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Abstract 
Purpose: Green human resource management, a novel academic tendency, is critical to longterm growth plans. There is 
a research deficit in utilizing and amalgamating GHRM-related proficiency to provide specific forthcoming 
instructions. As a result, this paper aims to undertake a comprehensive literature evaluation on Green Human Resource 
Management to identify particular A prospective study's research needs and objectives 
Design/methodology/approach: Among the 63 articles reviewed in this study, 54 are research/empirical, and nine are 
reviews. Most of them are related to The Scopus and Web of Science databases, the GHRM field source. These journals 
are suggested and grouped into ten categories before the primary discoveries connected to GHRM knowledge are 
identified. The study gives specific recommendations after finding research gaps. 
Findings: Several empirical studies have been conducted in the manufacturing industry regarding green H.R. 
management. Future research should emphasize conceptual studies to consolidate the green human resource 
management construct, lacking analysis. Information technology organizations do not have green human resources 
management reviews. Brand experiences studied are quantitative. A structured questionnaire is used in most survey 
studies. 
Originality/value: By recognizing research blocks and providing upcoming guidelines on Green HRM, this review is 
essential for researchers to guide GHRM research. Future research plans are introduced here, along with suggestions for 
group behavior in and outside organizations, for example, the circular economy and concepts based on technology 
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1. Introduction 
Human Resource Management (HRM) was considered part of GHRM (green human resource management) (S & 
Sparrow, 2002). Due to its development has experienced organizational strategy and human resource department 
practices choices. Another study notes that employees' proactive actions, attitudes, and dedication contribute to 
achieving environmental management goals (M, F, A, & A, 2016); (O'Donoghue & N A, 2016). These characteristics 
are encouraged and developed through G-HRM. The output is debating for the growth of GHRM though the precise 
explanation of Green-HRM is still up for debate, even though GHRM practices and products receive far more attention. 
G-HRM standards were surveyed using the Ability Motivation Opportunity model (AMO) (Renwick, T, & S, 2013) and 
the communal uniqueness model (Hogg, D J, & K M, 1995) (Tajfel & J C, 1979).  
AMO hypothesizes that presentation is a product of workers' ability to communicate and collaborate to help change. 
The AMO model should be applied to GHRM standards to progress worker ecological awareness at the workstation, 
including categorizing and identifying workers' eco-powers (Cabral & R, 2019). Eco-presentation evaluation and green 
pay are part of the structure they were creating. This produces green inspiration, providing workers with exertion, 
independence, and contribution to decision-making. Sustainability (2020), As a substitute, the communal identity model 
proposes that their association shapes themes' intelligence in exact groups, such as age clusters and gender structural 
association (Tajfel & J C, 1979). Following this model, individuals who create a green uniqueness at work will support 
ecologically centric performances, progressing their organizations' ecological presentation concerning sustainability 
(Kim, W G, H M, & K, 2019). 
Research on G- HRM has protected a wide variety of themes since the 1990s, and the current era has understood a 
massive growth in academic articles in this arena (Amrutha & S N, 2020). Due to the procedures and issues examined 
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in this investigation, a comprehensive literature study was led to define the state-of-the-art prior experimentations and 
find areas presently unexplored by the theoretical literature. Eleven literature assessments were printed in peerreviewed 
periodicals between 2011 and 2020. 
Jackson and his peers (Jackson, D W S, C J C, & M, 2011) introduced initial learning necessary for efficient HRM 
actions, such as presentation management, training and growth, instruction, payment and rewards, and organizational 
ethos, in light of a sustainable vision. Cherian and 
Jacob (Cherian & J, 2012)  handled the organization's precise execution of G- Human Resources practices. Renwick, 
Redman, and Maguire's (Renwick, T, & S, 2013) evaluation was the first attempt to examine how HRM and Ecological 
Management are linked to upcoming research prospects. An advanced analysis by Opatha and Arulrajah (Opatha & A 
A, 2014) pointed to offer an essential and modern comprehension of Green HRM, highlighting the position of 
hypothesizing and invoking the numerous concepts in Green HRM as the growth of effective and consistent tools to 
measure the efficiency of such implementations. Arulrajah, Opatha, and Nawaratne (Arulrajah, H H D N P, & N N J, 
2016) led a literature assessment that extended and restructured the work of Cherian and Jacob (Cherian & J, 2012), 
producing the G-HRM methods that companies have previously accepted. Concurrently, Ahmad (S A. 2015) 
established numerous greenways for green workshops. 
2. The Purposes of this Systematic Review are as follows: 
In general, past research on this subject has focused on organizational consciousness, acceptance (Yong & Y, 2016), 
execution of Green HRM practices, theoretical problems, similarly the association among Green HRM and Ecological 
Management, and the theoretical fundamentals of Green HRM (Amrutha & S N, 2020). In most cases, the aim was to 
recognize an upcoming director for evolving Green HRM studies using a reflective, descriptive, and prescriptive 
methodology. 
For many reasons, they connect these blocks and determine the causes, such as collaborative evidence regarding the 
effects of Green HRM exertions. Green HRM operations' data efficiency has created the most incredible active 
approach to integrating CSR into structural activities. (Linnenluecke & Griffiths, 2010). GHRM is a broad term that 
refers to all areas of human resource management. As a sequel, it's difficult to tell which Green HRM approaches are 
helpful and which aren't, and how to tell the difference between effective and ineffective 
Green HRM methods. 
There is a scarcity of experiential evidence in this area, particularly in the prescriptive literature, 
which describes how firms should manage Ecological Management by their Green HRM policies and which approaches 
should be executed (Renwick, T, & S,2013). A more accurate assessment of the natural consequences of Green HRM 
methods can further help the organization promote the broader acceptance of Ecological Management and Green HRM 
practices. Sharing positive results from previously endorsed techniques may encourage managers to imitate similar 
strategies in their firms, thus furthering their green approach. 
Second, beyond the ecological and environmental benefits and evaluation of scientific, collaborative conclusions are 
required to comprehend other consequences needed. There is a need to grow scholarship, practice, and understand how 
Green HRM methods affect workers' ecological insolences and performances (Renwick, T, & S, 2013). 
For example, there are assumptions about the consequences of eco-inventiveness on employee security and structural 
performance (Kerdawy, 2019). (Pham, Z, & C J, 2019). The endorsement of green attitudes and actions outside of work 
is typically expected to be secured to emerging green uniqueness at work (Norton, S L, H, & N M, 2015). These 
findings are still confirmed, but they could be a new module to reflect on the prices and compensations of applying 
green initiatives in an organization. 
Third, as Ren and colleagues point out, accurate results must contextualize Green HRM techniques and capture their 
difficulty, ambiguities, and uncertainties across many contexts. Indeed, both in the short and long term, relevant 
features and worker features may play a role in determining or diminishing the assistance of Green HRM methods. The 
result assessed the experiential, data-driven literature regarding the experiences and consequences of Green HRM 
actions, assuming the inference grasped by the previous study as an initial idea. 
3. Techniques/methods 
The document selection procedure followed the recommended elements for methodological assessments and meta-
analyses (PRISMA) declaration (2020). Experiential researchers were printed in peer-reviewed full-length English 
articles between 2021 and met the eligibility requirements for this review. The publishing period was chosen because 
there was a clear upward trend in interest in GHRM studies from 2005 to 2021, owing to the spread of particular 
legislation. 
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Source:http://www.prisma-statement.org/
3.1. Sources of Information and Search Strategy 
The search was conducted using EBSCOhost, ProQuest, and Web of Science databases and search engines. Each 
database necessitated a unique, in-depth technique. Consequently, the subsequent overall keyword grouping included 
the research subject: H R or Green HRM, ecological or sustainability. 
3.2. Data Gathering Methodology 
All citations were saved in the Mendeley record before finalizing the list of publications to review, and exact references 
were assessed. Because the databases allowed users to pre-select frame reference accessibility, publication time, and 
language, this manual collection process was abolished primarily for paper content. In addition, the researchers went 
through the reference sections of selected papers for other English-language publications that fit the suitability 
standards, then evaluated their summaries to see if they might be comprised in the study. The review process says that 
led to the concluding paper selection. then  Results Picking/selection research Twenty-five papers were found suitable 
and spread over the comprehensive and unique standards. They were considered during the review process. 
Reviews showing the Green Human Resources Management 
Green versus nongreen staffing strategies for attracting job applicants: A study by Guerci, Guerci, Fabrizio, Scapolan, 
and Epifanio (2016). According to the survey, eco-HRM approaches to g-hiring, g-training and participation, g-
presentation management, and reward mitigate the relationship between pressures on ecological problems from outside 
stakeholders. Expansion of the feasible HRM inquiry, taking into account the firm's margin in a sociopolitical context, 
and determining the function that turns and external issues play in shaping the firm's eco-HRM approaches. Hiring, 
Training & Growth, Participation, Presentation Management, and Reward were used. They conducted their research in 
the manufacturing and service industries, and it is a quantitative study.
Pinzone, Guerci, Lettieri, and Tom (2016) used quantitative research to discuss the variables of the capability to 
structure, Presentation Management, and Employee participation in their study "Progressing in the change journey 
towards sustainability in healthcare: The role of 'Green' HRM, Health services." Ecological management is a firm's 
transformation that necessitates strong worker support. By capturing targeted behaviors that 'go the extra mile,' green 
HRM approaches enable cooperative assignment in environmental safety. 
Millar, Sanyal, & Michel Muller (2016) in a qualitative study of UK, German, and Swedish restaurant chains titled 
"Green human resource management: a comparative qualitative case study of a United States multinational firm." The 
results suggest active ecological management, which is replicated across the various working and people-oriented 
inventiveness diagonally transversely in the three European nations. The alignment and arrangement of the location and 
Human Resource purpose vary among the companies, as does how they engage their employees in environmental 
sustainability. 
Cheema, Bilal, & Farheen (2017) conducted a quantitative study in the Manufacturing unit titled " Employees' 
corporate social responsibility perceptions and organizational citizenship behaviors for the environment: The mediating 
roles of organizational identification and environmental orientation fit " and discovered that the association among CSR 
and personnel presentation is moderately facilitated. 
Dumont, Shen, and Deng (2017) used the variables enablement, Salary and payment, presentation management, and 
assessment in their study "Green Human Resource Management in Chinese Enterprises," which was done in China's 
manufacturing industry using quantitative methodologies. The attention paid to G-HRM techniques by care 
organizations varies, as does the volume and types of G-HRM methods used. The investigation also looked into the 
communal and emotional procedures, as well as the border situations, in which G-HRM influences a company's 
defiance and actions. 
Nejati, Rabiei, & Jabbour(2017) The topic is "Envisioning the invisible: understanding the synergy among Green 
Human Resource Management and Green Supply Chain Management in Manufacturing Firms in Iran in light of the 
moderating effect of employees' resistance to change," and the research was done in Iran manufacturing, a unit using 
Quantitative study, with the help of the variables called Salary and payment, Presentation management, and assessment. 
G-HRM has a solid and hopeful influence on G-SCM, reinforcing the overall appeal for HRM and eco-management 
integration; "Green Growth and Training," "G-Worker Enablement," and "G-Salary and Payment" have the most 
substantial optimistic impact on G-SCM. 
Ahmed, Mohammed, and Rabee (2018) used variables Hiring, training and participation, Presentation management, 
and reward in their quantitative investigation in the manufacturing industry, Palestina, with a tile "Study of Total 
Quality Environmental Management and Green Supply Chain Management Practices among Palestinian Manufacturing 
Organizations." To make the research findings, 130 responses were obtained through an email examination and found 
that green topics are novel and silent emerging. 
In the Energy provider firm, Chamola, Bangwal, and Tiwari (2017) conducted a study in India using quantitative 
approaches with "Green HRM, work-life, and environmental performance" by employing variables. The hypothetical 
model was predicted for analysis in which, by indirect things of green HRM (GHRM) on EPF, the theoretical model 
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was discovered. The results revealed a substantial work-life mediation effect in the association among G-HRM and 
EPF; however, the private intervention life may not be sustained. 
(Shen, Siraj, Hongbing, & Yongming, 2018) A quantitative study conducted in China's manufacturing industry under 
the title "Chinese-Style Innovation and Its International Repercussions in the New Economic Times" with the constructs 
of Presentation management and reward discovered that, based on examining the global consequences of Chinese-style 
novelty from macro and micro features, the instrument of the Chinese-style revolution's effect on China's 
interdependence was discovered. The impact of Chinese organizations on research and growth has reportedly increased. 
The multi-domain design of Chinese initiatives' external growth has progressively taken shape, Chinese organizations' 
external communal accountability is expanding, and Chinese firms' overseas affordability has progressively increased to 
this study.  
Personnel entitlement, Salary Payment, Presentation management, and assessment were used as variables in a 
Malaysian quantitative study titled "An Empirical Examination of Sustainable Supply Chain Risk and Integration 
Practices: A Performance-Based Evidence from Pakistan" by Syed,Li, Muhammad, Ye, and Muhammad (2019).
Supply chain inclusion is hampered by acceptable supply risks and long-term request risks. The study discovered that 
all three supply chain amalgamation methods impacted enterprises' financial presentation, implying that using supply 
chain incorporation strategies reduces supply chain risks while improving the organization's presentation. 
Yong et al. (2019) conducted a quantitative rersearch in a manufacturing unit in Malaysia, using variables Job 
explanation, presentation, hiring, pay, selection, and training, and discovered that g- hiring and g- training has positive 
effects on sustainability, while g- study and job report, g-range, g-presentation valuation, and g-pay were not recruited 
to have any significant impact on sustainability. 
Roscoe, Subramanian, Charbel J.C., and Chong (2019) conducted a quantitative analysis in a manufacturing unit in 
China, employing variables including performance, hiring, remuneration, selection, training, health benefits, and 
environmental participation. We propose that the severe enablers of g-organizational philosophy include direction 
prominence, reliable communication, noble participation, and worker authorization, according to a paper titled "GHRM 
and the enablers of green organizational culture: Enhancing a firm's environmental performance for sustainable 
development." Our paper contributes to HRM philosophy regarding innovation and study value by demonstrating that 
enhancers of g-corporate culture arbitrate the association among G-HRM approaches and environmental presentation. 
Managers must spend as much time considering Green HRM practices to foster an environmentally conscious 
organizational culture. 
TanPham, Tuková, and Charbel JoséChiappetta (2019). Incorporating factors into hiring training, motivational 
presentations, and pay in Vietnam Recruitment, education, and motivation "Greening the hospitality industry: How can 
green human resource management methods promote firms nationality behavior in hotels?" was the topic of a research 
presentation. The partnership of three G-HRM practices—Training, presentation management, and worker 
contribution—can produce workers' intended green behaviour, relying on green presentation management and green 
worker participation, according to a mixed-methods study." Green training is a powerful tool for improving employees' 
intended environmental performance. 
Wang, Mengyuan, Yahui, and Fan (2019) led a quantitative study on China's manufacturing industry to determine the 
"Impacts of changing urban form on ecological efficiency in China: a comparison between urban agglomerations and 
administrative areas." They discovered that the Main Patch Index (LPI), Patch Density (P.D.), and Fractal Dimension 
(F.D.) measure the structural features of cities across numerous areas (F.D). Urbanization promotes local ecological 
competence, encouraging policymakers to design a regional growth strategy. 
Gaikwad & Sunnapwar (2020) used the qualitative technique in the manufacturing industry with the constructions -
Price drop Green Six Sigma Approaches and discovered Lean Green and Six Sigma technique to aid the company in 
influencing ecological and social influences and developing sustainability policy for sustainable products in their 
production scheme. It simply transforms for the manufacturing segment to improve business presentation with changes 
in environmental conditions, allowing it to compete in a worldwide market. 
Singh, Singh, and J.S. (2020) used the Green Lean method to conduct quantitative research on "Analyzing barriers of 
G-Lean performs in manufacturing industries by demate approach," and the result is that the g- Lean idea has been 
documented as a developing investigation extent in the present ecologically aware nation. Industrial enterprises are 
under immense pressure to use Green Lean techniques due to cumulative environmental issues, international rivalry, 
and requests for superior goods. 
In Indonesia, Danilwan, Dewi Budhiartini, Ikbar, and Dirhamsyah (2020) conducted a quantitative study titled 
"Inducing Organizational Citizenship Behaviour through Green HRM bundle: Drawing Implications for 
Environmentally Sustainable Performance: A Case Study," incorporating variable green hiring green training 
participation. Both factors, referred to as corporate citizenship and sustainable ecological presentations, were modified 
by reward and declared green presentation management and compensation. Green employment has the most significant 
impact on Indonesian workers' long-term citizenship performance. another side, gtraining and participation difficulties 
have a decent effect on the social technique of health care 
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HRM competency. 
In their Quantitative study in a manufacturing firm to enable "Achieving different Dimensions of Performance through 
Sustainable Entrepreneurial Orientation: Mediating Role of Customer Functional Value Creation," Suci,Teddy, and 
Ilham (2020) used variables are client practical value formation as an intermediary; while social presentation, 
ecological presentation, and marketing presentation sustainable entrepreneurial direction their contribution says it is a 
crucial influence Simultaneously, the customer's practical value creation-based middleman effectively grow their 
relationship. Entrepreneurs may not be able to meet their client criteria with the same brand if they use a variety of 
marketing presentations. To address this, they must continue to create based on the proper direction of their purposeful 
approach. 
Green Expertise was used by Wei et al. (2021) in a quantitative study conducted in China. The achievement alteration 
phase is more advanced than the technology growth stage; there are visible obstacles to the competence of green 
technology creation in different locations of China. Green technology inventions are presented better in the eastern 
region than in the western area, with Qinghai having the most pleasing green technology novelty presentation. 
Iftikhar, Zaman, Mahmood, Ghias, and Islam (2021) conducted research in Pakistan's hotel industry under the title 
"Impact of Green Human Resource Management on Service Recovery: Mediating Role of Ecological Obligation and 
Moderation of Transformational Leadership," with variables G-Facilities, G-Presentation, and Ecological Promise. The 
Consequences reveal that employees' ecological obligation promotes the connection among G-HRM observes and 
GSRP. The association among G-HRM approaches and worker ecological obligation in the hotel business is controlled 
by the transformational management style. 
SubhadarsiniParida, Ananthram, Chan, & Brown  (2021) in an Australian study in a manufacturing study g-office 
constructions and sustainability: Does green human resource management elicit green behavior? Through the 
variables,Green Buildings Employee green performance finally concluded that we authorize the dual negotiation 
possessions of G-HRM, g-performances, and administrative documentation on the relations among administrative 
eagerness, job pleasure, and work-stream. The broadside makes hypothetical aids by forwarding the idea of G-HRM 
and g-performances inside the dominion of SIT, therefore enchanting a multidisciplinary posture in the constructed 
situation and sustainability literature. 
In an Australian study, SubhadarsiniParida, Ananthram, Chan, and Brown (2021) looked at green office buildings 
and sustainability in manufacturing. Is there any association among green hrm and g-behaviour? Green Buildings 
Employee green performance ultimately determined that the dual negotiating properties of  G-HRM, g-arrangements, 
and firms documentation on the association among administrative preparedness, job pleasure, and workstream are 
authorized. The research provides theoretical support by proceeding with the notion of GHRM and g-performance 
inside the dominion of SIT, therefore enticing a multidisciplinary approach in a construction situation and sustainability 
literature. 
Manufacturing, Quantitative with the "Perceived Green Human Resource Management 
Practices and Corporate Sustainability: Multigroup Analysis and Major Industries 
Perspectives" with variables called Green Participation Jamal, et al., (2021) Manufacturing, 
Quantitative with the "Perceived Green Human Resource Management Practices and Corporate Sustainability: They 
came to the following conclusions: g- hiring, g-training, g-Salary, and corporate sustainability. The findings provided 
researchers and specialists interested in green creativity with context for social, environmental, and financial judgments. 
Only a few studies have examined whether Green HRM can properly monitor business growth sustainability in 
underdeveloped countries. The manufacturers' perspective on the problem was comparably uninterested in the current 
literature. 
5.Discussion and research ideas for the future 
This research  objects to afford a comprehensive overview of the GHRM literature. According to the findings, many 
essential aspects of the Green HRM study have been overlooked in previous studies, which is alarming. In this part, the 
writers point out some of the faults in existing research and suggest future study alternatives. 
Although there is a lot of empirical research on green hrm, future studies should focus on conceptual studies to help 
establish the green human resource management construct, which is currently lacking. Furthermore, studies on Green 
HRM in the information technology business are limited. 
Surprisingly, most green human resource management studies have been conducted using survey methodologies in 
affluent countries. Anthropology and Ethnology define individuals' life patterns within a culture as experience, which 
differs by place. This results in differences in customer taste and preferences between developed and developing 
countries and how green human resource management discusses across geographical regions, emphasizing the 
importance of interpreting experiences in light of an individual's culture and native place. These demands look at green 
human resource management from various perspectives in diverse geographic regions. 
Overall, this research will help scholars better comprehend the current status of G-HRM. It will make future research 
easier by exposing the main concerns that need to be solved. Several factors are to consider, including that GHRM is a 
relatively novel topic that merits further attention due to its practical utility. Environmentally friendly human resource 
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management solutions will assist management in developing more robust and successful HRM strategies in the 
industrial, pharmaceutical, and tourism industries, allowing for long-term sustainability. 
Finally, employees are more interested in their own experiences than in the H.R. department.6. 
Limitations of the study 
Even though this study combed through numerous databases and reviewed every possible publication on green human 
resource management, it is not without flaws. First and foremost, only studies published in peer-reviewed journals were 
considered, which imposed limitations due to the time-consuming nature of peer-review methods. Second, for the sake 
of this study, this paper searched for research publications using the term Green human resource management and then 
selected only those papers that surfaced as a result of the search. As a result, documents that dealt with comparable 
topics, such as sensory reactions, were omitted from the search results. Articles named Green HRM connected with 
Green HRM dimensions in the initial search because they are included in the initial analysis. 
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