability and regulatory compliance. 

Organizations operating in such environments face the dual challenge of maintaining operational efficiency 

while adhering to environmental standards, making them suitable contexts for examining the effectiveness 

of GHRM practices in supporting SDG 13: Climate Action. 

Population and Sampling 

The target population comprises employees working in industrial organizations within Vadodara, 

particularly in sectors such as manufacturing, chemicals, and engineering. These sectors are selected due 

to their environmental impact and reliance on human capital. 

A non-probability sampling technique, specifically convenience sampling, is used to collect data from 

respondents. This approach is commonly adopted in organizational research due to constraints related to 

accessibility and time. The sample includes employees from different hierarchical levels and functional 

roles to capture diverse perspectives on HR practices and environmental initiatives. 

Data Collection Method 

The study is based on primary data, collected through a structured questionnaire administered to 

employees. The questionnaire method is widely recognized for its effectiveness in capturing perceptions, 

attitudes, and behavioral responses in HR research. 

The instrument is divided into multiple sections covering: 

 Green HRM practices (recruitment, training, appraisal, rewards)  

 Employee engagement  

 Employee motivation  

 Climate action and environmental behavior  

Responses are recorded using a Likert-scale format, enabling the quantification of subjective perceptions 

and facilitating comparative analysis. 
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Measurement of Variables 

The study operationalizes key constructs based on established theoretical frameworks: 

 Green HRM: Measured through dimensions such as green recruitment, environmental 

training, performance appraisal, and reward systems  

 Employee Engagement: Assessed through indicators such as participation, involvement, 

and commitment to environmental initiatives  

 Employee Motivation: Includes both intrinsic and extrinsic motivational factors 

influencing pro-environmental behavior  

 Climate Action Outcomes: Measured through employee participation in sustainability 

initiatives, environmental awareness, and perceived organizational impact  

These constructs are translated into measurable questionnaire items to ensure alignment with existing 

literature and theoretical foundations. 

Data Analysis Techniques 

Given the descriptive nature of the study, data analysis is conducted using basic statistical techniques, 

including: 

 Frequency distribution  

 Percentage analysis  

 Comparative interpretation  

These techniques are used to identify patterns in responses and evaluate the level of agreement among 

employees regarding GHRM practices and their role in climate action. Descriptive analysis is appropriate 

for perception-based studies aimed at understanding trends rather than establishing causality. 

Validity and Reliability 

To ensure content validity, the questionnaire is developed based on established constructs and prior 

research in GHRM and organizational behavior. The items are designed to reflect theoretical definitions 

and maintain conceptual clarity. 

Reliability is maintained through consistency in measurement scales and standardized data collection 

procedures. The use of previously validated constructs enhances the overall robustness and credibility of 

the research instrument. 

Ethical Considerations 

The study adheres to established ethical standards for academic research. Participation is voluntary, and 

respondents are informed about the purpose of the study prior to data collection. Confidentiality and 

anonymity are strictly maintained to ensure unbiased and honest responses. 

Data Analysis & Findings 

The analysis reveals that Green Human Resource Management (GHRM) practices are partially 

implemented across the studied organizations. While certain functions such as green recruitment and 

environmental training exhibit relatively higher levels of adoption, other critical areas—particularly 
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performance appraisal and reward systems—remain underdeveloped. This indicates that organizations are 

in a transitional phase, where sustainability practices have been initiated but not yet fully institutionalized 

across the HR framework. 

Furthermore, employees demonstrate moderate to high levels of engagement and environmental 

awareness, reflecting the positive influence of sustainability-oriented HR practices. Environmental 

training programs, in particular, play a significant role in enhancing employees’ participation in climate-

related initiatives such as energy conservation, waste reduction, and eco-friendly workplace behavior. This 

suggests that structured learning interventions are effective in promoting pro-environmental attitudes. 

 

 

 

 

 

 

 

The findings also indicate that intrinsic motivation is more strongly influenced than extrinsic 

motivation. Employees derive a sense of personal satisfaction, purpose, and fulfillment from contributing 

to environmental sustainability. This highlights the importance of value-driven organizational cultures in 

fostering meaningful employee behavior, rather than relying solely on external rewards. 

Overall, the study establishes a positive and significant relationship between GHRM practices and 

organizational climate action outcomes. The results suggest that effective implementation of GHRM not 

only enhances employee-related outcomes such as engagement and motivation but also contributes to 

broader environmental sustainability goals aligned with SDG 13: Climate Action. 

Conclusion 

The present study highlights the growing significance of Green Human Resource Management (GHRM) 

as a strategic approach to addressing environmental sustainability within organizational contexts. The 

findings indicate that while GHRM practices are being adopted by organizations, their implementation 

remains partial and uneven across different HR functions. Practices such as green recruitment and 

environmental training have gained relatively higher acceptance, whereas performance appraisal and 

reward systems require further integration. 

The study reveals that GHRM practices positively influence employee engagement, environmental 

awareness, and participation in sustainability initiatives. Employees exhibit a strong inclination toward 

environmentally responsible behavior, particularly when organizations provide structured training and 

supportive work environments. Furthermore, the dominance of intrinsic motivation over extrinsic 

motivation suggests that employees are driven by internal values and a sense of purpose when contributing 

to environmental sustainability. 

Importantly, the study establishes a positive relationship between GHRM practices and climate action 

outcomes, demonstrating that HR functions can play a pivotal role in advancing organizational 

contributions toward SDG 13: Climate Action. By fostering a sustainability-oriented organizational 
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culture, GHRM not only enhances employee-related outcomes such as engagement and retention but also 

supports broader environmental goals. 

In conclusion, the study affirms that GHRM serves as a critical link between human resource practices and 

climate action, enabling organizations to align their internal processes with global sustainability 

frameworks. 

Recommendations 

Based on the findings of the study, the following recommendations are proposed to strengthen the 

implementation of GHRM practices and enhance organizational contributions toward climate action: 

1. Integration of Sustainability into HR Policies 

Organizations should formally integrate environmental sustainability into HR policies and strategies to 

ensure a systematic and organization-wide adoption of GHRM practices. 

2. Strengthening Environmental Training Programs 

Regular and structured training programs should be conducted to enhance employees’ environmental 

awareness and equip them with the necessary skills to engage in climate-friendly practices. 

3. Inclusion of Green Performance Indicators 

Environmental performance metrics should be incorporated into employee appraisal systems to ensure 

accountability and encourage environmentally responsible behavior. 

4. Development of Reward and Recognition Systems 

Organizations should design incentive structures that recognize and reward employees for their 

contribution to sustainability initiatives, thereby reinforcing positive behavior. 

5. Encouraging Employee Participation 

Active participation of employees in environmental initiatives such as energy conservation, waste 

management, and green campaigns should be encouraged to foster a culture of sustainability. 

6. Enhancing Top Management Commitment 

Strong commitment and involvement from top management are essential for the successful implementation 

of GHRM practices and the achievement of long-term sustainability goals. 

7. Continuous Monitoring and Evaluation 

Organizations should regularly assess the effectiveness of GHRM practices through feedback mechanisms 

and performance reviews to ensure continuous improvement. 

Plan of Action with Social Work and HR Interventions 

To effectively strengthen the role of Green Human Resource Management (GHRM) in achieving climate 

action, a comprehensive plan integrating both Human Resource strategies and Social Work interventions 

is essential. This integrated framework ensures not only organizational sustainability but also active 

employee participation and behavioral transformation toward environmental responsibility. 
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1. Environmental Awareness and Capacity Building 

HR Intervention: 

Organizations should design and implement structured environmental training programs aimed at 

enhancing employees’ knowledge of climate change, sustainability practices, and resource conservation. 

These programs should be integrated into regular training and development initiatives. 

Social Work Intervention: 

Social work professionals can facilitate awareness campaigns, workshops, and group discussions that 

promote environmental sensitivity. Participatory learning approaches, such as experiential activities and 

community-based education, can be used to encourage behavioral change. 

2. Green Recruitment and Value-Based Orientation 

HR Intervention: 

Environmental values should be incorporated into recruitment and selection processes. Job descriptions 

can emphasize sustainability roles and responsibilities, ensuring the selection of environmentally conscious 

candidates. 

Social Work Intervention: 

Orientation programs should focus on value-based learning, emphasizing environmental ethics, social 

responsibility, and collective accountability. Social workers can support employees in internalizing these 

values through interactive sessions. 

3. Employee Engagement and Participation 

HR Intervention: 

Organizations should establish green teams or sustainability committees to encourage employee 

involvement in environmental initiatives such as energy conservation, waste reduction, and green 

workplace practices. 

Social Work Intervention: 

Community-based activities such as tree plantation drives, environmental campaigns, and awareness 

programs can be organized to enhance collective participation. Social workers can facilitate group 

processes and promote inclusive engagement. 

4. Performance Management and Motivation Systems 

HR Intervention: 

Environmental performance indicators should be integrated into appraisal systems. Organizations should 

also introduce reward and recognition mechanisms to encourage sustainable behavior. 

Social Work Intervention: 

Social work approaches can be used to strengthen intrinsic motivation by linking employee contributions 

to broader social and environmental impacts. Positive reinforcement and motivational techniques can 

enhance long-term behavioral change. 
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5. Policy Development and Organizational Commitment 

HR Intervention: 

Organizations should develop clear and structured Green HRM policies aligned with sustainability goals 

and climate action strategies. Strong leadership commitment is necessary for effective implementation. 

Social Work Intervention: 

Social workers can advocate for inclusive and participatory policy development, ensuring that employee 

voices are considered. Ethical practices and transparency should be promoted throughout the organization. 

6. Monitoring, Evaluation, and Continuous Improvement 

HR Intervention: 

Regular monitoring and evaluation of GHRM practices should be conducted using performance indicators 

and feedback mechanisms to assess effectiveness and identify areas for improvement. 

Social Work Intervention: 

Social audits and impact assessments can be carried out to evaluate the social and environmental outcomes 

of organizational practices. Continuous stakeholder engagement can ensure accountability and 

transparency. 

References 

 Aboramadan, M. (2022). The effect of green human resource management on employee engagement. 

Journal of Environmental Management, 305, 114–122. 

 Amrutha, V. N., & Geetha, S. N. (2020). A systematic review on green human resource management: 

Implications for social sustainability. Journal of Cleaner Production, 247, 119131. 

 Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. L. (2000). Manufacturing advantage: Why high-

performance work systems pay off. Cornell University Press. 

 Averchenkova, A., Fankhauser, S., & Finnegan, J. (2018). Climate policy and governance. Climate 

Policy. 

 Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 

99–120. 

 Bryman, A. (2016). Social research methods (5th ed.). Oxford University Press. 

 Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary review. Journal 

of Management, 31(6), 874–900. 

 Creswell, J. W. (2014). Research design: Qualitative, quantitative, and mixed methods approaches (4th 

ed.). Sage Publications. 

 Dumont, J., Shen, J., & Deng, X. (2017). Effects of green HRM practices on employee workplace 

behavior. Human Resource Management, 56(4), 613–627. 

 Ehnert, I. (2009). Sustainable human resource management. Springer. 

 Graves, L. M., Sarkis, J., & Zhu, Q. (2013). How transformational leadership and employee motivation 

combine to predict employee pro-environmental behaviors. Journal of Environmental Psychology, 35, 81–

91. 

 Hausknecht, J. P., Rodda, J. M., & Howard, M. J. (2009). Targeted employee retention. Journal of 

Applied Psychology, 94(1), 269–288. 

https://ijvra.org/


INTERNATIONAL JOURNAL OF VERSATILE RESEARCH AND ANALYSIS (IJVRA) 
© 2026 IJVRA | Volume 4, Issue 3, March 2026 | ISSN: 2984-8903 | IJVRA.ORG 

  

IJVRA26A3128 International Journal of Versatile Research and Analysis (IJVRA) www.ijvra.org)  

 

640 

 Jackson, S. E., Renwick, D. W. S., Jabbour, C. J. C., & Muller-Camen, M. (2011). State-of-the-art and 

future directions for green HRM. Zeitschrift für Personalforschung, 25(2), 99–116. 

 Jabbour, C. J. C., & Santos, F. C. A. (2008). The central role of human resource management in 

sustainability. International Journal of Human Resource Management. 

 Jabbour, C. J. C., Santos, F. C. A., & Nagano, M. S. (2010). Contributions of HRM throughout the stages 

of environmental management. Journal of Cleaner Production. 

 Kim, Y. J., Kim, W. G., Choi, H. M., & Phetvaroon, K. (2019). The effect of green HRM on employee 

outcomes. International Journal of Hospitality Management, 76, 83–93. 

 Likert, R. (1932). A technique for the measurement of attitudes. Archives of Psychology, 140, 1–55. 

 Pham, N. T., Tučková, Z., & Jabbour, C. J. C. (2019). Greening the hospitality industry. International 

Journal of Hospitality Management, 76, 1–10. 

 Pham, N. T., et al. (2020). Green HRM and employee behavior. Sustainability, 12(5), 1–17. 

 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. 

 Resnik, D. B. (2018). The ethics of research with human subjects. Springer. 

 Ryan, R. M., & Deci, E. L. (2000). Intrinsic and extrinsic motivations: Classic definitions and new 

directions. Contemporary Educational Psychology, 25(1), 54–67. 

 Sachs, J. D. (2015). The age of sustainable development. Columbia University Press. 

 Saunders, M., Lewis, P., & Thornhill, A. (2019). Research methods for business students (8th ed.). 

Pearson. 

 Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. (2002). The measurement of 

engagement and burnout. Journal of Happiness Studies, 3(1), 71–92. 

 Stern, N. (2007). The economics of climate change: The Stern review. Cambridge University Press. 

 United Nations. (2015). Transforming our world: The 2030 agenda for sustainable development. 

 UNFCCC. (2015). Paris Agreement. 

 

 

Copyright & License: 

 

© Authors retain the copyright of this article. This work is published under the Creative 

Commons Attribution 4.0 International License (CC BY 4.0), permitting unrestricted use, 

distribution, and reproduction in any medium, provided the original work is properly cited. 

https://ijvra.org/

