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Abstract

Green Human Resource Management (GHRM) has emerged as a vital strategic
tool for organizations aiming to integrate environmental sustainability into
their core operations. This study conceptualizes the multifaceted nature of
GHRM and evaluates its impact on organizational performance through
the lenses of the Resource-Based View (RBV), Institutional Theory, and
Stakeholder Theory. The analysis illustrates how GHRM practices-including
green recruitment, training, performance management, and reward
systems-foster a sustainability-oriented organizational culture that catalyzes
Sustainable Innovation and enhances Sustainable Supply Chain Management
(SSCM). Furthermore, the study examines the interaction between
environmental, social, and economic dimensions of performance within the
Triple Bottom Line (TBL) framework. The findings suggest that GHRM
acts as a critical leverage point for achieving long-term competitive advantage
and organizational resilience. This conceptual framework provides valuable
insights for both scholars and practitioners in navigating the complexities of
the green transformation in the modern business landscape.

Introduction

In the 21st century, global warming, the rapid depletion of natural
resources, and the disruption of ecological balances have forced the business
world to reconsider traditional profit-oriented growth models. Today,
organizations are evaluated not only by their financial outputs but also by
their environmental and social impacts. This paradigm shift has moved the
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concept of “sustainability” to the core of corporate strategies, highlighting
the strategic role of human resources in implementing eco-friendly policies.
In this context, GHRM serves as a critical bridge for achieving corporate
environmental sustainability goals.

GHRM can be defined as the redesign of traditional human resource
practices- ranging from recruitment and selection to training and
performance management- through the lens of environmental sensitivity.
Integrating “green” values into every stage of the HR function facilitates
the transformation of organizational culture toward sustainability. However,
GHRM is not merely an internal management practice; it is also a strategic
lever that directly influences an organization’s innovation capacity and the
efficiency of its supply chain processes.

In the literature, sustainability is often addressed within the framework
of the Triple Bottom Line (TBL), emphasizing the holistic management of
economic, social, and environmental dimensions. GHRM practices support
these dimensions by increasing employees’ environmental awareness, thereby
triggering Green Innovation and establishing the human capital necessary
for the success of SSCM. Fundamental perspectives such as the RBV,
Institutional Theory, and Stakeholder Theory provide a robust theoretical
foundation for explaining how GHRM contributes to organizational
performance and sustainable competitive advantage.

This work aims to analyze the conceptual framework, application areas,
and theoretical underpinnings of Green Human Resource Management.
Furthermore, it explores the interplay between GHRM, sustainable
innovation, and supply chain management to evaluate the holistic impact
of these processes on organizational performance. Within this scope, the
strategic advantages and the challenges of embedding environmental
sensitivity into corporate culture are discussed in light of current literature.

Conceptualizing Green Human Resource Management (GHRM)
and Its Impact on Organizational Performance

GHRM is a strategic approach that plays a critical role in implementing
environmental sustainability goals of organizations (Lashari et al., 2022).
It can be considered a redesign of traditional HR practices considering
environmental factors (Fiorini et al., 2024). The aim of this design is to
ensure that employees adopt “green” values (Rubel et al., 2021). This
approach both improves the financial performance of businesses and serves
the implementation of sustainable policies that will minimize environmental
and social impact in the long term (Kuo et al., 2022).



Mebmet Seyhan | 89

When it comes to sustainability, organizations must address economic,
social, and environmental responsibilities in a holistic manner (Elkington,
1997). In this context, the integration of the HRM function with green
practices facilitates the alignment of the organizational culture with sustainable
values. The first step of this integration is “Green Recruitment & Selection,”
which refers to the selection of people to be hired from candidates who have
environmental values and sustainability awareness (Su et al., 2024). This
is followed by “Green Training & Development™ activities, which provide
employees with both theoretical and practical content on topics such as
waste management, energy saving, and reducing carbon footprint (Parng
et al., 2021). In order to ensure that the “green” approach is established in
the organization, performance management practices are also rearranged to
include environmental indicators, and “Green Performance Management”
encourages employees’ behaviors towards green practices (Ma et al., 2023).
To encourage environmental responsibility within the organization, it
is important to reward and recognize employees who demonstrate green
performance in material or moral ways. The “Green Reward & Recognition”
practice aims to create a positive competitive environment that encourages
green thinking throughout the organization (Malik et al., 2020). Along with
all these, it is also necessary to ensure the participation of employees in green
processes. Including employees in decision-making mechanisms regarding
environmentally friendly processes (Green Employee Involvement &
Empowerment) supports the development of green innovation throughout
the organization (Parng et al., 2021). As the final complementary stage,
communication is a critical process in terms of adopting sustainability and
environmental awareness within the organization. In this context, managers
should keep green policies and practices on the agenda throughout the
organization through regular information meetings or corporate bulletins
and ensure the formation of open environmental communication and green
culture (Kuo et al., 2022; Parng et al., 2021).

In the context of sustainabilityy, GHRM aims to align the values and
behaviors of employees with the organizational strategy. Encouraging
employees to participate in green initiatives paves the way for the
development of innovative and environmentally responsible ideas within
the organization (Kanan et al., 2023; Lashari et al., 2022). In addition,
various studies have shown that GHRM practices have positive effects on
organizational performance and strengthen the reputation of businesses in
the eyes of social stakeholders (Shahzad et al., 2023). Bringing in individuals
with high environmental sensitivity to the organization in line with “green
recruitment and selection” policies can accelerate a sustainability-oriented
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transformation within the organization (Kanan et al., 2023). Similarly,
“green training” programs increase employees’ knowledge and awareness
of environmental issues and create a learning and development culture
throughout the organization (Ahmad et al., 2023). Therefore, GHRM
constitutes an important leverage point for sustainable innovation and the
spread of green practices in supply chain management.

From an organizational performance perspective, GHRM contributes
to more efficient management of processes by increasing the “green”
awareness of employees within the organization. Employees’ sensitivity to
environmental issues is increased through green training and development
programs; this facilitates the effective adoption of practices such as energy
saving, waste reduction, or recycling in the organization (Barakat et al.,
2023). Thus, the organization provides advantages such as reducing
operational costs and achieving a positive business image.

Including environmental indicators in performance management and
reward systems motivates employees to develop and implement innovative
environmental ideas (Malik et al., 2020). This innovation culture strengthens
the competitive advantage of the company. In addition, with green HR
policies, the organization becomes attractive in terms of employer brand.
Qualified candidates who care about environmental values can show long-
term commitment by choosing such an organization (Muisyo et al., 2022).

Sustainability is often addressed within the framework of the Triple Bottom
Line (TBL) principle. Businesses should evaluate economic, environmental,
and social dimensions in a holistic manner (Elkington, 1997). GHRM
practices provide a strategic basis for businesses that want to make progress,
especially in environmental and social dimensions (Kanan et al., 2023).
Employees’ gaining habits that will reduce carbon footprint and adoption of
green supply/recycling policies can be considered indicators that reveal how
“green” businesses are in terms of environmental dimensions (Ahuja et al.,
2019; Rasiah & Ren, 2023). In terms of social dimensions, indicators such
as increasing employee participation in environmentally friendly practices,
positive organizational culture, high employee commitment (Muisyo et al.,
2022), and strengthening the perception of corporate social responsibility
(CSR) regarding the business (Ziyadeh et al., 2023) are important in terms
of the “green” business image. The “green” indicators of the economic
dimension can be exemplified as cost optimization thanks to environmentally
friendly practices and energy efficiency (Al-Hakimi et al., 2022), increasing
market share through green product and service development, and access to
new customer segments (Trujillo-Gallego et al., 2021).
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The impact of GHRM practices on organizational performance can
often occur through an indirect impact mechanism. This process can
occur as GHRM shapes employee attitudes and behaviors; these attitudes
and behaviors are positively reflected in the business processes in the
organization, and as a result, an improvement in business performance and
sustainability indicators occurs (Hameed et al., 2020). It also contributes
to the relationships established with stakeholders. In this way, the company
can spread environmentally friendly policies in its total value chain (Silveira
Ramalho & De Fitima Martins, 2022).

Theoretical Underpinnings of GHRM in the Sustainability
Context

The theoretical basis of GHRM practices can be explained through
different theoretical perspectives. Among these, Resource-Based View
(RBV), Institutional Theory, and Stakeholder Theory stand out. Each theory
offers different perspectives on how organizations construct their strategies
in the field of environmental sustainability and how they position their
human resources in this process (Arulrajah & Opatha, 2016). The Resource-
Based View emphasizes the importance of having rare, valuable, inimitable,
and non-substitutable (Barney, 2000) resources in achieving sustainable
competitive advantage for businesses. Human resources are seen as one of
the most critical elements among these resources. GHRM practices create
a “green” organizational culture by increasing the environmental awareness
and skills of employees within the organization. This culture enables the
organization to differentiate itself from its competitors and achieve a
sustainable competitive advantage (Din et al., 2024). The knowledge and
skills acquired by employees through green training and development
programs can turn into an organizational competency that is difficult to
imitate. Therefore, according to RBV, it is possible to say that GHRM has
the potential to create a sustainable competitive advantage by strengthening
the strategic resource portfolio of the organization (Agyabeng-Mensah &
Tang, 2021).

Institutional Theory argues that organizations are forced to adopt certain
practices due to environmental pressures, legal regulations, and social norms
(Kara & Edinsel, 2023). Within this framework, GHRM practices can also
be shaped as a response to regulatory and normative pressures. Government
policies or international standards can direct or oblige businesses to adopt
environmentally friendly management approaches (Tu et al., 2024). In
addition, social expectations and stakeholder demands can also force
organizations to develop green strategies (Hassis et al., 2023). Over time,
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this obligation creates an isomorphism effect among organizations and
contributes to the spread of GHRM practices (Anlesinya et al., 2022). In
terms of institutional theory, it can be said that GHRM is an important
mechanism that serves the goals of businesses to gain legitimacy and protect
their reputation.

Stakeholder Theory (Freeman, 2010) argues that the expectations of all
individuals, groups, and institutions who are affected by the activities of
organizations or who can affect the activities of the organization should be
taken into account. In this context, GHRM aims to respond to the demands
and needs of internal and external stakeholders regarding sustainability
(Le et al., 2022). From the perspective of employees, the implementation
of environmentally friendly HR policies can increase commitment to
the organization. Since customers are increasingly exhibiting conscious
consumption trends, they may demand that businesses invest in “green”
practices (El-Kassar & Singh, 2019). Thus, GHRM creates a sustainability-
oriented value-sharing and communication bridge between the organization
and stakeholders.

The Interplay of Sustainability, Innovation, and Sustainable Supply
Chain Management

The concepts of sustainability and innovation have become two
strategic topics that are increasingly intertwined in today’s business world.
The increasing globalization of the competitive environment, scarcity of
resources, and increasing sensitivity of stakeholders to environmental issues
necessitate that businesses adopt both innovative and sustainable approaches
(Al-Abbadi & Abu Rumman, 2023). While traditional innovation often
zeroes in on economic benefits like gaining a competitive edge or cutting
costs, sustainable innovation takes a broader view. When developing new
products, processes, or services, it thoughtfully considers not just the
economic outcomes, but also crucial environmental sustainability and social
benefits (Kafetzopoulos, 2023; Shahzad et al., 2024).

This concept requires businesses to act not only with the mission of
being “good corporate citizens” but also with the aim of gaining strategic
resilience in the long term (Silveira Ramalho & De Fdtima Martins, 2022).
Sustainable innovation projects are often designed and implemented with
the active participation of stakeholders (Shahzad et al., 2024). Thus, a
more “open” and “participatory” innovation process emerges compared to
traditional R&D models.
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Sustainable innovation is defined in difterent ways in literature. Product-
focused innovation includes the design of recyclable or low-energy products,
while process-focused innovation focuses on waste minimization and green
supply chain practices in production and logistics (Nikolova-Alexieva et al.,
2022). Business model innovation refers to the transition from the “use-
and-dispose” model to the “reuse” or “rent/service” model based on circular
economy principles. In this context, sustainable innovation is not limited to
technological innovations but also includes a comprehensive transformation
such as organizational structure, business model, process management, and

stakeholder relations (Al-Abbadi & Abu Rumman, 2023).

The factors that encourage sustainable innovation are based on three
main factors. First, legal regulations and standards are among the most
important factors that force companies to develop environmental solutions
(Barakat et al., 2023). Emission limitations, waste management regulations,
and international standards such as ISO 14001 encourage companies to turn
to sustainable innovation. Second, market dynamics and customer demands
increase the interest in sustainable products and services in line with the
increasing environmental awareness (Khan et al., 2023). Businesses that
respond to green expectations gain a competitive advantage and increase their
brand value. Some companies voluntarily invest in sustainable innovation
in line with their corporate values. In particular, companies that adopt a
social responsibility culture adopt environmentally focused strategies more

strongly (Hassis et al., 2023).

However, there are also some obstacles to sustainable innovation. High
costs and uncertain return on investment cause businesses to approach
this area cautiously (Gadomska-Lila et al., 2024). In addition, resistance
and cultural barriers within the organization make it difficult to abandon
traditional ways of doing business and slow down the transformation
(Ahuja et al., 2019). Lack of technological infrastructure and insufticient
R&D capacity are also important obstacles, and they emerge as a more
pronounced problem, especially in SMEs and developing countries (Gupta et
al., 2023). The fact that sustainable innovation requires a multi-stakeholder
structure can make coordination between suppliers, customers, government
institutions, and civil society organizations a complex process.

Effective management of these processes requires businesses to have
certain organizational capabilities. Dynamic capabilities play a critical
role in adapting to changing environmental conditions and rapidly
restructuring internal resources (Sabahi & Parast, 2023). In addition,
stakeholder management and collaboration capabilities should be developed
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for successful sustainable innovation strategies (Al-kalouti et al., 2020).
Knowledge management and a strong R&D infrastructure both facilitate
technology transfer and support intra-organizational learning (Smith et al.,
2010). The adaptation of corporate culture to sustainable innovation and
the leadership of top management in this direction are among the factors
that determine the long-term success of businesses (Nidumolu et al., 2009).

SSCM aims to create long-term value for businesses by bringing together
the principles of economic, environmental, and social responsibility (Silveira
Ramalho & De Fitima Martins, 2022). Aiming to increase resource efficiency
and minimize environmental impact in processes such as supply, production,
logistics, and recycling, SSCM covers dimensions such as green logistics,
reverse logistics, waste management, and green procurement (Cheng et
al., 2023). While energy consumption and carbon emissions are reduced
in logistics processes within the scope of green logistics, used products are
recycled with reverse logistics (Graham etal., 2023). Waste management and
green production practices make significant contributions in terms of both
protecting the environment and reducing costs (Al-Hakimi et al., 2022).

The successful implementation of SSCM is directly related to the
effective management of human resources. GHRM ensures the spread of an
environmentally friendly culture within the organization and encourages the
participation of employees in sustainable supply chain processes (Dahinine
et al.,, 2024). Employee awareness and training, sustainability-oriented
performance management, and reward systems are the basic elements that
support the adoption of environmental goals (Setyadi et al., 2023). Supply
chain managers ensure the spread of sustainable practices by directing the
cooperation process between suppliers and distributors (Kara & Edinsel,

2023).

The success of SSCM is directly related to the integration of
sustainability into the organizational culture. In order for environmentally
friendly strategies to be permanent, top management must exhibit green
leadership, and employees must be empowered in this direction (Ali et al.,
2023). Cultural transformation within the organization not only reduces
environmental impacts but also increases employee satisfaction and the
reputation of the company, providing long-term competitive advantage
(Kafetzopoulos, 2023). By adopting an approach focused on process
improvement and innovation, businesses can make sustainable supply chain
practices more efficient. The implementation of continuous improvement
strategies, especially in areas such as production and logistics, provides both
cost advantages and strengthens environmental performance.
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The interaction between the concepts of GHRM, sustainable innovation
and SSCM is seen as a strategic area for businesses to gain competitive
advantage (Muafi & Adhyka Kusumawati, 2021). While green training and
reward systems make employees more prone to environmental innovations
(Barakat et al., 2023), stakeholder collaboration in supply chain processes
accelerates the spread of innovation (Kara & Edinsel, 2023). Studies
conducted at the intersection of GHRM, SSCM, and innovation highlight
that this field is expanding (Silveira Ramalho & De Fatima Martins, 2022)
but needs to be further deepened according to scale, sector, and regional
difterences.

The integration of GHRM, innovation and SSCM has the potential
to increase the competitiveness of enterprises, as well as strengthen their
corporate reputation and increase stakeholder satisfaction (Nigatu et
al., 2024; Su et al., 2024; Zihan & Makhbul, 2024). The adoption of
environmentally friendly supply chain practices helps organizations raise
their sustainability standards and ensure long-term stakeholder trust (Alraja
et al.,, 2022). Green human resources policies increase organizational
learning and innovation capacity by promoting environmental training
and sustainability-oriented performance management systems (Jabbour et
al., 2015). Enterprises that develop their dynamic capabilities can better
adapt to rapidly changing global market conditions and achieve sustainable
growth goals (Kafetzopoulos, 2023).

This integration process brings with it some challenges as well as
advantages. It may take time for employees to abandon traditional ways of
doing business and turn to environmentally friendly practices, and failure
of top management to lead the change may create resistance within the
organization (Muduli et al., 2013). Harmony of different departments
and cross-functional collaborations may be challenging for businesses with
inadequate organizational structures (Muafi & Adhyka Kusumawati, 2021;
Shahzad et al., 2024). Investments in environmentally friendly technologies,
training programs and certification processes may be costly in the short
term and may be an obstacle, especially for businesses with limited financial
resources such as SMEs (Nikolova-Alexieva et al., 2022). The lack of
performance measurement systems makes it difficult to track the success
of the integration, as environmental and social gains cannot be evaluated
as clearly as financial outcomes (Muduli et al., 2013). The complexity of
global supply chains and ensuring stakeholder alignment require additional
coordination and monitoring due to the differences in sustainability
standards across countries (Nidumolu et al., 2009).
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CONCLUSION AND RECOMMENDATIONS

This study has explored the multifaceted role of GHRM as a strategic
driver for organizational sustainability, innovation, and performance. The
conceptual analysis demonstrates that GHRM is far more than a set of
environmental policies; it is a holistic management philosophy that aligns
an organization’s most valuable asset -its human capital- with the urgent
demands of ecological responsibility.

The integration of green practices into recruitment, training, performance
appraisal, and reward systems creates a robust organizational culture that
fosters Sustainable Innovation. As evidenced by the RBV, the environmental
competencies developed through GHRM serve as unique, inimitable
resources that provide a long-term competitive advantage. Furthermore,
GHRM acts as a critical enabler for SSCM, ensuring that environmental
values are not localized within a single department but are disseminated
across the entire value chain, from procurement to logistics.

Practical Implications for Managers

From a managerial perspective, the findings suggest that the transition
to a “green” business model requires more than technological investment. It
necessitates a cultural transformation led by top management. Organizations
must:

* Prioritize Green Leadership to mitigate employee resistance and foster
a sense of shared environmental mission.

¢ Utilize Green Reward Systems to motivate proactive environmental
behaviors and innovative suggestions.

* Bridge the gap between HR and Supply Chain departments to ensure
that environmental goals are synchronized across functional silos.

Limitations and Future Research

While the benefits of GHRM are significant, this study also acknowledges
the challenges, particularly regarding short-term implementation costs and
the complexity of measuring non-financial performance indicators. Future
research should focus on long-term longitudinal studies to quantify the ROI
of GHRM across different industries and geographic regions. Additionally,
exploring the role of digital transformation (such as AI and Big Data) in
enhancing the effectiveness of Green HR practices represents a promising
avenue for further academic inquiry.
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In conclusion, sustainability is no longer an optional “add-on” for
corporations; it is a fundamental requirement for survival in the modern
global market. By strategically embedding GHRM into their core operations,
businesses can achieve the Triple Bottom Line goals of economic prosperity,
environmental stewardship, and social well-being, ensuring resilience in an
increasingly volatile world.
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