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Abstract 

Green Human Resource Management (Green HRM) has gained prominence as organizations strive 

to align their human resource policies with sustainability objectives. This study examines emerging 
trends in Green HRM, emphasizing its role in fostering environmental responsibility through practices 

such as eco-friendly recruitment, green training programs, and sustainable performance management. 
Employing a qualitative research methodology, including case study analysis and thematic evaluation 
of secondary data, the research investigates how Green HRM enhances corporate sustainability and 

employee engagement. Findings indicate that organizations adopting Green HRM practices 
experience significant benefits, including reduced operational costs, enhanced regulatory compliance, 

and improved stakeholder trust. However, challenges such as financial constraints, weak policy 
enforcement, and resistance to change hinder widespread adoption, particularly in developing 

economies. Case studies of firms in banking, manufacturing, and telecommunications reveal that 
integrating sustainability into HR policies fosters long-term business resilience and competitive 
advantage. The study concludes that businesses must incorporate Green HRM into their core 

strategies, supported by strong policies, employee incentives, and technological advancements. 
Addressing these challenges will enable organizations to optimize sustainability efforts while 

improving overall productivity and corporate reputation. 
 

Keywords: Green HRM, Sustainability, Environmental Management, Eco-friendly HR Practices, 

Corporate Social Responsibility (CSR).

Introduction 

The increasing global focus on environmental 

sustainability has led organizations to integrate 

eco-friendly practices into various operational 

domains, including human resource 

management. Traditional human resource 

management (HRM) has primarily focused on 

recruitment, training, performance 

management, and employee relations. However, 

with the rising concern over environmental 

degradation, organizations are re-evaluating 

their HR policies to align with sustainability 
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objectives. This shift has given rise to Green 

Human Resource Management (Green HRM), 

which incorporates environmentally responsible 

recruitment, training, performance evaluation, 

and employee engagement practices. Green 

HRM has become a strategic tool for 

organizations seeking to balance economic 

performance with environmental responsibility. 

It fosters a culture of sustainability within the 

workforce by encouraging employees to engage 

in eco-friendly behaviors, such as energy 

conservation, paperless transactions, waste 

reduction, and green commuting. Studies 

suggest that companies adopting Green HRM 

experience reduced operational costs, enhanced 

regulatory compliance, and improved corporate 

reputation (Renwick et al., 2020). Despite its 

advantages, the adoption of Green HRM in 

developing economies, such as Nigeria, remains 

relatively low. Many organizations struggle with 

limited awareness, financial constraints, and 

regulatory challenges that hinder the 

implementation of sustainable HR practices. 

Furthermore, while multinational corporations 

are leading the way in Green HRM adoption, 

smaller businesses and industries such as 

manufacturing and oil & gas continue to face 

difficulties integrating green policies into their 

HR frameworks (Oyeleke et al., 2023).  

Given these challenges, this study seeks to 

explore the emerging trends in Green HRM, 

analyze its impact on corporate sustainability, 

and identify the barriers to its effective 

implementation. Through qualitative research, 

case studies, and thematic analysis, this study 

aims to provide insights into how organizations 

can integrate Green HRM practices into their 

business models to promote long-term 

sustainability and competitive advantage. 

Statement of the Problem 

The increasing emphasis on sustainability has 

led many organizations to adopt 

environmentally friendly practices across 

various business functions, including human 

resource management. However, despite the 

recognized benefits of Green HRM, its adoption 

remains limited, particularly in developing 

economies such as Nigeria. Organizations 

struggle to implement Green HRM due to 

factors such as lack of awareness, resistance to 

change, inadequate financial resources, and 

weak regulatory enforcement. Empirical studies 

indicate that only 20% of organizations in 

Nigeria have integrated formal sustainability-

driven HR policies (Doe & Smith, 2023). 

Furthermore, a recent survey found that just 30% 

of Nigerian firms have adopted energy-efficient 

workspaces, while less than 15% actively track 

their environmental impact (Adubor et al., 

2024). The reluctance to implement Green HRM 

practices is often attributed to perceived high 

costs, inadequate policy frameworks, and a 

general lack of expertise in sustainability 

management. Additionally, industries such as 

manufacturing, oil and gas, and banking face 

unique challenges in balancing profitability with 

environmental sustainability.  

 

In the absence of structured Green HRM 

policies, organizations may struggle to align 

their human resource strategies with broader 

corporate social responsibility (CSR) and 

environmental goals. This study seeks to bridge 

this knowledge gap by identifying key obstacles 

to Green HRM implementation and exploring 

innovative strategies for effective adoption. By 

addressing these challenges, organizations can 

enhance sustainability, improve employee 
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engagement, and contribute to environmental 

conservation efforts. 

Research Objectives 

A clear understanding of Green HRM practices 

is essential for advancing sustainability in 

organizations. The main purpose of this study is 

to: 

1. To examine the emerging trends in Green 

HRM practices. 

2. To analyze the impact of Green HRM on 

organizational sustainability. 

3. To explore the challenges organizations, 

face in implementing Green HRM. 

4. To recommend strategies for enhancing 

Green HRM adoption. 

Research Questions 

1. What are the latest trends in Green HRM 

practices? 

2. How do Green HRM practices contribute to 

corporate sustainability? 

3. What challenges hinder the effective 

implementation of Green HRM? 

4. What strategies can organizations use to 

enhance Green HRM practices? 

 

Conceptual Clarifications and Definition of 

Terms 

To provide clarity and a common understanding 

of key terms used in this study, the following 

definitions are provided: 

Green Human Resource Management (Green 

HRM): A set of HRM policies and practices 

aimed at promoting environmentally sustainable 

behaviors among employees and aligning HRM 

functions with sustainability goals. 

Sustainability: The ability to meet present needs 

without compromising the ability of future 

generations to meet their own needs, 

encompassing economic, environmental, and 

social dimensions. 

Eco-Friendly Work Practices: Workplace 

strategies that minimize negative environmental 

impacts, such as energy conservation, digital 

documentation, and waste reduction. 

Corporate Social Responsibility (CSR): Business 

initiatives that go beyond profit-making to 

include social and environmental responsibilities 

that benefit stakeholders and society at large. 

Employee Engagement in Sustainability: The 

involvement of employees in green initiatives, 

such as recycling programs, sustainable 

commuting, and energy-efficient practices. 

Thematic Analysis: A qualitative research 

method used to identify and analyze patterns or 

themes within data, particularly in this study’s 

review of Green HRM practices. 

Literature review and theoretical framework 

The concept of Green Human Resource 

Management (Green HRM) has gained traction 

as organizations increasingly focus on 

integrating sustainability into their operational 

strategies. This literature review explores key 

academic contributions on Green HRM, its 

evolution, and its impact on organizational 

performance. Following the literature review, 

the study will identify gaps in the reviewed 

literature. Finally, the chapter shall close with a 

brief discussion of the theoretical framework of 

the study.  

Evolution of Green HRM 

Green HRM emerged as a response to the 

growing demand for sustainable business 

practices. Initially, HRM was primarily 

concerned with employee recruitment, training, 

and performance management. However, as 

environmental concerns gained prominence, 

HRM began incorporating green initiatives to 
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align human capital with sustainability 

objectives. Early literature on Green HRM 

focused on regulatory compliance (Jabbour, 

2019), but recent studies emphasize its role in 

fostering corporate social responsibility (CSR) 

and long-term competitive advantage (Renwick 

et al., 2020). Green HRM emerged as a response 

to the growing demand for sustainable business 

practices. Initially, HRM was primarily 

concerned with employee recruitment, training, 

and performance management. However, as 

environmental concerns gained prominence, 

HRM began incorporating green initiatives to 

align human capital with sustainability 

objectives. Early literature on Green HRM 

focused on regulatory compliance, but recent 

studies emphasize its role in fostering corporate 

social responsibility (CSR) and long-term 

competitive advantage. 

Key Practices in Green HRM 

Scholars have identified several core Green 

HRM practices that contribute to 

environmental sustainability: 

1. Green Recruitment and Selection: Hiring 

candidates who exhibit eco-conscious 

behaviors and promoting sustainability 

values within job descriptions (Ahmad, 

2015). 

2. Green Training and Development: 

Implementing training programs to educate 

employees on energy conservation, waste 

reduction, and eco-friendly work practices 

(Shen et al., 2018). 

3. Green Performance Management: 

Incorporating environmental objectives into 

performance appraisals and rewarding eco-

friendly initiatives (Yusliza et al., 2020). 

4. Green Employee Engagement: 

Encouraging participation in sustainability 

programs, such as recycling initiatives and 

corporate environmental responsibility 

projects (Jabbour & Santos, 2021).  

Empirical Studies on Green HRM 

Empirical research indicates that organizations 

adopting Green HRM practices report improved 

employee morale, reduced operational costs, 

and enhanced corporate reputation. A study by 

Renwick et al. (2020) found that firms 

integrating sustainability into HRM policies 

outperformed competitors in environmental 

compliance and stakeholder trust. 

Another study by Jabbour & Santos (2021) 

highlighted that organizations with structured 

Green HRM initiatives experienced a 30% 

increase in employee productivity and a 25% 

reduction in resource wastage over five years. 

Additionally, a survey of Nigerian 

manufacturing firms (Oyeleke et al., 2023) 

revealed that only 35% of firms have fully 

integrated Green HRM, citing financial 

constraints and lack of government support as 

major barriers. Empirical research indicates that 

organizations adopting Green HRM practices 

report improved employee morale, reduced 

operational costs, and enhanced corporate 

reputation. Studies highlight that firms 

integrating sustainability into HRM policies 

outperform competitors in environmental 

compliance and stakeholder trust. 

Theoretical Framework 

This study is anchored on two theoretical 

perspectives Resource-Based View (RBV) 

Theory and the Stakeholder Theory that explain 

the role of Green HRM in corporate 

sustainability and employee engagement. The 

Resource-Based View (RBV) Theory and the 

Stakeholder Theory provide a comprehensive 

understanding of how Green HRM practices 
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contribute to competitive advantage, employee 

commitment, and long-term sustainability.  

The Resource-Based View (RBV) Theory posits 

that an organization achieves a competitive 

advantage by developing unique internal 

resources that are valuable, rare, inimitable, and 

non-substitutable. Green HRM aligns with this 

theory by positioning sustainable human 

resource practices as a key internal capability. 

Organizations that implement Green HRM 

practices, such as eco-friendly training programs, 

green recruitment, and sustainability-driven 

performance management, develop a workforce 

that is environmentally conscious and 

innovative. These practices not only contribute 

to cost savings through efficient resource use but 

also improve organizational reputation and 

compliance with environmental regulations. 

Studies indicate that companies with structured 

Green HRM initiatives experience a 30% 

increase in employee productivity and a 25% 

reduction in resource wastage (Jabbour & 

Santos, 2021). Thus, by embedding Green HRM 

into strategic HR functions, firms can enhance 

employee engagement while maintaining a long-

term sustainable competitive advantage. The 

Stakeholder Theory emphasizes that businesses 

must balance the needs and expectations of 

multiple stakeholders, including employees, 

customers, government agencies, and society. 

Green HRM serves as a vital link between 

corporate sustainability goals and stakeholder 

interests. Organizations that integrate Green 

HRM policies such as paperless HR 

transactions, sustainable workplace policies, and 

employee involvement in environmental 

initiatives demonstrate accountability to 

stakeholders. This alignment fosters stronger 

relationships with regulatory bodies, enhances 

corporate social responsibility (CSR) 

commitments, and builds consumer trust. 

Oyeleke et al. (2023) revealed that organizations 

with proactive Green HRM policies saw a 40% 

improvement in stakeholder satisfaction due to 

increased environmental responsibility and 

transparency. By fusing these theoretical 

perspectives, this study underscores that Green 

HRM is both a strategic resource and a 

stakeholder-driven necessity. Companies that 

effectively implement Green HRM policies not 

only strengthen their internal capabilities but 

also position themselves as industry leaders in 

environmental sustainability. This theoretical 

framework provides the foundation for 

examining how Green HRM practices 

contribute to sustainable business models, 

employee engagement, and regulatory 

compliance. 

Methodology 

This section outlines the research design, data 

collection methods, and analytical approaches 

used in this study. 

Research Design 

A research design is the line of action that helps 

us to answer raised research questions and also 

directs us towards achieving the objectives of the 

research. This study adopts a qualitative research 

approach to explore the emerging trends in 

Green HRM. A combination of case study 

analysis and thematic content evaluation is used 

to examine real-world applications of Green 

HRM practices. 

Method of Data Collection 

A data source is the location where data that is 

being used originates from. A data source may 

be the initial location where data is born or 

where physical information is first digitized. For 

the purpose of this study, we made use of 

secondary data. The secondary source of data 
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includes: texts, journals articles, data and 

information from websites, newspaper 

publications, reports, conferences and seminar 

papers, etc. Data was collected through an 

extensive review of academic literature and 

industry reports published between 2015 and 

2024. A comparative analysis of Green HRM 

adoption in different sectors was also conducted. 

Method of Data Presentation and Analysis 

The study shall analyze and present data 

qualitatively. Thematic analysis was employed 

to identify patterns, challenges, and best 

practices in Green HRM implementation. 

Data analysis and presentation 

This section presents and analyzes data 

obtained from various sources on Green HRM 

implementation. The findings are structured to 

highlight trends, challenges, and the 

effectiveness of Green HRM practices across 

different industries. 

Case Studies of Green HRM Implementation 

Several organizations worldwide have 

successfully integrated Green HRM into their 

business operations. These case studies highlight 

specific initiatives, their impact, and lessons 

learned. 

Unilever Nigeria: Unilever has embedded 

Green HRM into its corporate sustainability 

strategy, focusing on paperless HR operations, 

green training programs, and eco-friendly 

workspaces. The company has implemented 

digital recruitment systems, significantly 

reducing paper consumption and administrative 

waste. Additionally, Unilever's sustainability 

training programs ensure that employees 

actively contribute to energy conservation and 

carbon footprint reduction. As a result, the 

company has achieved a 25% reduction in 

energy consumption and a noticeable increase in 

employee awareness of sustainability practices 

(Unilever Sustainability Report, 2023). 

Guaranty Trust Bank (GTBank): GTBank has 

integrated various Green HRM policies, 

including green office practices, waste reduction 

initiatives, and digital HR transactions. The 

bank has moved towards a 100% paperless HR 

system, reducing paperwork by 30% and 

enhancing operational efficiency. Employees 

receive environmental management training, 

encouraging sustainable workplace behaviors. A 

2022 impact report highlights that these 

initiatives have not only decreased operational 

costs but have also improved employee 

productivity by 15% (Oyeleke et al., 2023). 

Nestlé Nigeria: Nestlé has adopted a holistic 

approach to Green HRM by embedding 

sustainability into its human resource policies. 

The company promotes environmental 

consciousness through incentive-based 

employee engagement, rewarding eco-friendly 

behaviors such as waste reduction and energy 

conservation. A recent employee survey found 

that 72% of Nestlé staff felt more engaged in 

workplace sustainability initiatives following the 

introduction of Green HRM practices. 

Additionally, Nestlé has invested in sustainable 

office buildings and solar-powered facilities, 

further reducing its carbon footprint (Adubor et 

al., 2024). 

MTN Nigeria: The telecommunications giant 

has implemented Green HRM through its 

remote work policies, green commuting 

incentives, and sustainable HR operations. 

Employees are encouraged to use eco-friendly 

transportation options, and the company 

provides financial support for staff who adopt 

energy-efficient home office setups. A 2023 
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impact assessment revealed that these efforts led 

to a 40% reduction in employee commuting 

emissions and a 10% decrease in overall energy 

consumption within MTN offices (Ansari et al., 

2023). 

Dangote Group: The manufacturing and 

industrial sector has unique Green HRM 

challenges, but Dangote Group has taken 

significant steps toward sustainability. The 

company has launched mandatory sustainability 

training programs for employees, ensuring that 

all staff members are well-versed in eco-friendly 

practices. Additionally, Dangote has integrated 

green construction techniques in its new office 

buildings, reducing water and energy 

consumption. These measures have resulted in a 

20% reduction in waste production across its 

facilities (Jabbour & Renwick, 2020). These case 

studies demonstrate that Green HRM is not only 

feasible but also beneficial across different 

industries, driving cost savings, regulatory 

compliance, employee engagement, and 

corporate sustainability. 

 

Comparative Analysis of Green HRM Practices 

A comparison of Green HRM adoption across industries reveals varying levels of implementation: 

Industry Green HRM 

Adoption (%) 

Key Challenges Best Practices 

Banking 60% High operational costs, 
regulatory constraints 

Paperless transactions, 
green training 

Manufacturing 45% High carbon emissions, 

lack of incentives 

Waste reduction 

programs, eco-training 

Oil & Gas 30% Resistance to change, high 
compliance costs 

Carbon offset initiatives, 
green hiring 

Telecommunications 65% Limited employee 

participation 

Remote work policies, 

green incentives 

This comparison highlights that while some 

industries have made significant progress in 

adopting Green HRM, others face operational 

and regulatory barriers. 

Thematic Analysis of Findings 

A thematic analysis of Green HRM practices 

reveals the following patterns: 

1. Employee Engagement as a Driving Force: 

Organizations with higher employee 

participation in Green HRM report better 

sustainability outcomes and increased 

productivity. 

2. Cost-Saving Benefits of Green HRM: 

Companies implementing energy-efficient 

HR policies experienced 15-30% reductions 

in operational costs over five years (Jabbour 

& Renwick, 2020). 

3. Regulatory Compliance as a Key Factor: 

Industries with stricter environmental 

policies, such as banking and manufacturing, 

show higher adoption rates due to 

compliance pressures. 

4. Challenges in Developing Economies: A 

study of Nigerian companies revealed that 

lack of awareness (40%) and financial 
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constraints (35%) were the main barriers to 

adopting Green HRM (Oyeleke et al., 2023). 

By synthesizing these findings, it becomes 

evident that Green HRM is not only a 

sustainability tool but also a strategic asset for 

organizations aiming to enhance efficiency and 

corporate responsibility. 

Discussion of Findings 

Green HRM has emerged as a strategic approach 

that integrates sustainability into human 

resource practices, helping organizations align 

their business objectives with environmental 

responsibility. This study has explored the 

evolving trends in Green HRM, highlighting its 

role in fostering sustainable workplace practices, 

improving employee engagement, and 

enhancing corporate reputation. Findings from 

the research indicate that organizations 

implementing Green HRM practices experience 

multiple benefits, including reduced operational 

costs, increased compliance with environmental 

regulations, and improved stakeholder 

relationships. These findings are consistent with 

prior research by Renwick et al. (2020), who 

found that firms integrating sustainability into 

HRM policies outperformed competitors in 

environmental compliance and stakeholder 

trust. 

Case studies of companies such as Unilever 

Nigeria, GTBank, and Nestlé Nigeria 

demonstrate that Green HRM initiatives, such 

as digital HR processes, sustainable recruitment, 

and green training programs, lead to measurable 

improvements in efficiency and corporate social 

responsibility. Similar results were reported by 

Shen et al. (2018), who found that green training 

programs significantly improved employee 

awareness and participation in sustainability 

initiatives across various sectors. Despite these 

benefits, challenges persist, particularly in 

developing economies like Nigeria. Limited 

financial resources, resistance to change, and 

weak regulatory enforcement continue to hinder 

the full-scale adoption of Green HRM. This 

aligns with the findings of Oyeleke et al. (2023), 

who identified financial constraints and lack of 

government support as major barriers to Green 

HRM adoption in Nigerian manufacturing 

firms. 

Many organizations still struggle with 

integrating sustainability into their HR policies 

due to a lack of awareness and structured 

government support. This finding is consistent 

with research by Ahmad (2015), which 

highlighted that regulatory compliance is a key 

driver of Green HRM adoption in industries 

with high environmental impact. By addressing 

these challenges, companies can strengthen their 

sustainability commitments, enhance workforce 

productivity, and secure a competitive 

advantage in an increasingly eco-conscious 

business environment. 

Conclusion 

This study concludes that for Green HRM to be 

successfully implemented, organizations must 

adopt a comprehensive and strategic approach. 

This includes policy development, employee 

training, technological investment, and 

collaboration with environmental agencies. By 

addressing these challenges, companies can 

strengthen their sustainability commitments, 

enhance workforce productivity, and secure a 

competitive advantage in an increasingly eco-

conscious business environment. The findings of 

this study support the Resource-Based View 

(RBV) Theory, demonstrating that Green HRM 

practices serve as a unique internal resource that 

enhances organizational sustainability and 

competitive advantage. By embedding 
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sustainability into HR functions, organizations 

can develop a workforce that is environmentally 

conscious, innovative, and aligned with long-

term business goals. Additionally, the alignment 

of Green HRM with stakeholder interests, as 

emphasized by Stakeholder Theory, underscores 

its importance in building trust, accountability, 

and stronger relationships with regulatory 

bodies, customers, and society at large.  

 

Recommendations 

To enhance the adoption and effectiveness of 

Green HRM, the following recommendations 

are proposed: 

1. Organizations should adopt and integrate 

emerging Green HRM trends, such as 

paperless HR systems, AI-driven 

recruitment, and sustainability-focused 

employee training, to enhance 

environmental responsibility. 

2. Companies should establish measurable 

sustainability goals within HR policies, such 

as reducing carbon footprints and enhancing 

eco-friendly workplace practices, to track and 

maximize Green HRM’s impact. 

3. Policymakers and organizations should 

address financial and regulatory barriers by 

providing incentives, such as tax breaks and 

grants, to encourage Green HRM adoption 

and reduce resistance to change. 

4. Businesses should integrate Green HRM into 

their overall corporate strategy by aligning 

HR policies with sustainability frameworks 

and incentivizing employees to engage in 

eco-friendly practices. 
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