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Abstract 

Substantial growth in the economy and extensive use of natural resources has become a major issue in the modern world. 

Organizations have started to worry about the environment and are beginning to invest in and practice green strategies. Companies 

should be responsible for the environment and use sustainable methods to run their businesses. The main purpose of this study is to 

explore the conceptual approach to Green Human Resource Management (GHRM) practices and Corporate Environmental 

Responsibility (CER) in the hospitality industry. The theoretical framework of GHRM practices such as green recruitment, green 

selection, green training and development, green performance appraisal, green reward and compensation, and corporate 

environmental responsibility have been comprehensively studied for this purpose. Green Human Resource Management in the 

hospitality sector is a less studied and rarely implemented phenomenon. The integration of GHRM and CER along with green 

competitive advantage and green supply chain management in hospitality is new concept in hospitality industry. Study suggests that 

Corporate environmental responsibility (CER) and Green Human Resource Management (GHRM) have a significant role in the 

hospitality industry. However, for sustainable development of tourism and hospitality, this concept should be capitalized with 

necessary research and development. 

Keywords : Green Human Resource Management, Green Supply Chain Management, Green Competitive Advantage, 

Corporate Environmental Responsibility, Green Organizations 
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1. Introduction12

The impacts of ecological calamities and an unnatural 

weather change is increasing over time. The world's 

atmosphere has changed significantly in the previous 

decades and is expected keep changing at a similar or higher 
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rate in the future. One of the primary reasons behind this is 

the increase in economic activities and the consequent 

degradation of the environment (Alvarado & Toledo, 2017). 

Worldwide consensus has emerged about proactive 

environmental management towards sustainability. 

Organizations globally are anticipated to take responsibility 

for environmental management (Rondinelli & Berry, 2000). 

Business activities have simultaneous effect on humans 

and nature. Thus, private and public organizations are 

increasingly looking for solutions for these environmental 

issues. Governments, private and public companies are 

facing challenges in greening opportunities. Human 

Resource Management (HRM) practices have been 

relatively slow in addressing environmental issues (Jackson 

et al., 2011). 

Researchers and practitioners have already begun 

integrating HRM practices with environmental management 

(Renwick et al., 2013).This integration of employee 

management for environmental conservation is known as 
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Green Human Resource Management (GHRM) (Renwick et 

al., 2013). The objective of GHRM is to enhance the 

environmental performance of organizations comprising of 

employee engagement and environmental commitment 

(Jackson et al., 2011). Human resources (HR) should align 

with environmental management to implement and maintain 

environmental management systems (Govindarajulu & Daily, 

2004). 

Few research works have addressed employee 

management that encourages employees to improve the 

environmental performance of the hospitality organization 

(Paillé et al., 2014). Most of the theoretical and empirical 

research on GHRM were carried out in developed western 

cultures (Jabbour & de Sousa Jabbour, 2016). There are still 

discussions and uncertainty about GHRM practices to 

improve environmental performance. Also, human 

contributions to the environmental performance of 

hospitality organizations are often neglected in research. 

The hospitality sector plays an important role with a 

significant contribution to the world’s economy. The tourism 

industry contributed to 10.4% of the world's GDP in the 

global service sector and generated 319 million jobs, or 10% 

of total employment in 2018 (WTTC,2019). However, 

tourism industry is one of the largest consumers of 

environmental resources in the world. The hospitality 

industry accounts to nearly 5% of global CO2 emissions 

(UN World Tourism Organization, 2017). Lee and 

Kwang(2013) argued about the importance of greening of 

the tourism and hospitality industry for green grown and 

sustainability.  

Research studies on greening the organization through 

the relationship between HRM and Environment 

Management (EM) began in the 1990s. Wehrmeyer (1996) 

published a book entitled "Greening people: human 

resources and environmental management”. With increasing 

numbers of similar studies, it has become more apparent that 

organizations need HRM practices to implement greening 

initiatives (Sudin, 2011). Studies that discussed the positive 

effects of HRM on the Environment Performance (EP) of 

companies have reinforced green initiatives (Schuler & 

Jackson, 2014). The introduction of the famous 

environmental management system, ISO14001 was another 

major factor that fueled the expansion of such studies 

(Jabbour & Jabbour 2016). Greening of human factors could 

have been more productive with a competitive advantage 

(Cherian & Jacob, 2012). Organizations that do not have a 

comprehensive GHRM program will have potential 

limitations on their EP's effectiveness (Renwick et al., 2013). 

In large organizations, although they try to influence and 

increase the environmental behavior of employees, there is a 

visible difference in environmental policies and actual 

employee behavior patterns.  

The definition of Corporate Social Responsibility (CSR) 

according to World Business Council for Sustainable 

Development (WBCSD, 2000) is “the continuing 

commitment by businesses to behave ethically and 

contribute to economic development while improving the 

quality of life of the workforce and their families as well as 

of the local community and society at large”. Activities with 

an internal dimension of CSR incorporates with employees, 

stakeholders, consumers, and corporations (European 

Commission, 2001). The external dimension deals with local 

communities, health rights, and global environmental 

concerns.  

Researchers had insights into several dimensions of CSR. 

However CER and GHRM is less researched in hospitality 

industry. The widely researched external dimension of CSR 

is not concerned with HRM which and its greening 

consequences. Particularly, in the hospitality sector, the 

external dimension of CSR is being researched but lacks 

integration with human resource management. Though, 

diverse existing literature deals with the topic of GHRM and 

CER there is still confusion with adequate utilization of the 

concept. The main purpose of this article is to find the 

conceptual approach of GHRM in the hospitality industry 

with a comprehensive review of literatures. This study will 

contribute to the research gaps of GHRM and CER in the 

context of the hospitality industry. 

2. Literature Review

2.1. Green Human Resource Management 

Employees at all levels of an organization need explicitly 

defined GHRM practices to improve the environmental 

performance of the organization. Green HRM practices can 

be used to encourage the responsible behavior of employees 

to preserve the environment (Cherian & Jacob, 2012).  

GHRM's notion is related to the HRM function as the 

main driver of green initiatives in an organization (Jabbour 

& Jabbour, 2016). Sharma and Gupta (2015) defined GHRM 

as HRM practices to promote sustainable resource use which 

increases employee awareness and commitments towards 

environmental management issues. GHRM has supported 

the paradigmatic understanding of the ' triple bottom line ' 

concept; that is, GHRM involves practices aligned with the 

three pillars of environmental, social, and economic 

sustainability and provides the organization long-term 

benefits (Yusoff et al., 2015). O'Donohue and Torugsa (2016) 

studied the link between environmental management and 

organizational financial performance in the machinery and 

equipment manufacturing sector in Australia. They found 

that higher levels of GHRM practices are positively linked 

to increasing financial benefits on hospitality organization’s 

overall financial performance. Similarly, GHRM is part of a 

broader corporate social responsibility program (Sathyapriya 

et al., 2013). 

In this regard, people working for the organization are 

expected to raise awareness among HR managers about how 

to improve the hospitality organization's EP through human 

behavior (Shaikh 2010). Jabbar and Abid (2014) found that 

monetary and non-monetary rewards given to employees 
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motivate them to play an active role in eco-initiatives. They 

also argued, employees are more willing to actively support 

greening practices when their immediate managers show 

such practices. Hence, involving employees in greener 

activities at every step of HRM practices is important for 

managers; once it becomes a daily activity, it will be treated 

as a culture (Jabbour et al., 2008). HRM support is 

necessary to manufacture products with a lower 

environmental impact (Govindarajulu & Daily, 2004). This 

was also asserted by Jabbour and Santos (2008b), explaining 

higher EP outcome requires HRM practices that support the 

hospitality organization’s entire implementation and 

maintenance of the Environmental Management System 

(EMS). 

The latest studies illustrate the integration of 

environmental management (EM) and HRM to achieve EP 

(Jabbour & Jabbour, 2016). Jabbour and Santos (2008a) 

highlighted the integration of HR factors such as green 

recruitment, green selection, green training, green 

performance assessment, reward systems, empowerment, 

and organizational culture management. The above list of 

GHRM practices are more tangible and can ensure that 

green issues are considered in the daily routine of employees 

(Jabbour and Jabbour 2016). Figure1 shows the GHRM 

process where main components, Green Recruitment, Green 

Selection, Green Training, Green Performance, Green 

Appraisal, Green Rewards, and Green Compensation are 

incorporated with other sub-components. 

2.2. GHRM Practices in the Hospitality 

Industry 

There are limited researches in the hospitality sector in 

the context of GHRM. However, some researchers did 

empirical studies in hotel industries. Yusoff et al. (2018) 

conducted an empirical study of GHRM and the 

environmental performance of Malaysian hotels. The 

authors found GHRM practices have a significant role in the 

environmental performance of hotel. Employees' 

involvement in environmental performance is significant 

and challenging (Chan & Hawkins, 2010). Hotel 

organizations are particularly dependent on human resources 

so employee’s creativity level may affect their flexibility in 

service delivery and innovative ideas (Kim, 2019). 

Furthermore, service quality influences costs and 

productivity which enhances the concept of green economy 

comprising renewable energy, energy efficiency, and waste 

management (Mukhtarova & Zhidebekkyzy, 2015). Most of 

the studies regarding GHRM and CER are focused on the 

manufacturing sector. The GHRM practices in the 

hospitality industry are in the early stages and need more 

significance of research and investigation. The GHRM 

practices described in the following sections have mainly 

been conducted in the business enterprises. However, the 

implications of these practices would benefit the hospitality 

sector. 

2.2.1. Green Recruitment and Selection 
Hospitality Organizations should focus on the selection 

of employees who support and are interested in the 

environment (Renwick et al., 2013). To attract such talents, 

organizations should build their reputation as 

environmentally friendly and responsive to the environment 

(Guerci et al., 2016). The environmental sustainability 

agenda of hospitality organizations should reflect on their 

publications and activities (Arulrajah et al., 2015). To attract 

prospective applicants environmental sustainability-related 

intents play a vital role (Guerci et al., 2016). Green 

recruitment exhibits an understanding of green culture and 

environmental values of hospitality organizations through 

stretching out employees’ environmental awareness, values, 

and trusts (Renwick et al., 2013; Jackson & Seo, 2010). 

Arulrajah et al. (2015) argued about the inclusion of 

environmental criteria in recruitment messages. Job analysis 

should focus on environmental aspects, green 

accomplishments and expectations from the future green 

employee (Renwick et al., 2013). Wehrmeyer (2017) 

recommended measures to environmental reporting and 

educating the newly appointed employee about 

environmental sustainability policies, values, and green 

goals of the organization. The questions should be designed 

with environment-related aspects (Razab et al.2015). 

Arulrajah et al. (2015) argued about improvements to 

protect the environment with integration of environmental 

task into duties and responsibilities. While shortlisting 

candidates who involved in green activities and who are 

committed to green initiatives should be given priority 

(Jabbour, 2013). 

2.2.2. Green Training and Development 
Environmental training is one of the primary methods 

through which HRM establish GHRM initiatives (Jabbour, 

2013). Teixeira et al. (2012) investigated two constructs 

environmental training and environmental management in 

Brazilian organizations. According to Opatha and Arulrajah 

(2014), environmental training has the most significant 

impact on awareness which is responsible for the creation of 

green practice culture. Arulrajah et al. (2015) investigated 

the value of green education and training of employees such 

as the inclusion of social and environmental issues at all 

levels. It is important to consider training needs while design 

environmental training to get optimal environmental outputs 

(Cherian & Jacob, 2012). 

The study of Daily et al. (2012) in 220 manufacturing 

companies in Mexico discovered that, environmental 

training of employees is more effective than environmental 

empowerment. Environmental training and development 

strategy should include events, workshops, and sessions to 

facilitate employees to develop and acquire knowledge of 

Environmental Management (EM) (Prasad, 2013). 

Furthermore, Renwick et al. (2013) recommended green 

training and development produces green analysis of 

workspace, energy efficiency, waste management, recycling, 

and development of green personal skills. Zoogah (2011) 
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also emphasized opportunities provide by organizations to 

engage employees in environmental problem-solving 

projects. For these particular aspects, job rotation principles 

should be used in green assignments as an essential part of 

training and career development plans for talented green 

managers (Wehrmeyer, 2017). 

2.2.3. Green Performance Management and 

Appraisal 
A performance management system (PMS) provides a 

platform to measure the desire of employees for 

environment performance (Ahmad, 2015). PMS ensures the 

efficacy of green management work throughout the time and 

looks after EM initiatives against any distortions (Jackson et 

al, 2011). Environmental Management Information System 

(EMIS) is useful tool to record flow of resources and green 

audits. To achieve better environmental performance firms 

should focus on enterprise-level metrics and evaluate 

resource acquisitions, and asset acquisitions (Arulrajah et al., 

2015). Hospitality organizations developed corporate-wide 

environmental performance standards which are aligned 

with green information systems led to evaluate the green 

performance of their employees (Marcus & Fremeth, 2009). 

HRM should integrate environmental performance (EP) 

into a PMS by setting objectives and responsibilities. 

Monitoring environmental behaviors, and evaluating 

achievement of environmental objectives as green work 

rating is the key indicator of job performance (Kapil, 2015). 

The green work rating needs to be included in managers' and 

employees’ appraisal documents (Renwick et al., 2013). 

Moreover, managers must provide regular comments to the 

employees or teams about their role in accomplishing 

environmental desires (Arulrajah et al., 2015). This feedback 

will help the workers to improve their knowledge, skills, and 

capability. 

Sharing appraisal outcomes with employees on how 

nicely they're making progress toward environmental targets 

is crucial for employees’ motivation, and increases their 

engagement in EM responsibilities (Govindarajulu and Daily, 

2004). Kapil (2015) suggested that organizations can 

provide an online information system and audits to mark 

employees’ EM score. Human resources departments should 

redesign the performance appraisal rating system which can 

rate employees on their behavioral and technical 

competencies related to environmental sustainability 

(Ahmad, 2015). 

2.2.4. Green Reward and Compensation 
A hospitality organization’s greening goal can be 

achieved by rewarding employees for their commitment to 

environmental practices (Jabbour & Jabbour, 2016). If the 

organization focuses on avoiding negative behaviors and 

encouraging eco-friendly behavior, EM could benefit from 

reward and compensation (Zoogah, 2011). Reward systems 

should be designed to reflect the commitment of 

management to EP while strengthening and motivating the 

pro-environmental behaviors of employees (Daily & Huang, 

2001). The commitment from management will foster 

employee engagement on environmentally responsible 

behavior which motivates eco-initiatives (Renwick et al, 

2013). Calia et al. (2009) argued that reward programs 

increases motivation for the environmentally friendly 

behavior of employees. Moreover, they emphasize linking 

rewards with the results of greening projects within 

hospitality organizations.  

Rewards may be based on monetary EM rewards (e.g. 

bonuses, cash, premiums), non-monetary EM rewards (e.g. 

sabbaticals, leave, gifts), recognition-based EM rewards (e.g. 

awards, dinners, advertising, external roles, daily praise), 

and positive EM rewards (e.g. feedback) (Opatha, 2013). 

Employees who are dedicated to achieving environmental 

goals and those in middle management who encourage their 

subordinates to adopt green practices should be rewarded 

(Arulrajah et al., 2015). Ramus (2001) illustrated the impact 

of rewards on the implementation of environmental 

practices. Also, hospitality organizations can access green 

reward management practices by linking green initiatives 

promotion/career gains or by providing incentives to 

encourage green recycling and waste management practices 

(Jabbar & Abid, 2014). The green creativity and innovation 

of employees can be enhanced promoting them to share 

ideas behind green activities about their work (Ahmad, 

2015).  

This study, emphasizes the importance of GHRM 

practices in hospitality industry. The brief summary of 

works by various researchers to identify GHRM practices 

(Wehrmeyer, 1996; Renwick et al. 2008; Renwick et al., 

2013; Jackson et al., 2011; Opatha, 2013; Randinelli & 

Berry, 2000) are illustrated in Table 1 This will be helpful to 

develop measures and constructs of GHRM practice in 

future research. 

Table 1 : Constructs and Measures of GHRM Practices 

GHRM Components GHRM Measures 

Green Recruitment 

and Selection 

 Indication of the environmental performance of communicating recruitment messages.

 Reflecting the organization's environmental policies and strategies in its recruitment policy.

 Expressing certain environmental values in the company's job advertisements.

 Selecting applicants who are engaged as consumers in greening under their domain of private life.

Green Training and 

Development 

 Train environmental awareness among the workforce to produce green workspace analysis.

 Providing proper greening knowledge and skills (to each employee through a greening-only training program).

 Analysis and identification of employees’ environmental training needs.

 Implementing a serious and systematic training program given to all employees
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Green Performance 

appraisal 

 Incorporate environmental management objectives and targets with the organization's performance

evaluation system.

 Integrating green criteria in assessments or evaluating the job performance of employees according to

green criteria.

 Including a separate component for greening progress in the performance feedback interview.

 Introduce or formally evaluate all employees ' green work performance.

Green Reward and 

Compensation 

 Financially or non-financially rewarding good environmental performance for employees.

 Rewards for innovative environmental initiative/performance.

 Communicating environmental excellence of employees.

 Incentives for the promotion of environmentally friendly activities and behaviors.

 The reward for acquiring green skills.

2.3. Corporate Environmental Responsibility 

The corporate social responsibility (CSR) concerned 

with social and environmental aspects is termed as customer 

environmental responsibility (CER) (Van Marrewijk, 2003). 

Freemans'1999 stakeholder CSR theory focuses on issues 

with human rights and global environment concerns and its 

activities related to human resources management practices. 

The Environmental corporate social responsibility (ECSR) 

fosters the idea of protection of the environment along with 

the operation of a business. The role of HRM to understand 

CSR is significant; moreover, both CSR and HRM are 

relevant to understand the relationship between employer 

and employees (Voegtlin & Greenwood, 2016). Most 

companies are using their substantial resources to ensure 

CSR practices to make the company socially responsible 

allows researchers to investigate a variety of policies (Yoon 

& Lee, 2019). There has been research gap in theoretical 

linkage between CSR and HRM. 

Hospitality organization’s green management can be 

achieved through the application of innovation, reduction of 

waste, and social responsibility. Hospitality Organizations 

should pay attention to environmental issues because 

companies mostly focus on profits and outcomes causing 

distortions to the environment (Desjardins, 1998). Customer 

Environmental Responsibility (CER) is crucial to the 

sustainability of the local community. Companies should be 

responsible to prevent surrounding and overcome negative 

effects on the environment. Companies' environmental 

responsibilities influence corporate social image (Lee & Lee, 

2014). According to Orlitzky et al., (2011) managers of 

companies must determine the social responsibility of 

companies about the environment and ecology. For better 

financial performance organizations should consider 

environmental factors (Ma et al., 2017). 

Excess use of resources and pollution increases 

importance of CER for sustainability of the community 

(Wang 2010). Greening the hospitality organization is a 

broad process of application of innovative ideas to achieve 

sustainability, minimize waste, and increase social 

responsibility with continuous development of 

environmental goals and fully integrated strategies (Haden 

et al., 2009). Implementation of Corporate Environmental 

Responsibility (CER) involves pollution avoidance, and 

product management focusing on the environmental effect 

of the product life cycle. Most leading hospitality 

organization think that corporate environmental 

responsibility is the duty to reduce the harm being done to 

the environment caused by the company’s operation, 

products and amenities as well as to minimize the waste and 

emissions to achieve efficiency and productivity 

(Mazurkiewicz, 2004). 

Numerous research and studies have argued about the 

corporate social responsibility of the hospitality and hotel 

industry. However, most studies have focused only on the 

environmental stakeholders. Employee and organization 

behavior on the other hand are less studied with regards to 

integration of environmental responsibility. The hospitality 

industry is itself a huge environment resource consumer and 

its responsibility towards the environment is also crucial. 

Moreover, the role of hospitality or tourism industry for the 

preservation of the environment is much expected in today’s 

present time. 

Figure 1: GHRM Process and CER (edited for GHRM from http//www.whatishumanresource.com) 
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3. Theoretical and Managerial Implications

HRM plays the most significant role in managing the

staff in any organization. The latest practices in HRM are 

focusing on greening the company with an extra 

responsibility on the HR executives for the implementation 

of Green HR policy. Previous literatures have confirmed 

that the placement of 'greening' as a main factor for the 

improvement of hospitality organizations 'environmental 

performance’ (Stefan & Paul, 2008). Premature GHRM has 

been a key idea for organization functioning and has been 

shown to have a significant impact on the outcome of the 

organization (Wagner, 2013). Green Performance is 

acknowledged as a necessity for the improvement of 

environmental education and green transformation 

leadership (Jabbour, 2013). 

GHRM has significant scope for studies in leadership but 

has no backdrop in practice in academia. Therefore, research 

gap of environmental management and professional GHRM 

practices in the hospitality sector should be accompanied. In 

this respect, studies observing the global impact of GHRM 

systems rather than individual practices are especially 

helpful. Such research can assist hospitality organizations to 

decrease environmental damage and make the earth much 

cleaner and safer. Lack of studies in this sector with more 

aspects of green HRM make it absolutely essential that 

further studies be done. 

The objective of GHRM should be to integrate greenery 

in daily routines and procedures regardless of whether it is 

the green team or executives. Environmental training should 

schedule and focus on organizational behavior that supports 

environmental commitment to attain proactive 

environmental management (Jabbour et al., 2010). The 

involvement of people in the company is crucial to 

achieving the green goal of an organization. Some previous 

studies discussed on inter-functional integration of green 

strategy and green operation. In hospitality sector, 

management usually separates human resources and 

environment. However, an important component for 

greening the organizations is regarded as the integration of 

human resources. Therefore, better knowledge of integration 

of environmental management and HRM can benefit the 

hospitality industry. 

4. Conclusions

GHRM methods can provide mutual assistance and

facilitate environmental performance once they are 

incorporated with GSCM methods. Sufficient training in the 

environment can enhance consciousness and build abilities. 

Likewise, the combination of green activities with 

compensation and benefits can encourage green conduct and 

develop a green organization. Green organizations not only 

help manage negative environmental impacts but also gain a 

favorable reputation, brand value, enhanced revenues, talent 

acquisition, devoted labor, greater efficiency for employees, 

motivation, and retention. 

Hospitality organizations must look beyond their profit-

making objectives to create a sustainable economy and 

common value. Lieberwitz (2005) describes that 

organizations practice at the superficial level and their 

primary objective is to achieve profits. Mintzberg et al. 

(2002) indicated that a series of half-truths with the focus on 

profit is being carried out by many organizations. Most CER 

drivers such as public legislation, customer pressure, 

customer attraction, and risk control are taken outside the 

organization. Therefore the status of a genuinely green 

organization is hard to achieve. 

It is also essential to concentrate internally, involve staff 

and change policies and procedures in the context of 

effective CER. For such inner changes GHRM plays a 

significant role. Greening of organizations by connecting 

GHRM procedures (such as green climate, recruiting, 

workforce, environmental training, performance 

management system, compensation, and benefit) should be 

clearly stated to the employees. It also creates a solid system 

for the pro-environmental purpose, ready to take the 

required adjustments into account. Similarly, GSCM can 

contribute through green product growth and green 

packaging by allowing inner modifications. The Greening of 

the organization assist to build shared value and the 

competitive advantage in the current situation when 

depletion of funds and increased environmental hazards are 

of major concern. The integration between the four fields 

(GHRM, GSCM, and CER), can generate synergies that lead 

to viable development throughout the organization.  

Finally, we can conclude that GHRM has a significant 

scope in the hospitality industry. Lack of research and 

studies can be treated as an opportunity for new researchers. 

The earth is our home and should be conserved thoroughly. 

Organizations with less damage to the environment lead us 

to a sustainable and ecological era. The hospitality industry 

should step up for and help create environmental friendly 

performances. GHRM with integration of CER is a 

convenient tool for sustainability for hospitality industry. 

However, more research is required to accommodate GHRM 

and CER within the industry. This comprehensive study will 

be beneficial for top management and HR policymakers for 

the greening of hospitality organizations. This study did not 

take consideration of empirical analysis which comprises 

limitations of this study. Therefore strong empirical 

evidence will be the scope for future research indeed. 
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