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Abstract
Green Human Resource Management (GHRM) is increasingly considered as a critical branch of Human
Resource Management (HRM) and it is still an emerging field of research that is interesting and highly
instrumental in creating and enhancing natural environmental sustainability. This research paper is a systematic
attempt to find out some research gaps in GHRM in order to carry out future empirical studies through the
adoption of desk research strategy. An extensive literature review was done and it resulted in identifying nine
research gaps in GHRM. Among the nine research gaps, two gaps are empirical, six gaps are both theoretical and
empirical, and one gap is methodological. Future research studies could be designed and carried out in order to fill
these identified research gaps.
Keywords: desk research, human resource management, green human resource management, research gaps
1. Introduction
We live in a world which is experiencing increased globalization. In the present societies, environmental
problems have been a serious concern with the acceleration of globalization (Aykan, 2017). In every developing
nation there are continuous organizational endeavours to increase productivity to achieve its developmental goals.
In every developed nation the same is happening. It is evident that general people and relevant organizations
never stop their productivity improvements, increasing profits and profitability, and consumerism. Consequently,
our natural environment is now in danger and the rapid increase in industrialization poses a serious threat to the
nature and therefore, air and water pollution are the main problems in the natural environment (Dhawan, 2019).
Hence, environmental issues such as pollution of the environment, global warming, sudden climate change, and
energy crisis are very serious concerns of all over the world, and now dealing with these issues appropriately
becomes one of the major responsibilities of all human beings throughout the world. In the 21st century
“sustainability” has become a critical issue for the world and for business (Das & Singh, 2016, p.227). The most
popular sustainability related paradigm is the Triple Bottom Line the three Ps of which stand for people, planet,
and profits.
Opatha (2016) emphasized that “to have a balance among people, planet, and profits” (p.3) becomes imperative
for any manager of any firm in order to ensure to experience a future that is sustainable. Also, he stressed that the
firm is required to create, maintain, and improve the ability to excel in its environmental performance as well as
its societal and ethical performance. Environmental performance is for the planet and societal and ethical
performance is for people. Consequently, there is a highly felt need for HRM to be instrumental in transforming
the firm to become a sustainable organization. The aspect or branch of HRM that is relevant in this regard is
Green HRM. GHRM has green-oriented HRM functions which are executed to make normal employees green,
and then they, who became green give, hopefully, their contributions in the way that is maximum to the
environmental performance of the organization and subsequently environment sustainability (Opatha, 2019).
Renwick et al. (2008) stated that in managing human resources there are gaps which “exist in the HRM literature
on the HR aspects of environmental management”(p.2). Opatha (2013) observed many gaps to be filled in
respect of Green HRM necessitating theoretical and empirical studies to be carried out for the purpose of
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enhancing the body of knowledge of Green HRM (p.21). By the year 2013 there had been some developments
with regard to research on Green HRM outside Sri Lanka (Opatha, 2013), and in and after 2013 several original
research studies were done in Sri Lanka by Opatha (2013), Opatha and Arulrajah (2014), Arulrajah, Opatha and
Nawaratne (2015), Arulrajah, Opatha and Nawaratne (2016), and Arulrajah and Opatha (2016). Indeed there is
an increasing trend of researching GHRM and fortunately as a result of this trend, at present a considerable
amount of literature of GHRM exists. Owing to the critical utility of GHRM for ensuring enriched sustainability
and indeed our personal interest in GHRM it was intended to write this research paper with the main objective of
discovering some research gaps in the literature of GHRM. Hopefully discovering some research gaps motivates
future researchers including ourselves too to carry out basic research studies so that the existing body of
knowledge of Green HRM gets expanded significantly.
2. Objectives of Paper
Specifically this paper attempts to achieve the following four objectives:
1.

To present a brief introduction to Green HRM and identify related concepts.

2.

To explore and specify the key studies on Green HRM.

3.

To present certain research gaps in Green HRM.

4.

To discuss future implications.

3. Method
The desk research strategy was adopted as it was appropriate in order to achieve the objectives of this study. A
few key pioneering original studies were utilized for achieving the first objective while an extensive literature
survey was carried out to achieve the second and the third objectives. The literature survey was based on the
articles which were found from databases such as Emerald, JSTOR, Scopus, EBSCO Host, Oxford University
Press, Sage, Research Gate, and Wiley Online Library. Books published under the subjects of „Greening People‟
and „Sustainable Human Resource Management‟ were utilized. As the literature of GHRM is contemporary and
recently emerged, materials published from the year 2000 to 2020 were used.
4. Literature Review
According to the research papers (Opatha, 2013; Opatha and Arulrajah, 2014) the meaning of the term „Green‟ or
„Greening‟ has four aspects and accordingly (1) the natural environment is to be preserved, (2) the natural
environment is to be conserved, (3) the pollution of the natural environment is to be avoided or minimized, and
(4) gardens and looking-like natural places are to be created (p.13, p.102). “The dictionary definitions (the
Oxford Paperback Dictionary, 1979; Collins Birmingham University International Language Database English
Language Dictionary, 1987: the New Oxford Thesaurus of English, 2000) with regard to the term „Green‟
include several ones and two relevant definitions are: (1) a human quality of being environmentally friendly, and
(2) a human being who is an environmentalist” inter alia (Opatha & Hewapathirana, 2019, p.3). A person who
needs to be a green person is required to play “four roles, i.e. preservationist, conservationist, non-polluter, and
maker; and this person is identified as nature-lover or eco-activist” (Opatha, 2013, p.13; Opatha & Arulrajah,
2014, p.102; Opatha, 2019, p.46). We expect that every employee needs to be seriously an environmentalist or
eco-activist in order to achieve environmental sustainability.
“The integration of Corporate Environmental Management into HRM is GHRM” according to Renwick,
Redman, and Maguire (2012, p.1). This definition suggests that GHRM derives from the existence of Corporate
Environment Management (CEM). Wehrmeyer (1996) defines “CEM as the coordinated and organized
approach to issues relating to the natural environment, from a business perspective with the aim of reducing
those impacts deemed harmful to the natural environment”. Further, he adds that CEM is about identifying,
documenting, and eliminating environmental effects which are harmful to the nature. Environmental
management deals with the work of minimizing and avoiding the harmful effects of business work in the
organization to the natural environment, and it includes waste and materials reduction, energy efficiency,
emissions control, etc. When environmental management goes in line with HRM which is managing human
resources efficiently and effectively in an organization so that they become closely linked, the creation of GHRM
occurs. The definition of GHRM given by Jabbour, Santos, and Nagano (2010) is important in this regard and it
is “the greening of functional dimensions of HRM such as job description and analysis, recruitment, selection,
performance appraisal, rewards, and training”(p.1057). It was observed that they utilized functional perspective
to defining GHRM and when incorporating HRM functions such as analyzing jobs, recruiting, selecting, training,
appraising employee job performance, managing wages and salaries, managing incentives, and managing
welfare facilities with greening GHRM exists (Opatha & Hewapathirana, 2019). According to Opatha (2013) a
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special system at the organizational level needs to be developed, implemented and maintained continuously in
order to make normal “employees of an organization green, and the relevant set of activities involved in the
development, implementation, and on-going maintenance of ” (p.15), that special system is GHRM. This special
system can include policies, procedures, and practices which focus on transforming general employees of the
organization into eco-activists who will engage actively in performing various green tasks which are beneficial
for the employee, society, natural environment, and the business. Under GHRM the needs of ecological
sustainability become the concern which necessitates rethinking and performing HRM in an
environment-friendly way (Arulrajah & Opatha, 2016). This rethinking and performing of the work of managing
employees in the organization create green orientation of all human resource functions or practices at all levels
of the organization. We consider GHRM as Green Orientation of HRM (GOHRM) and it is nominally defined as
the extent to which HRM functions in an organization have been made green.
A related concept is a pro-environmental behaviour. According to Ones and Dilchert “(2009, as in
Mesmer-Magnus, Viswesvaran, and Wiernik, 2012) pro-environmental behaviour is an individual‟s behaviour
that contributes to environmental sustainability, and it is volitional, intentional, and entirely under the control of
that individual” (p.93). Further, the researchers observed that the research literature on pro-environmental
behaviours has tended to focus on behaviours in non-work settings. However, Mesmer-Magnus et al. (2012)
mentioned that behaviours such as reducing use, avoiding waste, recycling, and preventing pollution can be
performed at work or in personal lives, but the latter affords a degree of individual control over behaviour that
may not be possible in organizational settings. Opatha (2019) utilized the term „green personal behaviour‟ to
pro-environmental behaviour as an alternative term. He has defined it as “the extent to which the employee takes
positive actions in respect of greening at personal life” (p.58).
Another related concept is individual environmental commitment. This is one specific type of green attitudes
(Opatha, 2019). Defining of this concept by Mesmer-Magnus et al. (2012) is worthy of mentioning here and
accordingly it is about the extent of the dedication of an individual to environmental sustainability and his or her
degree of willingness of engaging behaviours which are called pro-environmental behaviours (p.94). According
to them, specific behaviours which are in favour of sustaining the natural environment come under
pro-environmental behaviours. When an individual limits consumption of energy, avoids waste as much as
possible, recycles used things, and activates toward protecting the nature, he or she engages in environmental
behaviours which are nature-friendly (p.89).
Also, they write (2012, p.160): “A distinguishing feature of these behaviors is that they are (1) intentional and (2)
freely selected (that is, not under organizational control).” Their writing in addition to the above aspects focuses
on attitudes of individuals in respect of the natural environment and a pivotal role is played by such attitudes in
explaining the processes which come under nature-friendly behaviours. The defining of the environmental
attitude of an individual by scholars namely Eagly and Chaiken (1993) includes that a person tends
psychologically to evaluate a particular entity of the nature or the nature as a whole with a certain amount of
favour or disfavor. A positive attitude includes favorability with which the person views the natural environment
generally or specific ecological matters particularly. Two scholars namely Kollmuss and Agyeman (2002)
emphasize a recognition given by early models of pro-environmental behaviours and that is: a person‟s
knowledge about the natural environment is not adequate to influence him or her to engage in actions which lead
to protecting the natural environment and hereby his or her positive attitude about the natural environment is
needed. The environmental knowledge has to be utilized through the positive environmental attitude to affect
behaviour which is nature-friendly. According to what has been observed and written by the above scholars, both
environmental knowledge and environmental attitude are necessary to produce an effect on environmental
behaviour. One‟s environmental behaviour includes actions in favour of the natural environment.
Having added to the existing body of knowledge of GHRM Opatha and Arulrajah (2014) discuss four types of
green human resource requirements and they include green competencies, green attitude, green behaviour, and
green results (p.105). These four requirements can be identified as four concepts related to GHRM. Further, they
conceptualize that green behaviour is a broad concept and it includes “three dimensions, i.e. green organizational
citizenship behaviour, green interpersonal citizenship behaviour, and green official behavior” (p.105), which can
also be identified as another three GHRM-related concepts. Green results consist of two dimensions such as
green innovations and green outcomes. The meanings of those concepts are proposed by Opatha and Arulrajah
(2014) are presented in Table 1.
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Table 1. Meanings of the Concepts of GHRM
Concept
Green Competencies
Green Attitude
Green Behaviour
Green Organizational
Citizenship Behaviour
Green Interpersonal
Citizenship Behaviour
Green Official Behaviour

Green Innovations

Green Outcomes

Employee Green Inputs
Employee Green Performance
of Job

Definition
A person who is required to be a green person should possess knowledge and skills about
preserving and conserving the natural environment, avoiding or reducing its pollution, and
generating gardens and looking-like natural places.
A person who is supposed to be a green one should believe in greening, feel it positively
and interestingly, and tend to behave positively and seriously towards it. The person‟s
attitude needs to be complete cognitively, affectively, and behaviourally as well.
A person who is supposed to be green should engage in various actions the totality of which
falls under three general labels i.e. green organizational citizenship behaviour, green
interpersonal citizenship behaviour, and green official behaviour.
A person who is required to be green should involve in executing certain actions or
activities which are in support of the attempt taken by the organization to achieve the goal
of greening. Such activities performed by the employee are not the duties which have been
specified in the job description given to him or her by the organization.
A person who is supposed to be green should involve in doing certain actions or activities
which are in support of making peers and others green. The actions done by the employee to
assist other employees to contribute to greening are not official tasks or duties to be
performed as per the job description.
A person who is required to be a green employee must perform certain activities or do
certain actions on greening specified officially by the organization. The actions done by the
employee are not volitional ones, but duties which have been specified in the job description
given to him or her by the respective organizational authority.
A person who became a green employee should be able to make things which are useful for
the realization of greening by using new ideas. Such innovations are to be schemes,
solutions, procedures, measures, etc., for reducing waste, minimizing damages to nature,
and expanding nature.
A person who became a successful green employee should be able to make certain outputs
or results as evidence of the realization of greening to a significant extent. Such green
outcomes can include the extent to which the employee worked with the natural light (in
terms of hours), the extent to which the employee used electricity bulbs (in terms of
number), the extent to which the employee reduced electricity consumption (in terms of
expenditure), the extent to which the employee reduced wastage (in terms of units or
expenditure), etc.
A person who is supposed to be green should possess two types of resources or assets and
they include his or her competencies and attitude with regard to greening.
A person who is a green employee should contribute to fulfilling the green aspects of his or
her job and they include behaviour and results on greening.

Source: Based on Material by Opatha and Arulrajah (2014, pp.105,106,107)
When certain human resources practices are practiced in a way that is compatible and go in line the results of
such practices become most effective. This is indeed an important research finding (MacDuffie, 1995). Based on
this research finding Opatha (2019) introduced a concept called Green Human Resource Bundle which refers to
a set of green oriented or greening embedded human resource functions that are practiced in an internally
consistent way and each function supports the others. “A Green HR Bundle has a group of green HRM practices
which work together to create a consistent impact on greening people at work” (Opatha, 2019, p.52). Owing to a
green HRM bundle it avoids situations where one HR function becomes green while other HR functions are not
and therefore hindering or minimizing the degree of achievement of the generic goal or purpose of GHRM. The
green HRM bundle attempts to do that each normal employee is transformed into a green employee who is
identified especially as an eco-activist or a nature lover. A maximum contribution at the individual level on the
“four roles, i.e., preservationist, conservationist, non-polluter, and maker” is expected from each employee in the
organization under the purpose of GHRM (Opatha, 2013, p.15; Opatha & Arulrajah, 2014, p.104).
5. Key Studies on Green HRM
Key studies on GHRM done by various scholars from 2004 to 2020 were explored and examined to know the
aspects studied. These studies were international as well as local and summaries of such studies are presented in
Table 2.
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Table 2. Key Studies on Green HRM
Author
Purba Rao

Year
2004

Kamal M.
and Vinnie J.

2007

Renwick D.W.S.,
Redman Tom
and
Maguire S.

2008

Lee Ki-Hoon

2009

Jabbour C.J.C, Santos,
F.C.A.
and
Nagano, M.S.

2010

Smith E.E. and Perks S.

2010

Jackson Susan E.,
Renwick D.W. S.,
Jabbour C. J. C. and
Muller-Camen M.

2011

Jabbour C.J.C.

2011

Suhaimi Sudin

2011

Renwick D.W.S,
Redman T. and
Maguire S.
Dutta S.

2012

Eryuruk S.H.

2012

Opatha H.H.D.N.P.

2013

Bissing-Olson M. J.,
IyerA., Fielding K. S.,
and Zacher H.

2013

Opatha H.H.D.N.P.
and
Arulrajah A. A.

2014

Obaid T. F. and
Alias R. Bte.

2015

Aggarwal S.
and
Sharma B.

2015

2012

Description
-This is a research paper studying the relevance of the “greening of production” in
the South-East Asian context. The study investigates the various initiatives taken by
the companies in the region and finally identifies the factors that are critical in the
process of greening production in this region.
-This study attempts to search the factors which affect the attitude and behaviour of
the consumer for green practices in the Indian lodging industry and it also researches
the consumers‟ intentions to pay for green practices.
-These three researchers in the study take a new and integrated view of the literature
in respect of Green HRM. The study does classify the literature on the basis of
entry-to-exit processes in HRM (from recruitment to exit). Further, it does reveal
that HR processes play in translating Green HR policy into practice. The paper has a
contribution of drawing together the extant literature in this area, mapping the terrain
in this field, and proposes a new process model and research agenda in Green HRM.
- The relevant study was done in enterprises which are small and medium-sized and
it contributed by exploring and investigating the process of green management
adopted by those organizations.
-These researchers have done a comprehensive study in order to analyze the
contribution of HRM throughout the evolutionary stages of environmental
management in Brazilian companies. The research paper has a contribution in terms
of a theoretical framework of environmental management and its evolution and the
„greening‟ of the HRM functional and competitive dimensions.
-This study has an in-depth literature review and empirical evidence on managerial
perception with regard to green implementation under the business functions.
-These researchers have done a study on Green HRM. It contributes to the existing
body of literature by expanding the field of HRM in the context of environmental
management. It discusses the HRM‟s role in the pursuit of environmentally
sustainable business and concludes by describing opportunities for future research at
the intersection of environmental management and strategic HRM.
-This research paper is on a study done in 94 Brazilian companies that have ISO
14001 certification. It analyses the degree of the greening of HRM practices,
organizational culture, learning, and teamwork.
-This paper is based on a study that attempts to explore the relevant constructs of
green HRM. In addition, the study proposes a model of strategic green HRM
deriving from the literature about HRM phases of environmental management.
-This research is based on a study that presents the extant literature of GHRM and
attempts to map the terrain of the field. Also, it identifies some gaps in the existing
literature and suggests some agendas for future research studies.
-This researcher has done a study with a focus on GHRM as a strategic initiative by
the corporate for the purpose of promoting sustainable business practices.
-The researcher attempts to analyze vital points and parameters way of taking the
textile and clothing industry towards greening the product lifecycle from raw
material through design, production, and logistics ending up from the disposal
process.
-The researcher has done a conceptual paper that gives some original theoretical
formulations with regard to GHRM after understanding the meaning of green or
greening.
-This study was dedicated to understanding the factors of employee green behavior
having investigated the relationship between employees‟ pro-environmental attitude,
daily task-related pro-environmental behavior (the level to which employees
complete their work tasks in environmentally-friendly ways), daily proactive
pro-environmental behavior (the level at which employees show personal initiative
when acting in environmentally-friendly ways at work) and employees daily affect.
-The researchers through this research paper produced an expanded version of a
previous original theoretical work done by one author. This conceptual work
describes what greening means, explains reasons for greening and its importance,
presents four green human resource requirements, shows a possible way of making
HRM functions green, and finally presents the findings of some research done in the
field of GHRM.
-This is a study theoretical researching effect of HRM factors such as recruitment,
training and development, and learning under the concept of greening to the
performance of the firm.
-This paper attempts to comprehend the idea of Green and Green HRM, its
significance, focal points, and limitations for the respective organization that desires
to make due in this modern period with a perspective on sustainability and further, it
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Bangwal D.
and
Tiwari P.

2015

Nejati M. and
Ahmad N.H.

2015

Mehta K. and
Chugan P.K.

2015

Guerci M. and
Carollo L.

2015

Arulrajah A.A,
Opatha H.H.D.N.P. and
Nawaratne N.N.J.
Jabbar M. H. and
Abid M.

2015

Ahmad S.

2015

Renwick D.W.S.,
Jabbour C.J.C., Muller
-Camen M., Redman T.
and Wilkinson A.
Yusoff Y.M., Othman
N.Z., Fernando Y. and
Amran A.
Dangmei J.

2015

Arulrajah A.A
and
Opatha H.H.D.N.P.

2016

Arulrajah A.A,
Opatha H. H. D. N. P.
and
Nawaratne N.N.J.

2016

Pallavi E.V.P.A.S. and
Bhanu M.V.V.
Pawar Avinash

2016

Wayne O. and
Nuttaneeya A.T.

2016

2015

2015
2015

2016
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is trusted that this paper presents some utility for evolving interests within potential
students, academicians, and research scholars and gaining knowledge and
understand green HRM theoretically.
-This paper aims to study the GHRM, different Practices of Green Human Resource,
and clarifies the function of the green human resource process towards green and
afterward the paper recommends some social ramifications of practices of Green
human resources to bring organization towards green.
-This is a paper investigating the effectiveness of green human resource
management (GHRM) in the influential perception of job seekers in respect of the
glory of an organization and attractiveness, having the purpose of obtaining
applications from job seekers. By using a sample of 162 applicants in Malaysia,
particular research framework was tested through a model of partial least squares
structural equation (PLS SEM).
-The researchers attempt to define the concept of GHRM, methodology practicing
by organizations headed to green HRM, its points of interest, particular practices,
and policies through this paper. Further, it explains present trends in respect to green
HRM practices in organizations according to the findings of a couple of studies,
some survey reports, and available information on web sites of the companies. That
additionally draws out the part of HRM work towards making a 'green' culture in
organizations.
-The researchers attempt from this paper to take the still unexplored opportunity to
apply paradox theory to green HRM and search the HRM-related paradoxes
supposed by organizations to develop a sustainable environment. Data collection has
been carried out within six companies in Italy by using a methodology of case study,
semi-structured interviews, and analysis of the document.
-The researchers have done research work in terms of a systematic review of the
existent literature. The review attempts to explore, identify, and describe green
human resource management practices of organizations.
-This paper was dedicated to the study of GHRM practices while having a detailed
analysis of the same in respect of environmental performance in green organization
and findings of the same will be guided managers to improve the performance of the
organization along with achieving set goals.
-This study mainly focuses on the different Green Human Resource practices
followed in the organization all over the world, and more it‟s describing the meaning
of GHRM in simplified terms. Further, this study adds literature to the existing
academic world by giving future direction in respect of some functions of GHRM.
The paper finally proposed some possibly productive HR initiatives to the
organization which concerns Green.
-This paper is in the contemporary writing on GHRM to logically outline the seven
articles that uncover the inserted idea of GHRM of practices of the work
environment.
- The researchers wrote this paper in an under-researched area in the field by
contributing theoretical and practical thoughts about the nature of Green Human
Resource Management (GHRM) in Malaysian multinational organizations.
- This is a paper focused to observe the nature and implications in respects of
initiatives of Green HRM and practices of Green HRM which direct sustainability of
environment return advantage to the living ancestral individuals. An endeavor is
made to advance the significance of Green HRM and attempts to connect its
suggestions on saving the habitations of the ancestral populated zones.
- These researchers produced a research paper which is of theoretical nature and it
presented a simplified underpinning for GHRM. The paper systematically attempts
to give analytical and theoretical frameworks for GHRM. Finally, a strong link
between both GHRM literature and theories of organizations is established.
- The research paper is a systematic comprehensive conceptual paper that originally
presents a concept called “employee green performance of job”. This conceptual
work defines the new concept, describes its dimensions, and finally identifies
elements with regard to each dimension. The identified three key dimensions and
eleven elements of the concept of employee green performance of job will have
utility for the purpose of developing a device to measure the construct.
- This paper conversed on the Green HRM concept, sustainability in the corporate
environment, and way of executing functions of HR within Green culture.
- This article aims to realize the recommendations in respect of the requirement and
immensity of GHRM in sustainable Business.
- This study has been indicated a relationship between firm performance and positive
acceptance of green management practices. Anyway, this exploration carried out
especially in the firm context which is small and has analyzed the effect of HR
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Das S.C. and Singh R.K.

2016

Gholami H. , Rezaei
G., Mat Saman M. Z.,
Sharif S. and Zakuan N.
Yong J.Y.
and
Yusliza M.Y.
Yusliza M.Y.,
Othman N.Z.
and
Jabbour C.J.C.
Azmi F.R., Musa H.,
Shahbodin F.,
Hazmilah H. and
Fam S.
Toprak T.
and
Anis P.

2016

Bangwal D.,Tiwari P.
and
Chamola P.

2017

Ragas S.F.P, Tantay
F.M.A, Co Chua L.J.
and
Concha Sunio C.M.
Dumont J., Jie Shen, and
Deng Xin
Kumar Kar A.
and
Praharaj L.
Pavitra M.

2017

Javed F. and
Cheema S.

2017

Coskun A.

2017

Banerjee S.
and
Dutta A.B.

2017

Aykan E.

2017

Ren S. ,Tang G.
and
Jackson S.E.

2017

Siyambalapitiya J.,

2018

2016
2017

2017

2017

2017
2017
2017
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management (HRM) practices on that affiliation. This paper contributes an empirical
assessment of the moderating effect of HRM on the relationship between firm
financial performance and proactive environmental management by analyzing data
collected from 158 small Australian machinery firms as a sample.
- This paper focuses on examining the relationship between organizational
sustainability and green HRM through the study on the international and national
levels. Further too, it outlines by what method green HRM and HR experts get
access to developing a body of knowledge to guide them on their sustainability
journey of the organization.
- This paper aims to study by having a conversation concerning practices of GHRM,
which arise with the Ability-Motivation-Opportunity (AMO) hypothetical focal
point to drive sustainability.
- The motivation behind this paper is to analyze the impact of strategic human
resource (HR) proficiencies of HR experts on the acceptance of practices of green
human resource management (HRM).
- The main purpose of this study is to reason out basically how electronic human
resource management, green empowerment of employees, and the role of human
resource business partners may impact practices of green HRM by representation on
the resource-based view (RBV) theory.
- The study mainly focuses on Employee Knowledge (EK), Employee Skill (ES),
and Employee Attitude (EA) towards the execution of Green Human Resource
Management (GHRM) and the reasonableness of this investigation, When the
employee skill are stressed that GHRM is foreseen to be very much implemented.
- This paper mainly underlines impacts of environmental to textiles and way of
contribution done by cleaner production and maintainability in the textile industry
by opening a conversation on the open door for change in the processes of textile as
per the laws.
- This article focused to analyze in what way green human resource management
contributes to the performance of nature through work-life of worker. According to a
detailed review of literature on GHRM and performance of the environment, a
conceptual model was established to research on direct and indirect effects of
GHRM on the performance of the environment have tested by using the
methodology of the model of the structural equation by using 356 leadership
employees survey data, collected from the certified companies of energy and
environmental design (LEED).
- These researchers have done a study on employee job performance in few
industries and search the moderating role of the green lifestyle to the impact of
GHRM on the performance of the employees in particular industries and a potential
overflow of GHRM to employee lifestyle.
- This study focused on empirically testing the impact of GHRM on employee green
behavior at the workplace.
- The researchers have done a study by focusing mainly on several practices of
GHRM & some limited initiatives. And too, a particular paper proposed a few
productive HR initiatives focusing on Green organizations.
- The research area of this study, is the challenges and position of practices of
GHRM in India. Also, they propose a conceptual framework in order to fill the gaps
which have been identified to make a sustainable organization.
- This paper was on identifying the progress of agriculture through different ways of
practices of GHRM which helping to the progress of the same now and future. And
it has been found from this paper that in Pakistan, GHRM has very little understood.
- The particular study mainly focuses on green attitudes with firm instruments and,
in what way did measure the same and discussed changes of insights of green
attitude highlighting the significance of novel methods for attitude measurement.
- The researchers had this study while focusing on concisely understanding green
human resource management, practices relating to GHRM, other possible initiatives
for structuring GHRM further, and finally rewards of green human resource
management.
- This article forces on scholarly work of GHRM and practices that are appraised
while highlighting important matters and recommendations done for future
researchers who wish to research this subject.
- This article looking for a clear understanding of research openings and advanced
development of theoretical and empirical, gauges the developing GHRM academic
field having a narrative review. And this paper review highlights a vital need to
develop a measurement of GHRM and conceptualization while improving a
combined model of the consequences, antecedents, and contingencies concerning
GHRM.
- This paper endeavor to distinguish practices of GHRM through reviewing the
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literature of GHRM from 1996 to 2017 while conducting face to face discussion
with HR experts to decide their perspectives on such concepts. Further, a novel
model was proposed to research the relationship between tasks of GHRM and
measurements of environmental management which help to improve the
performance of the environment.
- This paper addresses the significance of the green behaviour of an employee to the
ratings of overall job performance which include task performance, counter
productive work behavior, and organizational citizenship behaviour. This study was
carried out through the design of experimental policy capturing.
- The researchers have done this study by concerning the impact of practices of
green HRM (green selection and recruitment, green appraisal and performance
management, green reward and compensation, green training and development, and
green empowerment) on employee pro-environmental behavior while testing the
mediating and moderating effect of pro-environmental psychological capital and
environmental knowledge on green HRM practices, respectively and the relationship
of pro-environmental behavior.
- This paper focus to study the impact of perceived green human resource
management (GHRM) on job pursuit intention (JPI) of employees who are in a
status of potential and exertion was made to open up the highlighted psychological
mechanisms while fixing a limitation for the above relationship by introducing a
mediator as organizational prestige (OP) and environmental orientation (EO) and
gender as moderators.
- This paper mainly aims at important approaches of sustaining the environment,
having make aware initiatives to the HR managers and employees in respect of the
importance of Green HRM, the green movement and just only conserve resources of
natural very carefully to meet requirement of the organization and reserve nature for
the development of future sustainability and preserve total safety and wellbeing of
employees and customers.
-This research paper exploration by arguing that Lebanese privately owned
businesses can secure an edge what time accepting Green responsibility excessively
by the management of human resources, specially within the existence of
characteristic of huge rivalry in numerous industries and attempted to investigate the
position of Lebanese organizations in regards to Green HRM on work behaviour of
the employees through using a model of two Lebanese organizations which
represent two different industries of a university and a bank.
- This paper aims to study to identify the HR practices on pro-environmental
compelled by young Polish enterprises and to line-up the same as per their
consequence on the sustainable development of the organization.
- This research paper mainly focuses on the practices of GHRM as together of a
bundle rather than the practices of the individual. It has been given many advantages
to the industries and the literature with respect to the relationship between practices
of the GHRM bundle and four components which was inspected under organization
performance. What's more, research was proposed a theoretical model to explain the
association between practices of the GHRM bundle and the performance of the
organization.
- The researchers have done the study by researching the significance of GHRM
associate with the environmental collaboration among suppliers and customers
which impact the moderating role of internal green supply chain management
(GSCM). The particular survey was done through 126 manufactures who engage in
the automobile industries in china by using regression analysis which moderated
through a conceptual framework, guided from the contingency theory and ability–
motivation–opportunity theory.
-This study attempts to develop a measurement of scale in respect of green human
resource management which is be effective.
- The researchers have done a systematic review of studies done during the previous
ten years in respect of Green HRM in the west and east.
- This paper attempted to study how Green HR practices recognize by the Indian
Companies and their advantages. What's more, moreover it attempted to research the
future of GHRM in the country of India.
- The researchers carried out their study by researching the opinion and level of
recognition of practices of GHRM in the Palestinian manufacturing organizations
and as findings, the paper was concluded by highlighting those Palestinian
organizations have been practiced GHRM practices in some extended level.
- This paper surveyed on Green HRM literature of different degrees, approaches, and
settings, to identify the same which focus on different areas. Finally, it has proposed
future research areas.
- This is a paper, testing a conceptual framework that is novel, extended through the
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theories of Ability-Motivation-Opportunity and Social exchange within a context of
green. The particular conceptual framework was explored the indirect and
collaborative effects of training, reward, and organizational culture under practices
of Green HRM on employee commitment to the environment.
- This study explored sustainable and environmentally friendly practices of human
resources management and recommended the same to adopt to the HRM department
of the organization in the flavoured of Green HRM.
- This research paper is a theoretical one and it explores the existing rich definitions
of GHRM from the literature which is available to the researchers. Further, the paper
presents a comprehensive definition of GHRM and its characteristics.
- This paper focuses on researching the mediating effect of green passion to the
relationship of green human resource management (GHRM) and organizational
citizenship behaviour for the environment (OCBE).
- This study is an empirical one done in a Sri Lankan tiles manufacturing company.
It investigates the impact of green attitude on the green work behaviour of
employees. The found impact is positive and significant.
- This research paper has been carried out by reviewing the recent literature on
Green HRM and as well its conceptual framework mainly focuses on Green HRM.

Source: Developed by Authors
According to the table, there were 68 research studies with regard to GHRM which were referred by the
researchers of this research paper. Some studies were conceptual while others were empirical. Aspects
empirically studied were basically regarding GHRM functions, GHRM practices in different industries in
different countries, and influences and impacts of GHRM on organizational environment performance,
organizational or firm performance, and corporate sustainability. Aspects conceptually studied were with
regard to overviews of GHRM, defining green and GHRM, green attitudes, green behaviours, and green results.
6. Some Research Gaps in Green HRM
There are few research studies which had focus “on environmental behaviours at the individual employee level
within the organization” (Daily et al., 2009, p.245). Many gaps exist in GHRM and they are to be filled
theoretically and empirically as well (Jackson et al., 2011). “Indeed, there are many gaps to be filled in respect of
GHRM, and theoretical and empirical studies are needed to enhance the body of knowledge of GHRM” (Opatha
& Arulrajah, 2014, p.109). It is vital and interesting to note that Opatha and Arulrajah (2014) discuss four “green
human resource requirements, i.e. green competencies, green attitude, green behaviour, and green results”(p.105),
which were identified as four concepts related to GHRM in a previous section. These concepts need to be
empirically investigated and it seems that such empirical studies that investigate those concepts in one research
design of GHRM area do not exist in the local context and more likely in the international context as well.
Theoretically, there are arguments available in the existent literature (Opatha, 2013; Opatha & Arulrajah, 2014;
Opatha, 2019) with regard to the relationships which exist among “green attitude, green behaviour (green
organizational citizenship behaviour, green interpersonal citizenship behaviour, and green official behaviour),
and green results (green innovations and green outcomes)” (p.17, p.105, p.62). Green attitude is considered as
green input and green behaviour and green results are the green performance of the job. Green attitude leads to
or results in green behaviour and green results. Use of the theory of the ABC Model which consists of three
components of an attitude, i.e. cognitive, affective, and behavioural, developed by Rosenberg, Hovland,
McGuire, Abelson, and Brehm (1960) (as in Nelson and Quick, 1997) supports the composition of the green
attitude. It is possible to develop a serious right attitude within an employee, who then believes in greening, feels
positively and interestingly greening, and will have a serious behavioural intention to deal with greening. Green
HRM consists of green functions such as green recruitment, green selection, green induction, green training,
green performance evaluation, and green reward management, and these functions will jointly have a significant
positive influence or impact on developing green attitude within the employee in the organization.
For the purpose of developing a strong theoretical foundation for our study, it is possible to utilize another useful
general theory called MARS Model of Individual Behaviour developed by McShane, Glinow, and Sharma (2008)
in which M stands for motivation, A stands for Ability, R stands for Role perceptions, and S stands for situational
factors. According to the theory, these four factors lead to behaviour and results. Green orientation of HRM,
particularly green selection, green training, green performance evaluation, and green rewards management are
situational factors. The green attitude of the employee can be perceived as motivation. The employee can be
oriented to perceive green citizenship behaviour, green interpersonal citizenship behaviour, and green official
behaviour which are three components of green behaviour as critical roles to be played by him or her.
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Consequently, green behaviour and green results tend to occur.
In this context, another useful classic theory is the General System theory developed originally by Bertalanffy
(1950) that explains how something can be materialized through taking inputs, processing, and giving outputs.
This theory provides strong support to the position that the green orientation of HRM and green attitude as inputs
lead to green behaviour which is processing and it leads to green results. As stated by Wright and Snell (1991)
the general system theory discusses inputs, processes, and outputs. We intend to consider green orientation of
HRM and green attitude as the inputs, green behaviour as the process, and green results as the output.
An employee who may be a manager or a non-manager in an organization is indeed a person. A person possesses
what is called Personal Character (PC). According to Opatha and Teong (2014), personal character is a person‟s
moral attributes. Further, Opatha (2010) explained “that the nature of a character, that has virtues to the utmost
level and has no existence of vices, can be called the highest level of good personal character, and generally
good habits are known as virtues and bad habits are known as vices”. We believe that personal character has a
significant moderating effect on the relationship between the green orientation of HRM and green attitude.
Chaudhary (2018) emphasized that “individuals‟ attitudes and behaviors toward the organization are likely to be
determined by their personal stance, values, and orientations” (p.306).
Thus, as far as our constructed context of GHRM for researching is considered, we identify the following
research gaps:
Gap 1: There are no theoretical arguments and empirical evidence on the moderating effect of personal character
on the relationship between green orientation of HRM and green attitude of the employee. It reveals that the
moderating effect of the personal character of the employee on green orientation of HRM - green attitude linkage
has neither been theoretically argued nor been empirically tested in the Sri Lankan context, perhaps in the
international context.
Gap 2: There is no specific empirical evidence in the past research on the relationships which exist between
green attitude and green personal behaviour, green organizational citizenship behaviour, green interpersonal
citizenship behaviour, and green official behaviour. It has not been empirically tested in a study that green
attitude as an independent variable is significantly related to green personal behaviour, green organizational
citizenship behaviour, green interpersonal citizenship behaviour, and green official behaviour which are taken as
dependent variables.
Gap 3:The review of seminal papers and key meta-reviews revealed that (Table 2) previous researchers have not
focused on mediating effects of green attitude on the relationships between green orientation of HRM and the
four specific types of green behaviour, i.e. green personal behaviour, green organizational citizenship behaviour,
green interpersonal citizenship behavior, and green official behaviour. No theoretical arguments exist with regard
to the moderating effects of green attitude on green orientation of HRM - the four specific types of green
behaviour linkage. Furthermore, no empirical evidence is available in the existent literature with regard to that
green attitude mediates the relationships between green orientation of HRM and the four specific types of green
behaviour, i.e. green personal behaviour, green organizational citizenship behaviour, green interpersonal
citizenship behavior, and green official behaviour.
Gap 4: The past empirical studies do not focus on finding the influence of green personal behaviour on
perceived green results which include green innovations and green outputs. It is interesting to know whether
green personal behaviour significantly influences on perceived green results within the organization.
Gap 5: There is no theoretical argument as well as empirical evidence in the existent literature with regard to the
relationship between green organizational citizenship behaviour and perceived green results. The linkage
between green organizational citizenship behaviour and perceived green results has not yet been theoretically
argued and empirically tested locally and perhaps internationally as well.
Gap 6: Both theoretical argument and empirical evidence do not exist in the past research done locally and
perhaps internationally too with regard to the relationship between green interpersonal citizenship behaviour and
perceived green results. A research need arises to argue and to test too whether these two variables are related
significantly or not.
Gap 7: Green official behavior has not been considered as an independent variable that influences significantly
on perceived green results in the organization in the previous studies. A research need arises to develop
arguments and empirical evidence to establish green official behaviour - perceived green results linkage.
Gap 8: No local and perhaps international studies are available arguing and testing empirically with regard to the
combined effect of green personal behaviour, green organizational citizenship behaviour, green interpersonal
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citizenship behaviour, and green official behaviour on perceived green results. It is interesting to uncover that
these four variables would jointly explain a significant percentage of variability of perceived green results.
7. Future Implications
Eight research gaps were identified and mentioned specifically in the above section of this article. Two gaps
numbered 2 and 4 can be considered as empirical gaps while the other six gaps numbered 1, 3, 5, 6, 7, and 8 are
theoretical as well as empirical gaps. Our attempt of identification of these research gaps implies that future
studies need to be carried out to fill the gaps. Indeed these studies need to be systematic and scientific so as to
contribute to the existing body of knowledge of GHRM in a way that is acceptable to the academic community.
The adoption of systematic and scientific research methods, the particularly hypothetico-deductive approach
requires measuring the variables in a way that is valid as well as reliable. The existing literature does not provide
valid and reliable instruments which can be adopted or adapted for the purpose of measuring variables such as
green attitude, green personal behaviour, green official behavior, and perceived green results considered in this
research paper. This is also a gap that can be identified as a methodological gap, which necessitates the
development of valid and reliable instruments for the variables. All the variables under the gaps identified in this
paper include green orientation of HRM, personal character, green attitude, green personal behaviour, green
organizational citizenship behaviour, green interpersonal citizenship behaviour, green official behaviour, and
perceived green results. When these variables are positioned in a research framework, a network of relationships
gets created and it is shown in figure 1.

Figure 1. Nomological Network
Source: Authors‟ Construction
8. Conclusion
GHRM has emerged as a critical branch of HRM and it has a great potential to serve for environmental
sustainability which is a must for sustaining the people and society and organizations. It was attempted to present
a brief introduction to Green HRM and identify related concepts, to explore and specify the key studies on Green
HRM, to present certain research gaps in Green HRM, and to discuss future implications. Mainly the attempt by
adopting a desk research strategy was to identify certain research gaps in GHRM and it was possible to identify
nine research gaps. Six gaps are both theoretical and empirical and two gaps are only empirical. The gap with
regard to the instrumentation of the four variables or constructs is methodological. A research framework was
developed by positioning all the variables considered (i.e. green orientation of HRM, personal character, green
attitude, green personal behaviour, green organizational citizenship behaviour, green interpersonal citizenship
behaviour, green official behaviour, and perceived green results) in a network of relationships. Future research
studies that are systematic and scientific will need to be carried out to fill the identified research gaps in GHRM.
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