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ABSTRACT 

Green Human Resource Management (GHRM) has gained significant attention as 

organizations seek to integrate sustainability into their operations. This paper explores the 

theoretical mechanisms through which GHRM influences employee attitudes and 

environmental intentions. By examining key HRM practices, psychological frameworks, and 

organizational strategies, this study provides insights into how companies can foster an 

environmentally responsible workforce. 
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I. INTRODUCTION 

The increasing global emphasis on sustainability and environmental conservation has led 

organizations to adopt Green Human Resource Management (GHRM) practices to integrate 

eco-friendly principles into their workforce strategies. GHRM is an emerging approach that 

aligns human resource practices with sustainability goals, fostering pro-environmental 

behavior among employees. As businesses acknowledge their role in addressing 

environmental challenges, they are leveraging GHRM to cultivate a culture of sustainability 

within their workforce. This integration is not merely a compliance measure but a strategic 

initiative that enhances organizational reputation, efficiency, and long-term viability. GHRM 

encompasses a wide range of HR practices designed to promote environmental responsibility. 

These include green recruitment, training, performance management, rewards, and employee 
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engagement programs that encourage sustainability. By embedding green values in HRM 

policies, organizations create an environment that motivates employees to adopt sustainable 

behaviors, thereby contributing to broader environmental objectives. Employees, in turn, 

develop a heightened sense of environmental awareness, commitment, and responsibility, 

leading to positive workplace attitudes and intentions to engage in pro-environmental 

activities both within and outside the organization. 

Employee attitudes toward sustainability are significantly influenced by the extent to which 

an organization prioritizes environmental management. Employees are more likely to 

embrace green behaviors when they perceive strong leadership commitment to sustainability, 

effective communication of green initiatives, and supportive organizational structures. A 

sustainable corporate culture, reinforced through GHRM, enhances employees' sense of 

belonging, job satisfaction, and commitment to corporate environmental goals. Furthermore, 

when employees recognize that their individual efforts contribute to larger environmental 

improvements, they become more motivated to integrate eco-friendly practices into their 

daily work routines. GHRM also plays a crucial role in shaping employees’ environmental 

intentions, which refer to their willingness and proactive engagement in eco-friendly 

workplace behaviors. Organizations that emphasize sustainability in their HR policies create 

a psychological contract with employees, reinforcing their expectations regarding 

environmental responsibility. Employees develop green self-efficacy—the belief in their 

ability to contribute to environmental sustainability—through green training programs and 

incentives that recognize sustainable contributions. As a result, employees are more likely to 

engage in voluntary green behaviors, such as energy conservation, waste reduction, and 

participation in corporate social responsibility (CSR) initiatives related to environmental 

preservation. 

Several theoretical perspectives provide insights into the mechanisms through which GHRM 

influences employee attitudes and environmental intentions. Social Learning Theory suggests 

that employees adopt green behaviors by observing and modeling eco-friendly practices 

exhibited by their leaders and peers. The Theory of Planned Behavior (TPB) posits that 

employee environmental intentions are shaped by attitudes, perceived behavioral control, and 

social norms related to sustainability.  

Psychological Contract Theory highlights the reciprocal relationship between organizations 

and employees, where employees internalize sustainability as a core value when they 
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perceive a strong commitment from their employer. Self-Determination Theory emphasizes 

the role of intrinsic motivation, autonomy, and competence in fostering pro-environmental 

behaviors in the workplace. GHRM practices also influence employees through 

organizational mechanisms such as green organizational culture, sustainability leadership, 

and workplace environmental norms.  

Companies that integrate sustainability into their core business strategies and HR policies 

foster a work environment where eco-friendly behavior becomes the norm. Employees are 

more likely to participate in green initiatives when they experience management support, 

environmental training, and reward systems that acknowledge sustainable contributions. 

Additionally, organizations that implement transparent communication strategies and provide 

platforms for employees to voice their environmental concerns create a sense of ownership 

and engagement in sustainability efforts. 

Despite the growing adoption of GHRM, challenges remain in effectively implementing these 

practices. Resistance to change, lack of employee awareness, and insufficient resources can 

hinder the successful integration of green HR policies. Organizations must therefore adopt a 

holistic approach, ensuring that sustainability is embedded in all aspects of HRM, from 

recruitment to performance evaluation. Future research should explore the effectiveness of 

different GHRM strategies in various organizational contexts to provide deeper insights into 

best practices for fostering employee pro-environmental attitudes and behaviors. 

 

II. THEORETICAL FOUNDATIONS OF GHRM 

Several theories explain the role of GHRM in shaping employee attitudes and environmental 

intentions: 

1. Social Learning Theory – Employees adopt environmentally friendly behaviors by 

observing and modeling green practices endorsed by leaders and peers. 

2. Theory of Planned Behavior (TPB) – GHRM influences attitudes, perceived behavioral 

control, and subjective norms, thereby enhancing employees' intention to engage in pro-

environmental behavior. 

3. Psychological Contract Theory – When employees perceive organizational commitment 

to sustainability, they reciprocate by adopting green behaviors as part of their 

psychological contract. 
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4. Self-Determination Theory – GHRM practices enhance intrinsic motivation by fulfilling 

employees' psychological needs for autonomy, competence, and relatedness, encouraging 

sustainable behavior. 

5. Affective Commitment Theory – Employees develop emotional attachment to an 

organization’s sustainability goals, which increases their willingness to engage in eco-

friendly practices. 

 

III. KEY GHRM PRACTICES AND THEIR IMPACT ON EMPLOYEE ATTITUDES 

GHRM practices influence employees’ pro-environmental attitudes through: 

 Green Recruitment and Selection – Hiring individuals who value sustainability 

enhances an organization's green culture. 

 Green Training and Development – Educating employees about sustainability 

strengthens their environmental awareness and engagement. 

 Green Performance Management – Linking performance metrics to environmental 

goals reinforces sustainable behaviors. 

 Green Rewards and Recognition – Incentives such as bonuses and awards for green 

initiatives motivate employees to adopt eco-friendly practices. 

 Employee Engagement in Sustainability Programs – Encouraging active participation 

in green initiatives fosters a sense of ownership and commitment. 

 

IV. MECHANISMS INFLUENCING ENVIRONMENTAL INTENTIONS 

GHRM influences environmental intentions through: 

 Organizational Commitment to Sustainability – A strong sustainability culture 

positively impacts employees' pro-environmental behaviors. 

 Perceived Organizational Support (POS) – When employees feel supported in their 

green efforts, they are more likely to engage in sustainable practices. 

 Workplace Green Behavior Norms – Establishing social norms around sustainability 

increases the likelihood of eco-friendly behaviors. 

 Leadership Influence – Leaders who champion sustainability initiatives serve as role 

models, inspiring employees to align their behaviors with environmental goals. 

 

 



 

12 | P a g e  
 

V. CONCLUSION 

GHRM serves as a crucial framework for integrating environmental sustainability into human 

resource practices, ultimately influencing employee attitudes and environmental intentions. 

By embedding green values in recruitment, training, performance management, and reward 

systems, organizations can cultivate a workforce that is both environmentally conscious and 

actively engaged in sustainability efforts. The application of psychological and organizational 

theories underscores the significance of leadership support, social learning, and intrinsic 

motivation in shaping pro-environmental behaviors. However, for GHRM to be truly 

effective, organizations must overcome challenges such as resistance to change and resource 

constraints by fostering a comprehensive and inclusive green culture. As businesses continue 

to align their operations with sustainability goals, GHRM will remain a key driver of 

employee engagement in environmental initiatives, contributing to long-term ecological and 

corporate success. 
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