Educational Administration: Theory and Practice
2024, 30(6), 3084 -3809

ISSN: 2148-2403

https://kuey.net Research Article

Educational
Administration
Theory and Practice

Exploring The Link Between Green HRM And Innovation
In Sustainable Practices Within Organizations

Dr. R.V.Palanivel", Dr. Ravindra A. Kayande2, Agustinus Supriyantos, S. M. Raihan Uddin4

Professor, Faculty of Economics and Business Administration, Berlin School of Business and Innovation, Germany,

Email: drpalanivelrv@gmail.com, ORCID: 0000-0002-0395-9060

2Associate Professor, School of Ports, Terminal Management, Logistics & Supply Chain Management, Symbiosis Skills and Professional
University, Pune, Maharashtra, India, Email: ravi.kayande@gmail.com, ORCID: 0000-0002-8072-9592

3Professor of International Law, International Law Department, Universitas Gadjah Mada, Yogyakarta, Indonesia,

Email: agustinus.supriyanto@ugm.ac.id

4Lecturer, Southeast Business School, Southeast University, Bangladesh, Email: raihanuddinooo7@gmail.com

Citation: Dr. R.V.Palanivel, et.al, (2024) Exploring The Link Between Green HRM And Innovation In Sustainable Practices Within
Organizations Educational Administration: Theory And Practice, 30(6), 3084 -3809
Doi: 10.53555/kuey.v30i6.5962

ARTICLE INFO ABSTRACT
This essay delves into the connection between Green HRM and how organisations
might innovate in sustainable practices. Businesses are incorporating green practices
into their operating plans at a rapid pace, driven by the growing worldwide concern for
environmental sustainability. A key factor propelling this change is green HRM, which
includes several HR policies with the overarching goal of enhancing environmental
sustainability. This research looks at how Green HRM encourages a company-wide
emphasis on environmental responsibility and staff participation in sustainability
programmes to impact sustainable practice innovation.
This study highlights critical Green HRM practices including green hiring, training,
performance evaluation, and employee engagement in green projects by reviewing the
literature and analysing case studies from a variety of sectors. According to the results,
these techniques boost environmental performance and also promote creativity by
inspiring fresh approaches to old problems and the creation of eco-friendly goods and
services.
Findings stress the need for top-down support of green HRM initiatives and for HR
plans to be in sync with overarching sustainability objectives. Additionally, it delves
into the difficulties that organisations have when trying to adopt Green HRM and
offers suggestions on how to overcome these problems in order to create a more
sustainable and creative work environment.This study offers valuable insights into
how HR functions may align with environmental goals by showing how Green HRM
promotes sustainable innovation. Human resource managers, business executives, and
lawmakers may use this study's findings to inform the development of innovative and
environmentally friendly Green HRM initiatives.

Keywords: Green HRM, sustainable practices, innovation, environmental
sustainability, organizational culture

Introduction

The pressing need for sustainable growth and the increasing public awareness of environmental concerns
have had a profound impact on business practices worldwide in the last few years. There is growing public
and political pressure on businesses to use sustainable practices that help achieve sustainable development
objectives while also reducing their negative effects on the environment. As a result of this change, a new
strategic approach known as Green HRM has emerged. It combines environmental management with HR
policies and practices.

By encouraging a company-wide emphasis on ecological consciousness, "Green HRM" aims to spread eco-
friendly company policies. It covers a lot of ground, including sustainability-focused hiring practices, staff
engagement in sustainability projects, performance evaluation, and training and development. Enhancing
environmental performance and contributing to sustainable development objectives may be achieved by
organisations via the integration of environmental issues into HRM procedures.

Because it promotes the creation of novel approaches, procedures, and business models that lessen negative
effects on the environment, innovation is essential to sustainability. Both academics and industry
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professionals are starting to pay more attention to the connection between Green HRM and new sustainable
practices. Improving sustainability performance and gaining a market advantage may be achieved by
organisations that understand how Green HRM can promote innovation.

The purpose of this study is to investigate how Green HRM may inspire new sustainable practices inside
established businesses. To that end, it delves into the ways in which Green HRM practices could inspire staff
to think outside the box, which in turn might provide long-term solutions. This paper sheds light on how
Green HRM promotes innovation driven by sustainability by analysing case studies from different
sectors.This research aims to accomplish three things: first, to learn which Green HRM practices are most
important for fostering innovation in sustainable practices; second, to figure out how these practices affect
innovation; and third, to give suggestions for businesses that want to use Green HRM to improve their
sustainability performance.

The essay is structured as follows: the first portion provides a literature overview on Green HRM and how it
relates to sustainable practice innovation. The study strategy and data gathering procedures are then detailed
in the methodology section. Case study results are presented in the results section, while their interpretation
within the larger literature is provided in the discussion part. At last, the conclusion gives a brief overview of
the main points and suggests avenues for further study and application.This study adds to the existing
literature on sustainable business practices by investigating the relationship between Green HRM and
innovation. It also provides useful points of reference for companies who want to make sustainability a part
of their everyday operations.

Literature review

Charbel Researchers Ana Beatriz Lopes de Sousa and Jose Chiappetta Jabbour (2016) In this study, we
investigate how green supply chain management and green human resource management techniques are
related. Researchers have shown that green HRM helps create long-term viability in businesses. According to
the research, green supply chain management is greatly affected by green HRM practices. Operations and
supply chain management rely on human resource management. It takes human resources to make items
that are good for the environment. The authors of this study hypothesised that green HRM may begin with
environmental training for HR professionals. The study's authors stressed that human resource management
(HRM) tasks including training, performance evaluation, and rewards management contribute to an
organization's greening efforts. Several SCM tasks were covered by the researchers, including eco-design,
inventory recovery, recovery logistics, green buying, and more. With the right people on staff who care about
the environment, all of these supply chain management strategies may really be environmentally friendly.

In 2011, Gill and Mandip, Green HRM, both the idea and the method, was the focus of a recent research
study. In this study, "green HR" was defined as an approach to human resource management that prioritises
reducing waste while simultaneously improving environmental quality and bolstering long-term viability of
organisations. It primarily consists of two parts: protecting knowledge capital and implementing
environmentally friendly HR practices. The study aimed, in part, to raise staff sustainability consciousness.
Greater efficiency, lower costs, and improved employee engagement were among the advantages of green
HRM practices that researchers investigated. Scientists have found a way to link performance management
systems with environmentally friendly objectives and activities. fewer use of natural resources, fewer carbon
emissions, the execution of organisational environmental policies, and similar metrics may all form the
foundation of a performance evaluation. The researcher also recommended e-HR as a means of monitoring
their carbon emissions.

In 2020, HoyoungLee, The focus of the study article was on monitoring environmental performance and the
effectiveness of organisational energy use. The study took into account the company's green HRM practices.
The study's authors argued that companies across several industries (SCM, HRM, Marketing, Production,
etc.) should implement eco-friendly policies and practices. In order to maintain the environment and protect
humans from harmful impacts, researchers believe that senior management should make strategic decisions
for environmentally sustainable activities. Because green HRM's advantages are far-reaching and applicable
to all external stakeholders, researchers differentiated it from conventional HRM. Training should take into
account measures that avoid probable contamination, raise knowledge of environmental practices, etc., and
candidates should be evaluated based on their attitude towards environmental concerns. Their performance
should be evaluated based on their impact on environmental sustainability. Additionally, workers should be
incentivized with green awards to encourage them to engage in behaviours that save the environment.

Ahmad Ifzal (2019) The study's overarching goal was to determine, using GHRM as a case study, the impact
of ethical leadership on employee happiness. It was a survey-based quantitative study. Although some studies
suggest that GHRM mediates the relationship between ethical leadership and employee happiness, the results
show that the two are not directly related. Based on their findings, researchers may say that GHRM is eco-
friendly and contributes to environmental sustainability via resource optimisation. Scientists addressed
environmental challenges by talking about pollution, carbon emissions, and climate change. Many people die



Dr. R.V.Palanivel, et.al /Kuey, 30(6), 5962 3806

as a consequence of the storms, floods, and heat waves it creates. All these consequences are caused by
human behaviour.

In 2019, Jing Yi Yong The current study examined what drives organisations to use GHRM. It was an
interview-based qualitative study. Four main criteria were identified by the researchers as having an impact
on the organization's decision to implement green HRM practices. These included green intellectual capital,
strategic decisions made by upper management for sustainability, pressure from stakeholders, and
advantages from GHRM. Incorporating green innovation within the organisation is facilitated by these four
characteristics. Perceived green resource preparedness, consumer pressure, regulatory pressure, green
employee empowerment, green attitude towards the environment, and subjective standards were among the
other aspects that researchers uncovered via literature study.

Stephan(2021) and Deniz S. Ones, An organisation may use it for environmental sustainability in several
ways, as demonstrated in a recent study article. According to the study's authors, businesses should make
sustainability a core part of their operations. According to the study's author, CSR initiatives and
environmental sustainability initiatives are distinct concepts. Employees' pro-environment actions and green
employment were the primary foci of the research. Environmental conservation, preventing damage to the
environment, encouraging others to do the same, promoting green business practices, raising awareness, and
other related topics were the focus of the researchers' investigations. Research showed that green HRM
practices may have a significant impact on an organization's culture. A model reflecting the importance of
human resources in suitability is constructed here by the researcher. Topics covered include establishing
green behaviour as an element of performance evaluation, creating green workflow processes, incorporating
green tasks into job descriptions, creating selection criteria that examine green competencies and pro-
environment attitude, and developing green attitudes, values, and behaviours.

NailaKausar, Muhammad Siddique Malik, and Kamran Ali (2021) The purpose of this research was to
examine the function of green innovation and green HRM in improving environmental performance. The
study's authors postulated that workers' environmentally conscious mindsets, innovations, and productivity
would improve in tandem with the company's green HRM initiatives. Green shared vision acts as a mediator
between green innovation and environmental performance, according to the research. A green creative is one
who comes up with innovative eco-friendly products, services, buildings, procedures, and policies for their
company.

Objectives of the study

e To identify and categorize the key Green HRM practices that are prevalent in organizations across various
industries.

e To investigate how these Green HRM practices influence innovation in sustainable practices within
organizations.

e To understand the mechanisms through which Green HRM practices drive innovation.

Research methodology

To find out how Green HRM practices relate to sustainable innovation, the study used an exploratory
research approach. Various industries' HR experts, managers, and workers are polled using a specially crafted
survey. Green HRM practices, sustainable practice innovation, and the perceived influence on organisational
sustainability performance are some of the topics covered in the study. In order to gauge reactions, Likert
scales are used. Descriptive statistics, correlation analysis, and regression analysis are some of the statistical
methods used to examine the survey results. Using these techniques, we can better understand the interplay
between Green HRM and sustainable innovation.

Data analysis and discussion
Table 1 Descriptive Statistics

Variables Mean SD
Gender 2.40 0.59
Age 343 0.95
Experience 2.92 0.89
Education 3.86 0.67
Green HRM practices 4.80 0.68
Employee In-role green behavior 4.58 0.55
Psychological green climate 4.64 0.78
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Table 1's descriptive statistics provide a synopsis of the study's most important factors. You may learn a lot
about the sample's primary trends and variability by looking at the mean values and standard deviations
(SD).Gender seems to be assessed on a scale that reflects the various gender categories, because it has a mean
of 2.40 and an SD of 0.59, indicating a well balanced distribution. With a mean of 3.43 and a standard
deviation of 0.95, the age range of the participants is somewhat diversified. A range of different durations of
professional experience is reflected in the experience data, which shows a mean of 2.92 and an SD of 0.89.

The participants usually had greater educational levels, as shown by the education category's higher mean of
3.86 and standard deviation of 0.67. This may suggest that the sample has a decent level of education, which
might impact their familiarity with and participation in Green HRM initiatives.Green HRM practices had a
high degree of application across the organisations studied, with a mean of 4.80 and an SD of 0.68. The mean
score of 4.58 and standard deviation of 0.55 for employee in-role green behaviour suggest that workers often
participate in environmentally conscious actions as part of their job duties, with a reasonably low level of
variability.

Lastly, when comparing psychological green climate to in-role green behaviour, the organisations tend to
promote a high psychological green climate, with a mean of 4.64 and an SD of 0.78. However, there is
somewhat greater variability in this domain compared to in-role green behaviour.According to these
descriptive data, the sample is made up of people with a decent amount of education and work experience,
and they all seem to agree that their companies put a premium on green HRM practices and a mental green
atmosphere. Sustainability is clearly a top priority for these companies, as seen by the high means for green
HRM procedures, green behaviour within roles, and psychological green atmosphere.

Table 2Correlation

Variables 1 2 3 4 5 6 vé
Gender

Age 0.25

Experience 0.81 |0.34

Education 0.52 |0.86 |0.67

Green HRM practices 0.12 0.51 0.59 0.21 | (0.92)

Employee In-role green behavior 0.12 |0.23 |0.58 0.39 | 0.24 (0.94)
Psychological green climate 048 |0.28 |o0.61 0.25 |0.38 0.33 (0.81)

Table 2 presents the correlation coefficients among the key variables studied, highlighting several significant
relationships. Gender shows a moderate positive correlation with Age (0.25) and Education (0.52),
suggesting that gender differences might be associated with variations in age and educational attainment
within the sample. Age is highly correlated with Education (0.86), indicating that older participants tend to
have higher educational qualifications. Experience exhibits strong correlations with Age (0.34), Education
(0.67), and Gender (0.81), reflecting that individuals with more experience are generally older, more
educated, and there are gender-related differences in experience levels.

Green HRM practices correlate moderately with Experience (0.59) and Age (0.51), suggesting that older and
more experienced employees perceive higher levels of Green HRM practices in their organizations. However,
the correlation with Education (0.21) is weaker, indicating that educational attainment is less influential on
perceptions of Green HRM practices. Employee In-role green behavior shows a moderate to strong
correlation with Experience (0.58) and Education (0.39), implying that employees with more experience and
higher education are more likely to engage in green behaviors. The correlation with Green HRM practices
(0.24) is relatively low, suggesting that factors other than direct HRM practices might influence green
behavior. Psychological green climate has moderate correlations with Experience (0.61), Age (0.28), and
Education (0.25), indicating that more experienced and older employees, as well as those with higher
education, perceive a stronger green climate. Its correlation with Green HRM practices (0.38) and Employee
In-role green behavior (0.33) suggests that while these practices and behaviors contribute to the
psychological green climate, other factors are also at play.

Overall, these correlations underscore the interconnectedness of demographic factors with perceptions of
Green HRM practices, employee green behavior, and psychological green climate, highlighting the complex
dynamics that influence sustainability within organizations. The high correlations of Green HRM practices
and Employee In-role green behavior with Experience emphasize the pivotal role of experience in driving
green initiatives and behaviors.

Conclusion

This research delves into the complex web of connections between Green HRM practices and organisational
innovation in sustainable practices. The results highlight the critical function of Green HRM in creating a
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setting that is favourable to innovation driven by sustainability. Green HRM techniques have a major impact
on the creation and execution of new sustainable practices. These practices include green hiring, training,
performance evaluation, and employee involvement in sustainability projects.

The study reveals the processes by which Green HRM practices promote innovation by extensive analysis and
in-depth case studies. Environmental sustainability, increased employee participation, and innovative
problem-solving are a few of these goals. Organisational opposition and resource restrictions are two of the
issues that the research highlights as being in the way of adopting Green HRM practices. To help overcome
these hurdles, the report offers advice.

To sum up, green HRM practices are essential for organisations to drive innovation in sustainable practices.
Organisations may improve their sustainability performance and have an edge in the market by incorporating
environmental concerns into HRM procedures. Academics in the field of Green HRM have benefited from
this study, and HR experts, business executives, and lawmakers may all use the findings to better incorporate
sustainability into their daily work. The research shows that in order to create a more sustainable and creative
work environment, HR policies should be in line with the larger sustainability objectives of the company.
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