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ABSTRACT 
 

  Green Human Resource Management (Green HRM) has emerged as a pivotal approach for 
organizations aiming to align sustainability goals with human resource practices. The COVID-19 
pandemic has not only disrupted traditional HR processes but has also underscored the urgency of 
sustainable development and organizational resilience. This research paper explores the opportunities 
and threats of Green HRM in the post-pandemic era, emphasizing its role in integrating environmental 
sustainability into core HR functions such as recruitment, training, performance management, and 
employee engagement. Key topics include the utilization of technological advancements to streamline 
green practices, the fostering of an eco-conscious corporate culture, and the development of innovative 
strategies to engage employees in sustainability initiatives. Furthermore, the paper examines the 
challenges posed by economic, social, and environmental factors, including resource constraints, 
resistance to change, and the need for balancing short-term recovery with long-term sustainability 
objectives. Through an analysis of case studies and best practices, recommendations are offered to 
enhance the implementation of Green HRM as a strategic imperative for sustainable growth, employee 
well-being, and organizational success in the post-pandemic recovery landscape.  
  

KEYWORDS: Covid 19, HRM, Sustainability, Work from Home, Green HRM, Triple Bottom Line, ESG 
(Environmental, Societal & Governance), Digital Transformation.  
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Introduction 

 The COVID-19 pandemic has accelerated the need for sustainable business practices. Green 
HRM, which integrates ecological sustainability with HR functions, is becoming a cornerstone for modern 
organizations. The pandemic-induced changes in work environments, including remote work and digital 
transformation, provide both opportunities and challenges for Green HRM. This paper investigates these 
dynamics and their implications for businesses striving for sustainability. 

Literature Review 

 Green Human Resource Management (Green HRM) has emerged as a critical area of study, 
driven by the growing urgency of environmental sustainability and the transformative changes in 
organizational practices catalysed by the COVID-19 pandemic. Green HRM has been applied across 
various sectors, such as manufacturing, where companies like Siemens integrate green training 
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programs to minimize environmental impact, and technology, where firms like Google use remote work 
and digital tools to foster sustainable practices. Additionally, the retail sector, exemplified by IKEA, 
incorporates green recruitment and performance management to align with sustainability goals. This 
review explores the evolution of Green HRM, its theoretical foundations, practical applications, and its 
implications for organizational recovery and resilience in the post-pandemic era. 

The Evolution of Green HRM 

 CSR and sustainable development inspired Green HRM. Renwick, Redman, and Maguire 
(2013) noted the shift in HRM practices toward environmental goals and the importance of HR in creating 
a sustainable workforce. Sustainability indicators in performance management systems and green 
policies in workforce training programs at Unilever and Infosys demonstrate these principles in practice. 
Recent studies have moved beyond environmental rules to incorporate strategic measures that support 
business goals.  

The COVID-19 epidemic accelerated Green HRM implementation. Sharma and Gupta (2021) 
stated that firms are using digital technologies and remote work models to reduce commute and paper 
use. Dell used its remote work rules during the pandemic to lower operational energy use and its global 
carbon footprint by 14% in 2021. Islam and Ahmed (2022) claimed that the pandemic highlighted the 
need to integrate sustainability into HR strategies to boost organizational resilience.  

Table 1: Evolution of Green HRM 

Time 
Period 

Key Features of Green HRM Evolution 

Pre-2000s Limited focus on sustainability; HR practices primarily aimed at compliance with 
environmental regulations. 

2000-2010 Emergence of CSR and triple bottom-line frameworks; incorporation of green practices 
into HR. 

2010-2020 Rapid growth in Green HRM research; emphasis on HR's role in achieving sustainability 
goals; companies like Infosys and GE integrated Green HRM into strategies. 

Post-2020 COVID-19 pandemic highlighted the need for sustainable practices; Green HRM became 
critical for organizational resilience and recovery. 

 

Theoretical Foundations of Green HRM 

 Green HRM is based on numerous theoretical frameworks, including the triple bottom line (TBL) 
approach, which balances economic, social, and environmental goals. Green HRM promotes resource 
conservation and eco-conscious employee conduct, according to Jackson, Renwick, and Jabbour (2011).  
Organizational sustainability theories also emphasize the need for a cultural shift to promote Green HRM. 
Long-term success requires embedding sustainability values in business culture, according to Norton, 
Zacher, and Ashkanasy (2014).  

Green HRM Practices 

 Green HRM encompasses a range of practices aimed at integrating sustainability into HR 
functions. 

• Green Recruitment and Selection: Attracting candidates with a sustainability mindset is a key 
focus area. Cooke and He (2010) observed that organizations are adopting eco-friendly 
recruitment processes, such as virtual interviews and digital onboarding, to align with 
environmental goals. For example, Patagonia emphasizes sustainability in its hiring processes 
by integrating questions on environmental awareness and using virtual platforms to minimize 
resource consumption. 

• Green Training and Development: Training programs that educate employees on sustainable 
practices, such as energy conservation and waste management, have gained prominence. 
Paillé and Raineri (2015) highlighted the role of continuous learning in fostering an eco-
conscious workforce. 

• Green Performance Management: Organizations are incorporating environmental objectives 
into performance appraisals. Delmas and Pekovic (2013) demonstrated how linking 
sustainability goals to performance metrics enhances employee engagement in green initiatives. 
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• Green Compensation and Benefits: Offering incentives for sustainable behaviors, such as 
bonuses for carpooling or using public transport, is becoming increasingly common. Biswas 
(2021) emphasized the role of financial incentives in driving employee participation in green 
initiatives. 

Green HRM in the Post-Pandemic Era 

 The pandemic has created both opportunities and challenges for Green HRM. Deloitte (2023) 
reported that digital transformation has facilitated sustainable practices, such as remote work and 
paperless operations, leading to significant reductions in carbon footprints. For instance, organizations 
like Dell and Microsoft have adopted hybrid work models that reduce energy consumption and 
operational costs. 

However, challenges persist. McKinsey & Company (2023) noted that financial constraints and 
resistance to change are significant barriers to implementing Green HRM. Additionally, limited expertise 
in sustainability among HR professionals hinders the effective integration of green practices. 

Conclusion 

 The literature highlights the transformative potential of Green HRM in fostering sustainable and 
resilient organizations. By integrating environmental objectives into HR practices, organizations can 
achieve long-term sustainability while enhancing employee engagement and organizational performance. 
However, addressing financial, cultural, and technical barriers remains critical to realizing the full potential 
of Green HRM in the post-pandemic recovery landscape. 

Research Objective 

 This research aims to explore the role of Green Human Resource Management (Green HRM) in 
facilitating organizational recovery and resilience in the post-pandemic era. Specifically, it seeks to: 

• Investigate the integration of environmental sustainability into core HR functions such as 
recruitment, training, performance management, and employee engagement. 

• Identify opportunities for Green HRM to enhance organizational sustainability through digital 
transformation, employee eco-awareness, and innovative policy frameworks. 

• Examine the challenges faced by organizations in adopting Green HRM practices, including 
financial constraints, technological barriers, and resistance to change. 

• Provide actionable recommendations for organizations to leverage Green HRM for achieving 
sustainable growth and long-term competitive advantage. 

Research Methodology 

 This research adopts a secondary data analysis methodology, relying exclusively on existing 
literature, reports, and case studies. The following steps outline the methodological approach: 

• Literature Review: A comprehensive review of academic articles, journals, and books focusing 
on Green HRM, organizational sustainability, and post-pandemic recovery trends. 

• Case Study Analysis: Examination of documented cases and examples from leading 
organizations that have successfully implemented Green HRM strategies. 

• Report and Policy Review: Analysis of reports from global institutions, such as the World 
Economic Forum, International Labour Organization, and Sustainability Accounting Standards 
Board, to understand global trends and best practices. 

• Comparative Insights: Evaluation of Green HRM implementation across different industries 
and geographies to draw generalized insights and context-specific recommendations. 

Green HRM: Concept and Scope 

A new approach to HR management, Green HRM, incorporates environmental sustainability. It 
emphasises the necessity for businesses to match their goals with global sustainability goals like 
lowering carbon footprints, preserving resources, and encouraging employee environmental 
responsibility. Green HRM strategies and policies improve employee well-being, organisational 
performance, and environmental sustainability. It strives to reduce HR activities' environmental effect and 
instil eco-friendly principles in employees.  
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Table 2: Core Components 

Core Component Description 

Green Recruitment Hiring employees who value sustainability or possess expertise in 
environmental management. 

Green Training and 
Development 

Educating employees about sustainable practices, such as energy 
conservation and waste management. 

Green Performance 
Management 

Including environmental objectives in performance appraisals and rewarding 
eco-friendly behaviours. 

Green Compensation 
and Benefits 

Offering incentives for sustainable actions, such as bonuses for carpooling 
or using public transport. 

 

• Philosophy 

 Green HRM is rooted in the principles of sustainable development, which seek to balance 
economic growth, social equity, and environmental preservation. It aligns with triple bottom-line 
accounting, which emphasizes people, planet, and profit. 

• Scope of Green HRM 

 Green HRM is a multidisciplinary field with applications across various HR functions and 
industries. Its scope includes: 

▪ Strategic Integration of Sustainability Goals: Aligning HR policies with corporate 
sustainability strategies, such as achieving net-zero emissions or adopting circular 
economy practices. For example, Schneider Electric integrates green goals into its HR 
framework to support its mission of carbon neutrality by 2040. 

▪ Workforce Planning and Recruitment: Attracting talent with sustainability-oriented skills 
or values through green job descriptions and eco-friendly recruitment channels. 
Organizations like IKEA emphasize sustainability in their employer branding to appeal to 
environmentally conscious candidates. 

▪ Green Workplace Design and Operations: Encouraging the use of green-certified office 
spaces, energy-efficient lighting, and renewable energy sources. Companies such as 
Adobe have achieved LEED (Leadership in Energy and Environmental Design) certification 
for their offices, integrating Green HRM into workplace design. 

▪ Employee Engagement and Culture Building: Fostering a green organizational culture 
through initiatives like environmental volunteering programs, eco-awareness campaigns, 
and green employee networks. Google’s “Green Team” enables employees to lead 
sustainability projects within the organization, reinforcing environmental consciousness. 

▪ Training and Capacity Building: Conducting workshops and training sessions on 
sustainability topics, such as waste segregation, energy efficiency, and green technologies. 
The World Wildlife Fund (WWF) trains its employees in sustainable practices to ensure 
alignment with its conservation mission. 

▪ Performance and Compensation Management: Incorporating environmental KPIs (Key 
Performance Indicators) into appraisals and rewarding eco-friendly behaviours. For 
instance, Unilever’s HR policy ties employee bonuses to achieving sustainability targets, 
such as reducing packaging waste. 

▪ Green Exit Management: Incorporating environmentally friendly practices into employee 
offboarding, such as ensuring the recycling of materials like ID cards and laptops. 

Opportunities for Green HRM in the Post-Pandemic Era 

• Technological Advancements 

▪ Remote Work Models: Digital technologies for remote work cut carbon emissions. Virtual 
meetings and paperless processes are eco-friendly. Companies deploy hybrid and remote 
work models to save commuting and office space, decreasing energy use and greenhouse 
gas emissions. Remote work during and after the pandemic lowered US commuter-related 
emissions by 54 million tonnes per year, according to Global Workplace Analytics' 2022 
research. 
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▪ Virtual Recruitment and Onboarding: Virtual systems like Zoom and Microsoft Teams 
have made recruitment, onboarding, and training more sustainable by reducing travel and 
paper documentation. Cloud-based HR technologies like Workday streamline and promote 
paper lessness. LinkedIn has seen a 35% rise in video interviews post-pandemic, saving 
candidates and HR teams travel time and money. ATS and virtual onboarding technologies 
cut paper waste by up to 90%, according to a 2021 HRTech Digest report. 

• Enhanced Employee Awareness  

▪ Millennial and Gen Z Workforce: These generations value sustainability and prefer to 
work for green companies. Green HRM has helped Patagonia attract talent and promote 
eco-friendly projects. In Deloitte's 2023 Global Millennial and Gen Z Survey, 60% preferred 
working for sustainable organisations. Green HRM helps retain talent, as shown by a 15% 
better retention rate in employers advertising environmental initiatives on Glassdoor. 

▪ Wellness and Green Initiatives: Post-pandemic, employees recognize the link between a 
healthy environment and their own well-being. Green wellness programs like incentivized 
bike-to-work schemes or providing electric vehicle charging stations have seen widespread 
adoption. With its "Green Commute" program, Cisco reduced employee commuting 
emissions by 20% in two years. Sustainable HRM programs like cycling-to-work and eco-
friendly offices boost employee satisfaction and productivity. 

• Policy Innovations 

▪ Government Incentives for Green Practices: Businesses adopt green HR practices due 
to carbon credits and eco-friendly subsidies. The European Green Deal promotes Green 
HRM by holding companies accountable for sustainability. The Green Business Network 
gives U.S. companies tax benefits for adopting eco-friendly activities, thereby promoting 
Green HRM techniques like energy-efficient office premises and green procurement.  

▪ Global Reporting Standards: Frameworks like the Global Reporting Initiative (GRI) and 
ISO 14001 accreditation promote the incorporation of environmental factors into human 
resource procedures. The European Union's Corporate Sustainability Reporting Directive 
(CSRD) requires large corporations to disclose their environmental and social implications, 
rendering Green HRM a crucial compliance tool. The Companies Act 2013 in India 
underscores Corporate Social Responsibility (CSR), promoting environmental initiatives 
and employee engagement activities. 

• Organizational Resilience 

▪ Risk Mitigation: Sustainable practices help companies manage risks related to resource 
scarcity, regulatory compliance, and climate change. For example, Unilever’s "Sustainable 
Living Plan" integrates green practices into HR and supply chains to reduce vulnerability. 
Companies incorporating sustainability into HR practices report better crisis management 
capabilities. A 2021 study in the Journal of Business Ethics found that 72% of organizations 
with strong Green HRM policies were more resilient during the pandemic’s disruptions. 

▪ Corporate Social Responsibility (CSR): Companies that prioritize green initiatives often 
gain trust and loyalty from consumers and stakeholders. A 2023 survey by Edelman Trust 
Barometer indicated that 76% of global consumers prefer companies that actively address 
environmental concerns. Tesla, for instance, uses its HR strategy to highlight its 
environmental mission, strengthening its brand reputation. 

• Cost Savings and Resource Optimization 

▪ Energy Efficiency in Office Spaces: Sustainable office designs, including green buildings, 
diminish operational expenses by enhancing energy and water efficiency. For example, 
Google's sustainability-focused headquarters allegedly conserve millions in yearly energy 
costs. The World Green Building Council indicates that green-certified buildings get an 
average energy savings of 25%. Microsoft's green campus renovation in Redmond yielded 
$60 million in yearly energy savings. Amazon has unveiled "The Spheres" in Seattle, a 
biophilic office design that decreases artificial lighting expenses while enhancing staff well-
being. 
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▪ Paperless Operations: Transitioning to digital workflows eliminates printing costs while 
reducing waste. Shifting to paperless documentation saved HSBC an estimated $2 million 
in 2021 while aligning with its carbon reduction goals. 

Threats to Green HRM in the Post-Pandemic Era 

 Despite its benefits, implementing Green HRM is fraught with challenges. These threats arise 
from financial constraints, resistance to change, and a lack of clear guidelines, which can hinder 
organizations from fully integrating sustainable practices into HRM. 

• Financial Constraints 

▪ High Initial Investments: Green projects like energy-efficient infrastructure and digital 
transformation are expensive upfront. McKinsey & Company reported in 2023 that 67% of 
SMEs cannot afford big investments in sustainability, making financial hurdles the biggest 
impediment to green practices. 

▪ Budget Reallocation Post-Pandemic: Organisations have prioritised pandemic recovery, 
such as supply chain reconstruction and employee well-being, leaving Green HRM funds 
scarce. Post-pandemic recovery may prioritise profits over sustainability. Due to post-
pandemic economic pressures, global business environmental investment declined 15% in 
2021, according to The World Bank. 

• Lack of Awareness and Expertise 

▪ Limited Knowledge of Green Practices Green HRM policies are difficult to create and 
implement since many HR practitioners lack sustainability training. In 2022, 28% of HR 
professionals were confidence in their ability to integrate sustainability into HR processes, 
according to PwC. 

▪ Absence of a Defined Framework Without common rules or metrics to quantify Green 
HRM achievement, organisations struggle to benchmark their efforts. The Global Reporting 
Initiative has developed sustainability standards, although non-Western organisations are 
slow to embrace them. 

• Resistance to Change 

▪ Employee Pushback: Inertia or ignorance may prevent employees and management from 
implementing green practices. Green projects may demand extra work or sacrifices, which 
may cause employees to reject change. The Journal of Organisational Behaviour (2023) 
revealed that 45% of employees considered energy-saving, green initiatives disruptive to 
their workflows. 

▪ Management Reluctance: Senior executives may prioritize short-term profitability over 
long-term sustainability, particularly in industries facing post-pandemic recovery challenges, 
such as travel and hospitality. According to Harvard Business Review (2023), 62% of 
executives cited financial instability as a reason for delaying green initiatives. 

• Measurement and Accountability Challenges 

▪ Difficulty in Measuring Impact: Assessing Green HRM projects' impact is difficult and 
subjective. Due to the intangibility of sustainability results like employee awareness and 
cultural transformations, Green HRM efforts are hard to measure. Only 40% of 
organisations worldwide track HR-related environmental data, according to a 2022 
Sustainability Accounting Standards Board assessment. 

▪ Greenwashing Risks: Without accountability, some firms greenwash, professing eco-
friendliness without action. Greenpeace reported in 2023 that 58% of corporate 
sustainability claims in advertising were inflated or deceptive. 

• Technological Barriers 

▪ Digital Divide Organisations with limited resources may struggle with Green HRM digital 
transformation. Paperless systems and virtual platforms for green HR are not available to 
all organisations. Compared to 78% in rich economies, 31% of developing country 
enterprises have used digital HR solutions, according to the International Labour 
Organisation (2022). 
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▪ Cybersecurity Risks Data breaches and cybersecurity risks have increased as Green 
HRM uses more digital tools like virtual recruitment and cloud-based performance 
management. The Cybersecurity Ventures Report (2023) predicted $8 trillion in worldwide 
cybercrime expenses by 2024, preventing some companies from digitising HR. 

Recommendations 

 Green HRM provides a framework for aligning human resource practices with sustainability 
objectives. To ensure successful implementation, organizations must adopt actionable steps tailored to 
their unique contexts. Recommendations with specific measures for organizations to capitalize on 
opportunities while addressing challenges in Green HRM are: 

• Financial Support and Incentives 

▪ Leverage Government Subsidies and Tax Benefits: Identify local, national, or 
international grants supporting sustainability projects. Example: Apply for programs like the 
European Union’s Corporate Sustainability Reporting Directive (CSRD) subsidies. 

▪ Optimize Budget Allocation: Reallocate resources by transitioning from paper-heavy 
operations to digital workflows, reducing long-term costs. 

▪ Implement Green Procurement Policies: Partner with eco-friendly vendors to source 
materials and services. Negotiate contracts to include sustainability metrics in deliverables. 

• Employee Training and Engagement 

▪ Develop Comprehensive Sustainability Training Modules: Train employees in areas 
such as waste management, energy efficiency, and green innovation. Example: Offer 
certification programs in environmental management through platforms like Coursera or 
Udemy. 

▪ Encourage Employee-Led Green Initiatives: Create green committees or teams tasked 
with brainstorming and implementing eco-friendly workplace practices. Reward participation 
through recognition programs or performance-based incentives. 

▪ Gamify Sustainability Goals: Introduce competitions to achieve measurable green 
outcomes, such as reducing energy consumption or improving recycling rates. Example: 
"Green Leaderboards" tracking individual or departmental contributions to sustainability. 

• Clear Metrics and Accountability 

▪ Adopt Standardized Reporting Frameworks: Use tools like the Global Reporting Initiative 
(GRI) or Sustainability Accounting Standards Board (SASB) to measure and disclose 
progress. 

▪ Integrate Green KPIs in Performance Reviews: Set environmental goals, such as carbon 
footprint reduction, for individual employees or teams. Example: Include metrics like 
“percentage of sustainable travel choices” or “paper usage reduction” in evaluations. 

▪ Audit and Benchmark Progress: Conduct regular sustainability audits to track Green 
HRM outcomes. Benchmark performance against industry leaders or green-certified 
organizations. 

• Leveraging Technology 

▪ Adopt Digital HR Platforms: Transition to paperless processes for recruitment, payroll, 
and performance management. Example: Use cloud-based tools like Bamboo HR or 

Workday for efficient and eco-friendly HR operations. 

▪ Facilitate Remote Work: Encourage hybrid or fully remote work arrangements to minimize 
office space energy consumption. Provide employees with guidelines on creating eco-

friendly home office setups. 

▪ Implement Smart Office Solutions: Use IoT devices for monitoring and optimizing energy 
usage in office spaces. Example: Install motion-sensor lighting and smart thermostats to 
reduce wastage. 
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• Cultural Transformation 

▪ Build a Green Organizational Culture: Incorporate sustainability values into mission 
statements and employee handbooks. Host regular events, such as “Sustainability Day,” to 
reinforce eco-conscious behaviours. 

▪ Engage Leadership in Advocacy: Ensure that top executives champion sustainability by 
setting an example and communicating its importance. Provide leadership training in 
sustainability to align management priorities. 

▪ Foster Transparency and Collaboration: Share sustainability goals and achievements 
with employees through newsletters or town halls. Encourage cross-functional teams to 
work on sustainability projects. 

• Sustainable Talent Management 

▪ Green Recruitment Practices: Use virtual interviews and digital application processes to 
minimize resource use. Prioritize candidates with expertise or interest in environmental 
issues. Example: Include sustainability-related questions in interviews to assess cultural fit. 

▪ Green Retention Programs: Offer perks like subsidies for public transportation, carpooling 
incentives, or bike-to-work schemes. Provide wellness programs focusing on environmental 
well-being, such as green mindfulness sessions. 

▪ Eco-Friendly Off Boarding: Recycle or repurpose materials like laptops, ID cards, and 
uniforms during the exit process. Encourage departing employees to contribute ideas on 
sustainability improvements. 

• Collaboration and Partnerships 

▪ Partner with Sustainability Experts: Collaborate with NGOs, academic institutions, or 
consultancies to design and implement Green HRM practices. Example: Partner with the 
World Wildlife Fund (WWF) for employee training on conservation. 

▪ Engage in Industry Collaborations: Join industry-specific green networks or forums to 
share best practices and resources. Example: Participate in initiatives like the UN Global 
Compact for sustainability leadership. 

▪ Customer and Community Engagement: Extend Green HRM beyond the workplace by 
involving customers and communities in sustainability efforts. Host community clean-ups or 
tree-planting drives as employee engagement activities. 

• Addressing Challenges in Adoption 

▪ Overcoming Resistance to Change: Communicate the long-term benefits of Green HRM 
through workshops and success stories. Pilot initiatives in specific departments to 
demonstrate value before scaling up. 

▪ Mitigating Financial Barriers: Identify low-cost, high-impact sustainability initiatives, such 
as energy conservation campaigns. Phase green investments over multiple financial years 
to reduce immediate pressure. 

▪ Improving Awareness and Skills: Organize sustainability boot camps for HR staff to 
develop green expertise. Use e-learning platforms to provide accessible training modules 
for employees. 

Conclusion 

 Green HRM may integrate sustainability into company culture. Despite post-pandemic hurdles, 
innovative methods and strategic planning can enable organisations use Green HRM for long-term 
benefits. 

 This study examined Green HRM's pros and cons. On one hand, Green HRM opportunities 
including improved employee engagement, cost optimisation, and business practices aligned with global 
sustainability trends create long-term organisational success. Companies that invest in green 
technologies and processes decrease long-term expenses and establish themselves as corporate social 
responsibility leaders, gaining consumer and stakeholder loyalty and trust. 

 However, Green HRM implementation risks must be considered. Financial limits, change 
aversion, technology impediments, and the lack of sustainability measurement and reporting rules are 
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major issues. Many organisations, especially SMEs, struggle with the upfront costs of green projects, and 
HR staff' lack of expertise or awareness makes matters worse. Cybersecurity issues may slow the rapid 
digital transformation needed to enable Green HRM, deterring uptake. 

 This paper proposed concrete methods for organisations to integrate Green HRM within their 
HR activities to overcome these difficulties. These measures include using government incentives, 
optimising budget allocation, promoting staff participation through sustainability programs, and tracking 
progress with clear benchmarks. External partners like NGOs and sustainability consultancies can boost 
Green HRM's credibility and influence. HR departments should also spend in training and development to 
educate their teams with sustainability abilities. 

 Green HRM adoption is difficult, but the long-term benefits exceed the challenges. A successful 
Green HRM approach boosts employee satisfaction, attracts top talent, and improves the company's 
reputation while promoting environmental sustainability. Green HRM will help firms adapt to post-
pandemic issues and advance the global sustainability agenda. 

 In conclusion, while Green HRM presents some obstacles, its strategic value in fostering 
organizational sustainability, employee engagement, and long-term profitability is undeniable. 
Organizations that embrace Green HRM are better positioned to lead in the evolving business landscape, 
where environmental responsibility and corporate sustainability are increasingly becoming prerequisites 
for success. By aligning HR practices with environmental goals, companies can drive meaningful change, 
enhance their competitive advantage, and contribute to a more sustainable and equitable future for all. 
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