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Abstract

Most firms have been infusing environmental management practices in their organ-
isational operations as green human resource management (GHRM). This study 
aims to validate the constructs under the GHRM in the Indian environment. The 
study conducted on four functions of GHRM reveals that green performance man-
agement, green compensation management, green health and safety and green  
involvement support an organisation in achieving its green goals. This study uses a 
two-stage methodology of data analysis by using AMOS. The current study explores 
the varied dimensions of organisational management, paving the way for future  
research on green human resource practices in the Indian diaspora.
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Introduction

In the present scenario, debates on sustainability have led to the implementation 
of green practices in every sector (Aboramadan, 2022; Afum et al., 2021; Kim  
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et al., 2019). Organisations must tackle environmental problems, which are a 
global concern and must change their strategies accordingly (Bahuguna et al., 
2022; Paillé et al., 2014). The exclusivity and uniqueness of the human resources 
practices at a firm and their optimum utilisation help create a unique advantage 
over others. The organisations are now infusing green practices into the human 
resource department under the purview of green human resource management 
(GHRM). Moreover, environmentally sustainable management methods are 
linked with human resources through green environmental human resource man-
agement to combat rising environmental challenges (Tanova & Bayighomog, 
2022). The changing times warrant the need to alter the concepts of human 
resource management concerning sustainable environmental practices (Paulet et 
al., 2021). The inclusion of GHRM is considered imperative for the successful 
application of sustainability practices (Ahmad, 2015). GHRM comprises a multi-
tude of positive implications for firms, notably bringing in new hires and improv-
ing employee retention (Muster & Schrader, 2011), cutting expenses and gaining 
a competitive advantage (Carmona-Moreno et al., 2012), strengthening a firm’s 
overall performance in the environment (Kim et al., 2019), boosting overall effec-
tiveness, improving the sustainability of the business and improving overall 
employee well-being and productivity (Gholami et al., 2016). GHRM practices 
promote environmentalism, further boosting employee morale and satisfaction 
(Mampra, 2013; Paulet et al., 2021). The sustainable operations formulating 
GHRM may also merge with the CSR initiatives of the firm as well.

A firm needs to ensure that its management strategies are guided by environmen-
tal guidelines and initiatives being put in place to combat environmental issues. This 
approach to green management needs to be embraced by organisations (Lee et al., 
2009). When the varied human resource functions accompanied by sustainability 
are integrated with organisational strategies, it constitutes GHRM. Encouraging and 
fostering environmentally friendly attitudes among employees can be achieved by 
incorporating positive environmental values through the various dimensions of the 
company’s HR functions (Pellegrini et al., 2018). 

In order to promote and encourage pro-environment performances by the 
employees, the new recruits should be accoladed through continuous reward 
systems acknowledging their environmental performances in the organisation. 

Although few researchers did study varied theoretical aspects of GHRM in the 
Indian context, empirical studies conducted on GHRM practices in Indian organ-
isations remain scant. Moreover, the majority of such research was confined to the 
Indian automobile sector (Chaudhary, 2019). Thereby, this research explores the 
significant aspects of GHRM across different industries in India. The scale used in 
the study has been adopted from Shah (2019), which was tested with the enlisted 
Pakistan Stock Exchange companies. Although, in the past, considerable literature 
has covered different aspects of human resource management. However, the more 
significant consensus remains that there is a dearth of studies focusing on the 
effectual application of GHRM strategies ensuring the fulfilment of sustainability 
objectives in the organisation (Ahmad, 2015). Earlier, GHRM was tested by using 
21 items studied by Chaudhary (2019) by assessing the items developed by 
Dumont et al. (2017) and Tang et al. (2018). Furthermore, Shah (2019) developed 
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a scale of 81 items measuring seven GHRM practices which our current study has 
assessed to test in the Indian environment.

This study aims to analyse corporations’ strategies to promote sustainable envi-
ronmental management programmes by examining how they develop human 
resource policies and implement various processes related to GHRM. The data for 
this analysis were collected from organisations across multiple industries. This 
study has been conducted on various industries ranging from telecom, media, edu-
cation, dairy sector and manufacturing sector. In the following sections of the 
study research design and the measures’ validation, a discussion of the findings 
and conclusions are presented.

Literature Review

After an extensive review of available literature on GHRM, researchers explored 
that corporates are developing HR policies for going green. Since 1990, several 
studies have been conducted examining an organisation’s environmental monitor-
ing and policies (Hale, 1995). 

HRM comprises four significant functions: motivation, staffing, training and 
development and maintenance (Decenzo et al., 2016). With the help of a literature 
review, an attempt has been made to align HRM functions with the Green approach.

Green Performance Management (GPM)

GPM is considered as a fundamental HRM practice to encourage sustainable 
operations and environmental development in an organisation. GPM aims to integrate 
different management processes for sustainable development to improve organisational 
performance. It is argued that an employee’s job performance should also be evaluated 
based on criteria formulated to measure his contribution to the green policies of  
the firm. Besides, the feedback interviews of the employees should focus on their 
involvement in green projects of the organisation (Opatha & Arulrajah, 2014). If the 
management emphasises including the employee’s contribution to the organisation’s 
sustainable practices as the appraisal criteria, it may entice them to adopt such practices 
at an advanced level. GPM invokes the use of natural resources whilst organising  
and executing organisational activities. In addition, it comprises conducting events 
assimilating the environmental objectives with the firm’s events. Tata Group has 
incorporated green information systems and auditing for measuring environmental 
performance and obtaining helpful information on environmental management.

Green Compensation and Reward System

In order to facilitate the smooth processing of the organisational activities and 
fulfilling environmental objectives, the firms can initiate a reward system for the 
employees. Using considerable compensation as a tool to acknowledge the efforts 
of the employees to meet their sustainability goals can help to boost their morale 
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(Ahmad, 2015). As part of the management strategy, organisations are increasingly 
developing reward systems to promote environmentally sustainable programmes. 
According to a survey conducted by CIPD/KPMG in the UK, 8% of companies 
were providing awards and financial incentives for green behaviours (Phillips, 
2009). These practices have been found to motivate employees to participate in 
eco-initiatives. It has been suggested that specific sustainable programmes should 
be incorporated into the compensation system, offering employees benefits that 
reward them for their behaviour change. 

Payment elements can be linked to eco-performance, adding flexibility to the 
compensation system. Using monetary and non-monetary incentives to commem-
orate the green efforts of employees is imperative for organisational growth 
(Opatha & Arulrajah, 2014).

Green Health and Safety (GHS)

The organisations work in collusion with the government’s policies and the 
workers’ associations to ensure employees’ overall health and safety at the 
workplace. The management devises policies to reduce occupational injuries and 
health hazards at work. There have been a lot of focused studies on different 
approaches to improving Occupational Safety and Health (OSH) in the industry. 
Past researchers have investigated various occupational hazards affecting workers’ 
health and well-being (Aburumman et al., 2019; Samano-Rios et al., 2019). 
According to the International Labour Organisation, ‘We continue to live through 
a global health crisis and face ongoing OSH risks in the world of work, and hence 
we must move toward building a solid safety and health culture at all levels’ (Kim 
et al., 2016). The Green approach on OSH can help solve many work-related 
injuries due to stress and job-related sickness.

Green Employee Involvement

The involvement of green workers in GHRM can be defined as creating an 
environment that improves employee engagement and morale (Chaudhary, 2019). 
Employee engagement entails seeking the recommendation of the personnel for 
developing effective, sustainable approaches and policies for organisational 
development. Green engagement encourages continuous employee feedback  
to enhance the current environmental plans and strategies. Green employee 
engagement can motivate employees and enhance their cooperation in 
organisational growth. Organisations can consider employee involvement as a 
part of their CSR initiative, which also exhibits the employees’ commitment 
towards their work goals (Davies & Crane, 2010). Phillips (2009) says employee 
involvement in green HR practices can help prevent workplace pollution. One 
way to encourage employee involvement is by promoting and rewarding eco-
intrapreneurs. Through their innovative mindset, they can use the existing 
financial, human and natural resources to add value to company products or 
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services (Mandip, 2012). Employee involvement in organisational greening has 
been found to improve critical environmental management outcomes, primarily 
reducing waste and pollution at the workplace (Ansari et al., 2020; Carballo-
Penela et al., 2022; Florida & Davidson, 2001).

Research Methodology

Measures 

HRM functions can be mainly grouped into staffing, motivation, training and 
development and maintenance. GHRM consists of initiating and acknowledging 
the green performances of the employee and introducing training ideas to fulfil the 
firm’s environmental objectives. It involves informing employees of their 
sustainability-oriented workplace goals and rewarding them accordingly for the 
same (Clair et al., 1996). The organisation can measure and improve the green 
performance of the employees through non-monetary incentives. Training 
programmes aligning the employee objectives with the organisational goals can 
be initiated (Jabbour & Santos, 2008). The mentioned components of GHRM  
are classified under six main heads recruitment, training and development, 
performance appraisal, reward management, employment relations and exit 
(Cherian & Jacob, 2012; Renwick et al., 2008). Numerous studies asserted rewards 
systems and involvement, training and performance management, and recruitment 
and selection as essential practices under GHRM (Prasad, 2013; Sudin, 2011). 
Based on the varied definitions and components of GHRM, a list of dimensions 
were finalised for the study.

Proposed Dimensions

GHRM was assessed using 35 items taken from Shah (2019). The dimensions that 
have been considered for the study are GPM, Green Compensation Management 
(GCM), GHS and Green Involvement (GI). The items were measured using a 
5-point Likert scale where 1 = Strongly disagree and 5 = Strongly agree. The 
dimensions and their measurement items are shown in Table 1.

Data Collection

The data were collected from different industries in India because it is one of the 
leading developing countries facing environmental pollution problems. Three 
cities (New Delhi, Agra and Gurugram) were chosen as the sampling frame. 

Individuals living in these areas are considered socio-environmentally con-
scious and are expected to be aware of prevailing green issues in the organisations. 
New Delhi (the capital of India) has been recorded as the highest polluted city in 
the country, followed by nearby places Gurugram and Agra. The data were col-
lected from various industries across various sectors such as Automobile, Banking, 
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Table 1.  Dimensions of GHRM with the Items.

Dimensions Measuring Items

GPM GPM 1: Our company establishes green targets, objectives and duties 
for each employee across the organisation.
GPM 2: In my company, managers have established goals to attain 
green targets incorporated in periodic evaluations.
GPM 3: My company focuses on the communication of green goals.
GPM 4: My company uses green performance indicators in our 
performance evaluation.
GPM 5: My company uses green performance standards as a yardstick 
in the performance evaluation of the workforce at all levels.
GPM 6:The use of green criteria to evaluate performance.
GPM 7: We constantly assess and record green incidents in the 
workplace.
GPM 8: My company keeps track of non-compliance or not meeting 
green objectives.
GPM 9: My company considers green incidents while evaluating 
employee performance.
GPM 10: My company reinforces compliance with meeting 
environmental goals.
GPM 11: Our company performance management system uses 
disbenefits for non-compliance or not achieving environmental 
management targets.
GPM 12: Identification of ‘Green Superstars’ (remarkably talented 
individuals who perform beyond the standards) and distribution of 
prizes based on their green contributions.

GCM GCM 1: My company uses monetary rewards for the green 
accomplishments of individuals in the organisation.
GCM 2: Our compensation system recognises and rewards 
contributions to environmental protection.
GCM 3: Our company compensates for green skills acquisition and 
accomplishments by individuals.
GCM 4: Our company uses monetary rewards for contributions to 
environmental management, such as salary increases, cash incentives, 
bonuses and so forth.
GCM 5: My company rewards green skills acquisition.
GCM 6: My company rewards for learning green curricula.
GCM 7: My company uses non-monetary rewards for contributions 
to environmental management, such as paid time off, special leave and 
gifts to employees and their families.

GHS GCM 8: My company provides green benefits such as transportation 
and travelling allowance.
GCM 9: My company provides financial or tax incentives to its 
employees.
GCM 10: My organisation uses recognition-based rewards in 
environmental management for the workforce.
GCM 11: My organisation recognises green initiatives of employees via 
organisation-wide publicity and public praise.
GCM 12: My company appreciates the green initiatives of employees.
GHS 1: My organisation provides a green workplace for all.

(Table 1 continued)
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Dimensions Measuring Items

GHS 2: My organisation takes green initiatives to decrease worker 
anxiety and work-related sickness instigated by harmful work settings.
GHS 3: My organisation develops and executes strategies to sustain a 
favourable work setting to avoid several fitness problems to develop 
the health and safety of the workplace.

GI GI 1: Our company has a robust progressive vision to direct the 
individual’s activities in environmental protection.
GI 2: Employees participate in quality enhancement and problem-
solving in environmental problems in our company.
GI 3: My company offers a shared culture of learning for green 
awareness and behaviour.
GI 4: My company encourages GI.
GI 5: In our firm, employees are offered opportunities to participate in 
environmental management practices.
GI 6: My company has established a focused communication structure, 
which permits workers to share ideas on worker skills and motivation.
GI 7: My company promotes feedback, training and excellence in 
communications.
GI 8: My organisation has procedures for helplines and green whistle-
blowing.

Source: Items adapted from the study by Shah (2019).

(Table 1 continued)

Dairy, Education, Manufacturing, Media and Entertainment, Retail, Telecom, 
Service and Pharmaceutical. A questionnaire was developed using Google Forms 
and mailed to employees working at the managerial level. Respondents mainly 
comprised of top-level management, as senior management is expected to be 
involved in implementing various practices, including GHRM. The managerial 
level respondents comprised of Deputy General Manager (DGM), General 
Manager (GM), Senior Manager and middle-level managers. The study comprised 
of 573 responses after discarding the outliers. The exploratory factor analysis 
(EFA) sample comprised of 180 respondents (47 females and 133 males), and the 
CFA sample comprised 393, with 56.9% male participants and 43.1% female par-
ticipants. Among the respondents, 11 (2.7%) were DGM, 30 (7.6%) were GM, 
180 (45.8%) were Senior Managers and 172 (43.7%) were Managers. A total of 
70.9% of respondents were postgraduates and 29% were graduates. Demographic 
details for study 2, that is, CFA, are presented in Table 2.

Data Analysis and Results

Study-1 Exploratory Factor Analysis

To explore the underlying dimensions of the scale, an EFA using principal 
component analysis (Hotelling, 1933) was performed on 180 respondents prior to 
final data collection. SPSS version 24 was used to operationalise EFA with Kaiser 
Normalisation (Kaiser & Rice, 1974). 
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Table 2.  Demographic Details of Respondents.

Measure Items Frequency %

Age >45 92 23.4
40–45 66 16.7
30–40 163 41.4
<30 72 18.3

Education Graduation 114 29.0
Postgraduation 279 70.9

Gender Male 224 56.9
Female 169 43.1

Designation DGM 11 2.7
GM 30 7.6
Senior manager 180 45.8
Manager 172 43.7

Industry type Automotive 33 8.3
Banking 40 10.1
Dairy 24 6.1
Education 31 7.8
Human resources 47 11.9
Manufacturing 38 9.6
Media & entertainment 22 5.5
Pharmaceuticals 14 3.5
Retail 48 12.2
Service sector 49 12.4
Telecom 47 11.9

The eigenvalue of 1 as a cutoff value was considered for the extraction of 
items. Hair et al. (2006) suggested that a cutoff value of 0.6 was used to retain the 
items. EFA results helped in the exploration of four underlying constructs, namely 
GPM, GCM, GHS and GI. None of the items had cross-loadings or was loaded on 
multiple factors. 

The items were found to be loaded with sufficient loadings with their respec-
tive constructs. GPM1 had the highest loading (0.898), and the lowest loading  
was exhibited by GI8 (0.694)—none of the items loaded on multiple factors,  
indicating discriminant validity. The items loaded significantly, and the t-values  
(p < .001) indicated the construct’s unidimensionality. Table 3 summarises the 
factor loadings for the 35-item scale. 

Study-2 Measurement Model Assessment (Confirmatory Factor Analysis)

First-order Analysis

Structural equation modelling was used to conduct the first-order analysis. The 
results in the first-order model for the four dimensions, GPM, GCM, GHS and GI, 
were analysed through the goodness-of-fit criteria. All the model-fit indices were 
CMIN/df = 1.536, RMSEA = 0.056, CFI = 0.95 and NFI = 0.928.
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Table 3.  Results of Exploratory Factor Analysis.

Component Matrix

Components

1 2 3 4

GPM1 0.898
GPM2 0.841
GPM3 0.846
GPM4 0.859
GPM5 0.812
GPM6 0.841
GPM7 0.835
GPM8 0.856
GPM9 0.859
GPM10 0.855
GPM11 0.784
GPM12 0.728
GCM1 0.819
GCM2 0.779
GCM3 0.719
GCM4 0.788
GCM5 0.749
GCM6 0.758
GCM7 0.770
GCM8 0.764
GCM9 0.747
GCM10 0.789
GCM11 0.762
GCM12 0.713
GHS 1 0.814
GHS 2 0.817
GHS 3 0.755
GI1 0.714
GI2 0.705
GI3 0.725
GI4 0.728
GI5 0.715
GI6 0.725
GI7 0.717
GI8 0.694

For first-order analysis, loadings of the first item in every dimension were set 
to 1.0 to standardise the results for the other items. GCM 5 (0.88) followed by 
GCM 6 (0.86), both the items got the highest loading. In contrast, the lowest 
loading was on that of GHS 1 (0.60). The highest correlation was between GPM 
and GI (r = 0.88) followed by GPM and GCM (r = 0.86) and GCM and GHS  
(r = 0.84). Therefore, the results showed that the correlation between the con-
structs is relatively good.
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Reliability and Validity Analysis

The study’s construct reliability was assessed through Cronbach’s alpha (α) 
co-efficient for internal reliability and critical ratio (CR) for composite reliability 
(Awang, 2012). Cronbach’s alpha values were found to be greater than 0.7, 
depicting the internal reliability of the measurement scale. CR for the study  
was above the threshold value of 0.60, as reported by Hu and Bentler (1999), 
demonstrating the construct’s composite reliability. Both measures indicated that 
the scale had good reliability. 

To prevent multicollinearity issues, discriminant validity must be assessed in 
any research involving latent variables. Fornell and Larcker’s criterion is used for 
the same (Ab Hamid et al., 2017). The convergent validity was confirmed by com-
puting the average variance extracted (AVE) for the sub-constructs of the scale 
(Fornell & Larcker, 1981). AVE, which is greater than 0.50, is considered accept-
able (Hu & Bentler, 1999). All the sub-constructs demonstrated AVE values 
greater than the traditional value of 0.50, indicating the convergent validity of the 
scale. Additionally, Chin et al. (1997) retorted that the factor loading of the items 
should be significant and greater than 0.60. The factor loadings of all the items 
were significant and greater than 0.60, further supporting the scale’s convergent 
validity (refer to Table 4). 

Second-order Analysis

Second-order factor analysis was conducted by inserting a latent factor GHRM to 
understand the correlation between the four dimensions with the latent construct 
GHRM, all model-fit indices were applied to find the goodness of fit, and the 
values satisfied the criteria. Several indices of second-order analysis were more 
significant than in the first-order model (Doll et al., 1994). The goodness-of-fit 
values were above the threshold values with CMIN/df = 1.589, RMSEA = 0.058, 
CFI = 0.95 and NFI = 0.916. Therefore, the second-order model is a necessary test 
and better justifies GHRM as a second-order construct. For standardised factor 
loadings of all the items, the first item in each sub-construct was constrained to 1.  
The results show that the second-order analysis of GHRM is highly justified and 
explains the first-order analysis. GCM was loaded significantly with highest 
factor loading (please refer to Table 4) followed by GHS and GI, and the lowest 
loading was GHS (0.660–0.710). 

Table 4. CR Values and Items Factor Loadings.

Dimensions Factor Loadings Cronbach’s a CR AVE

GPM 0.666–0.690 0.964 0.965 0.698
GCM 0.800–0.740 0.949 0.944 0.583
GHS 0.600–0.720 0.736 0.838 0.633
GI 0.660–0.710 0.906 0.893 0.512

Source: Prepared by researcher.
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Discussion

The findings revealed that GHRM comprised dimensions, such as performance 
management, compensation, employee involvement and employee health and 
safety. A 35-item scale can measure these functions. Many previous studies have 
been conducted on various other HR practices and functions (Mishra et al., 2014; 
Paillé et al., 2014; Renwick et al., 2008). However, this study has been conducted 
using the four effective HR practices functions because performance manage-
ment, compensation, employee participation and health and safety represent sus-
tainable and environmental practices of the employees at the workplace (Ojo & 
Raman, 2019). Shah (2019) developed a scale having dimensions such as GI, 
green recruitment and selection, GPM, green labour relations and green training 
and development. The research confirmed that GHRM would connote performance 
management as the GHRM dimension since training employees and tracking their 
progress concerning organisational goals remain imperative for GHRM. Involving 
employees in the green practices of the firm and honing their skills and abilities to 
achieve the organisational and personal environmental goals makes GHRM more 
effective. The study also validates the inclusion of GCM in GHRM. Motivating the 
employees for timely completion of their green tasks by granting them continual 
rewards would constitute an essential component of GHRM. Since GHRM entails 
invoking the employees’ interests in environmental practices, compensating them 
through monetary and non-monetary incentives can keep the employees enthusi-
astic about participating in GHRM practices. The research study corroborates that 
GHRM would also include GHS, thereby inducing the management to initiate 
health and safety programmes for the employees which guarantee a robust green 
workplace.

Implications

Theoretical Implications

The present research also discusses some theoretical implications. To the best of our 
knowledge, this remains one of the first studies to validate a developed GHRM scale 
in the Indian environment. However, many studies have empirically developed 
scales using the various dimensions of GHRM and have also been tested in other 
countries and industries. However, no previous studies have validated the scale in 
Indian industries. Therefore, we specifically address the research gap of testing the 
scale in industries such as India’s textiles, telecom, dairy and media & entertainment 
sectors. The present study results can be generalised to emerging economies where 
a sustainable green environment remains an issue of concern. 

The various constructs of the above study have been thoroughly analysed with 
the help of an extensive literature review, and their theoretical implications are 
thus explained. This study adds to the existing body of knowledge of GHRM by 
validating the components which establish the environmental management of the 
employees in an organisation. The study has examined the varied tenets of the 



38		  BIMTECH Business Perspectives 4(1)

GHRM, which help organisations convert their employees into a green workforce 
in order to achieve environmental sustainability goals. The study revealed that 
GPM should be included in the GHRM as the construct, which involves apprising 
employees of their green objectives and laying down plans to help them achieve 
these objectives. Since GHRM entails invoking the employees’ interests in envi-
ronmental practices, compensating them through monetary and non-monetary 
incentives through GCM can keep the employees enthusiastic about participating 
in GHRM practices. The study also supported the incorporation of GI in the scale 
while measuring GHRM. In order to successfully implement the GHRM prac-
tices, the organisation ought to communicate the firm’s vision concerning envi-
ronmental sustainability to its employees. Participation in the GHRM practices 
can only be ensured by encouraging the employees to seek knowledge about green 
practices and environmental behaviour at work to keep them involved and inspired 
in green work life. GHRM cannot exclude health and safety policies which help 
the organisation improve the overall productivity of their employees by creating a 
stress-free wholesome working environment for them.

Managerial Implications

The findings emphasise that organisations must inculcate and develop an under-
standing of green competencies among their employees. In GPM, employees must 
be assessed based on attaining green goals. These green goals can only be achieved 
when the organisation sets up green objectives for all its workforce (Clair et al., 
1996). Such objectives can help the employees to align their behaviours accord-
ingly. GCS is an organisation’s strategic approach to encouraging employees to 
attain sustainable green goals (Jyoti, 2019). According to Karami (2013), a compen-
sation system, preferably a non-financial one, would constructively impact the 
employees’ performance. Indian organisations should strive to create an environ-
ment that helps employees to work in a stress-free and safe environment and attain 
GHS. Our findings also reveal that GHS correlates highly with GHRM at 0.93. GI, 
such as employees’ participation in environmental decisions, is also an essential 
dimension of GHRM. For effective implementation of environmental strategies, the 
participation of the employees in the environmental processes and activities under-
taken by the firm is imperative. Engaging employees with the firm’s sustainability 
initiatives remain challenging for the firms (Haddock-Millar et al., 2016; Singh  
et al., 2020). The results also show the highest correlation between GHRM with GI. 
Policies related to employee engagement towards environmental concern helps in 
motivating employees. Such policies related to employee engagement towards  
environmental concerns motivate employees (Niati et al., 2022).

Limitations and Future Research

The study was conducted to assess the different dimensions of the GHRM in an 
emerging economy; however, the study did face a few limitations. No study is 
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without its limitations, but the limitations serve as an avenue for further research. 
First, the study had confined itself to studying specific dimensions of the GHRM 
construct, and future research may also explore the impact and significance of 
other dimensions of GHRM. Second, the research findings point out that there can 
be other contexts in which the study could be conducted. The study could be 
conducted by linking the concept of GHRM with different functional departments 
such as Operations, Marketing and Finance. 

Lastly, the research did not include several HR dimensions such as green 
recruitment, green training and development which may provide an exciting 
insight into the study. Future research studies investigate these factors to have an 
insightful and extensive understanding of GHRM in India. Thus, future research 
could continue to dig deeper to understand the multidimensional nature of GHRM.
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