Quest Journals

Journal of Research in Business and Management
Volume 12 ~ Issue 12 (2024) pp: 31-33
ISSN(Online):2347-3002

www.questjournals.org

Research Paper

Challenges of HRM Practices with Green Impact in a
Sustainable Environment

PawanKumarVermaKland V Vetrivel2
!ResearchScholar(Ph.D),DepartmentofBusinessAdministration,SchoolofManagementStudies, VelsInstituteofScie
nce, TechnologyandAdvancedStudies,Pallavaram,Chennai-600117.
2Assistant professor and Research Supervisor, Department of Business Administration,School of Management
Studies, Vels Institute of Science, Technology and AdvancedStudies,Pallava-ram, Chennai-600117.

ABSTRACT:  ThisstudyusedsomeconceptualarticlestoidentifythefactorsinfluencingGreenHuman  Resource

Management. It found that Green HRMincludes practices such
asgreenrecruitment,traininganddevelopment,salary,monetaryandnon-monetarymotivation management, and
employee satisfaction. The study also provided

suggestionsforfurtherimprovement.ItalsohighlightstheneedforGreenHumanResourceManagementand thefactors
requiredforits implementation.
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. INTRODUCTION

Global organizations are increasingly prioritizing environmental sustainability, making theintegration of Green
Human Resource Management (Green HRM) a strategic focus acrossindustries. Green HRM practices aim to
align human resource management strategies withsustainability goals, fostering eco-friendly initiatives within
the workplace. These practicescover various aspects of HR, such as recruitment, training, performance
management,
andemployeeengagement,alldesignedtoreduceenvironmentalfootprintswhileenhancingorganizationalsustainabilit
y.

In rapidly changing business environment, sustainability has become a critical priority fororganizations
worldwide. As environmental crises intensify and the demand for
corporateresponsibilitygrows,companiesareincorporatingGreenHRMpracticesintotheircoreoperations. Green
HRM involves integrating environmentally sustainable principles into HRfunctionsto promoteresponsible
practices.

However,despitethegrowingemphasisonGreenHRM,organizationsfaceseveralchallengesin implementing these
practices effectively in a sustainable environment. This article exploresthe key obstacles to adopting Green
HRM practices and highlights the steps organizations cantake to overcome these challenges, aiming to reduce
their environmental footprint and fostersustainableworkforcepractices.

I1. KNOWLEDGEGAPSANDLACKOFEXPERTISE

A significant barrier to implementing Green HRM is the lack of knowledge and expertise
insustainabilityandgreenpractices.HRprofessionals,particularlyinindustriesthathavetraditionally not focused on
environmental responsibility, may lack the skills or awarenessneeded to apply Green HRM strategies
effectively. Similarly, employees may not understandtheimportanceof green initiatives orhow they can
contribute.

Toaddressthis,organizationsmustinvestintraininganddevelopment
programsthatfocusonenvironmentalsustainability.HRprofessionalsshouldbeequippedtointegrategreenpracticesint
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orecruitment,performancemanagement,andemployeeengagementprocesses.Employees,too,shouldbetrainedande
ncouragedtoadopteco-
friendlyhabitsintheirdailyworkroutines.Byfosteringsustainabilityawarenessandbuildingexpertise,companiescanbr
idgeknowledgegapsand facilitate asmooth transition togreen practices.

I11. FINANCIALISSUESANDRESOURCEALLOCATION

The implementation of Green HRM practices often requires significant upfront investment,posing a challenge
for small and medium-sized enterprises (SMEs) or organizations
withlimitedbudgets.Forexample,adoptingenergy-efficientsystems,settingupeco-
friendlyworkstations,orfundinggreentraining programscan strainfinancial resources.

Moreover, the long-term benefits of such investments, like reduced energy costs or enhancedemployee
retention, may not be immediately apparent. This creates a conflict between short-termfinancial goalsand long-
term sustainabilityobjectives.

Organizations can mitigate this challenge by highlighting the long-term financial advantagesof Green HRM
practices. For instance, initiatives like energy-efficientlighting or wastereduction programs often lead to
measurable cost savings over time. Companies can also seekexternal support, such as green certifications or
government subsidies, to ease the financialburden. Starting with low-cost initiatives, like recycling programs or
paper reduction efforts,canbean effectivefirst step.

IV. SHORT-TERMPRESSURESVS.LONG-TERMGOALS

Green HRM practices are inherently tied to long-term sustainability objectives, which canconflict with the
immediate demands of a competitive business environment. For instance,implementing green initiatives like
waste reduction or energy-efficient technology requirestimeand investment beforeresults become evident.
To balance short-term pressures with long-term goals, organizations should develop strategicroadmaps that
prioritize both. Gradual implementation of green initiatives and demonstratingquick wins—such as savings
from remote work policies or reduced utility costs—can buildmomentumforbroader sustainability efforts.

V. GOVERNMENTREGULATIONSANDEXTERNALPRESSURE

In some regions, inadequate governmental regulation or lack of external pressure hinders
theadoptionofGreenHRMpractices.Whilecertainindustriesoperateunderstrongenvironmentalpolicies,others
lackclearguidelinesorincentivesto implementgreen initiatives.
Organizationscanovercomethischallengebyvoluntarilyadoptingglobalsustainabilityframeworks like 1SO 14001,
the Global Reporting Initiative (GRD), or the United
NationsSustainableDevelopmentGoals(SDGs).Collaboratingwithindustrygroupsand
environmental organizations can also push for stronger policies and frameworks to encouragesustainableHR
practices.

VI. NOTREADY FOR CHANGE

Resistance to change is one of the most significant challenges in implementing Green HRM.Employees and
management may be reluctant to adopt new practices, particularly if theyperceive them as time-consuming or
unnecessary. This resistance can range from skepticismabout the benefits of green initiatives to reluctance in
adopting small changes like energy-saving habits.
Toaddressthis,organizationsmustcommunicatethebenefitsofGreenHRMclearlyandfosteremployee  engagement.
Leadership commitment to sustainability, coupled with incentives foreco-friendly behavior, can encourage
acceptance. Hands-on involvement through training,awarenesscampaigns,and inclusivegreen initiativescan
furtherreduceresistance.

VII. ALIGNMENTWITHORGANIZATIONALCULTURE

SuccessfullyembeddingGreenHRMrequires alignmentwiththeorganization’sculture.

Companiesthathave notpreviouslyprioritizedsustainabilitymay finditchallengingtointegrategreen initiatives into
theirexisting norms.

Leaders play a critical role in shaping a -culture of sustainability. They must communicate
itsimportanceandalignitwithbroaderorganizationalgoals.Introducingsustainabilityintodailyoperations—such ~ as
reducing waste, adopting energy-efficient technologies, and promotinggreenpractices ateverylevel—
canhelpnormalizeeco-friendlybehaviorsanddrivelong-termchange.
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VIIl. MEASURINGANDEVALUATINGEFFECTIVENESS

Measuring the success of Green HRM practices can be challenging, as traditional HR metricsmay not directly
capture the environmental impact. Metrics like energy consumption, wastereduction, and carbon emissions are
vital but may not align easily with employee behavior orengagementdata.
Toaddressthis,HRprofessionalsshouldestablishclearsustainabilityKPIs(KeyPerformancelndicators)andintegratet
hemintoperformancemanagementsystems.Regularaudits,employeesurveys,andsustainability reportscanhelptrack
progressand refinestrategies.

IX. CONCLUSION

Naturally,GreenHRMpracticespresentimmenseopportunitiesfororganizationstocontributetoenvironmentalsustain
ability,theirsuccessfulimplementationrequiresovercoming several challenges. Addressing resistance to change,
bridging knowledge gaps,securing financial resources, and aligning sustainability with organizational culture
are allcriticalsteps.
Finally,OrganizationsthatembraceGreenHRMnotonlycreateasustainableworkenvironmentbutalsoenhancetheircor
poratereputationandcontributetoglobalenvironmentalgoals. Achievingthisrequiresstrongleadership,clearstrategies
,andacommitmenttodrivingchangein a competitivebusinesslandscape.
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