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ABSTRACT

This study investigates how GHRM facilitates sustainable performance management. 
Specifically, the study investigates the role of specific GHRM activities on responsible 
production/consumption, climate action, clear water/sanitation, and sustainable 
cities. Drawing on secondary literature, the ability, motivation, and opportunity 
(AMO) model of HRM and the United Nations sustainability development goals 
(SDG) framework, the study suggests that GHRM can bolster sustainable performance 
management and thus lead to the attainment of responsible production/consumption, 
climate action, clear water/sanitation, and sustainable cities. The study extends the 
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GHRM literature by uncovering how the SDG framework and the AMO model can 
interact to facilitate the development and deployment of green skills and bolster the 
attainment of the environmental dimension of SDGs through green leadership. The 
practical implications of the findings were discussed.

INTRODUCTION

Organisations play a vital role in society, such as creating employment oppor-
tunities and contributing towards societal development. However, the negative 
effects of their activities, such as resource depletion as well as water, air, and land 
pollution, should not be ignored (Ogbeibu et al., 2023). Thus, over the last few 
decades, organisations are increasingly facing pressure from stakeholders such as 
the government, non-governmental organisations, society at large, and employees 
to adopt environmentally friendly policies (Mousa & Othman, 2020). For example, 
the United Nations’ (UN’s) Sustainable Development Goals (SDGs) evidence the 
universal call to protect the planet. According to Pucik et al. (2023), climate change 
is arguably the most significant environmental challenge facing humanity, and or-
ganisations are facing increasing pressure to be active players in creating solutions 
to rather than continuing to be part of the problem. If left unchecked, climate change 
can affect different ecosystems through storms and other types of natural disasters. 
Therefore, more studies on how organisations can design and execute green practices 
to achieve the SDGs are required (Pucik et al., 2023).

Many studies suggest that green human resources management (GHRM) is one 
of the most important approaches to the achievement of the SDGs (Ogbeibu et al., 
2023). Green human resources management is defined as ‘a set of guidelines and 
initiatives that inspire environmentally focused behaviours among employees so that 
they can use their creativity to achieve green innovation outcomes, thus aiding the 
global cause to engender environmental sustainability’ (Ogbeibu et al., 2020, p. 3). 
Traditional human resources management (HRM) tends to focus on practices that 
enable organisations to improve their overall business performance and generally do 
not emphasise the achievement of the SDGs (Ogbeibu et al., 2023). While studies 
on the relationship between GHRM and environmental performance (‘[an] organi-
sation’s capability to decrease the waste it produces, as well as its air emission, and 
limiting the use of hazardous materials, while minimising the frequency of envi-
ronmental accidents’, Mousa & Othman, 2020, p. 4) are becoming more prevalent, 
some studies (Khaskhely et al., 2022; Martins et al. 2021; Mousa & Othman, 2020; 
Ogbeibu et al., 2023; Zaid et al., 2018) examine the relationship between GHRM 
and sustainable performance management. The current study defines ‘sustainable 
performance management’ as including activities that managers undertake (or 
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process) to accomplish set sustainable development goals (Park & Krause, 2021). 
However, previous studies in this area examine sustainable performance (social, 
environmental, and economic performance) as an outcome or goal (Khaskhely et 
al., 2022) rather than as a process (Hernu, 2022) that leads to a sustainable outcome.

Drawing on the UN’s SDGs framework (Pucik et al., 2023); the ability, motiva-
tion, and opportunity (AMO) theory of HRM; and a developmental literature review, 
the current study explores the influence of GHRM on sustainable performance 
management. In particular, it investigates the role of specific GHRM activities in 
relation to specific SDGs (responsible production or consumption; climate action; 
clear water and sanitation; and sustainable cities). It focuses on the environmental 
dimensions of the SDGs, as there is extant research on how HRM can facilitate the 
achievement of the social dimensions of SDG, such as by reducing social inequal-
ities (Liu et al., 2022). Using the SDGs framework, the study extends the literature 
on AMO by highlighting how specific GHRM practices influence the attainment 
of specific SDGs.

The following section sets out the theoretical framework of the chapter. It out-
lines how the SDGs framework builds on the AMO model. In the section thereafter, 
GHRM practices and sustainable performance management are discussed in detail. 
The final section takes the form of a conclusion.

METHODOLOGY

An integrated literature review methodology is adopted in the current study to 
critically examine and synthesise the available literature in order to obtain new insights 
(Lubbe et al., 2020). The method is appropriate for this study as it has allowed the 
researchers to go beyond an analysis of extant research findings and provide new 
insights on the subject: GRHM and sustainable performance management. Below 
is a visual representation of the stages of the integrated literature review employed 
in this study.
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Figure 1. An outline of the approach taken to the literature search

The first stage of the integrated literature review involves preparing the review 
plan, in which inclusion and exclusion criteria as well as keywords are determined. 
The keywords for the literature search were ‘green human resources management’ 
and ‘sustainable performance management’, consistent with the goal of the review.

Using the identified keywords, the researchers conducted a thorough search of 
relevant databases – online library platforms, like Google, Google Scholar, Wiley, 
Sage, and Science Direct. The search string focused on GHRM, the SDGs, and 
sustainable performance management. The search excluded material like conference 
proceedings, editorials, essays, and working papers. The period of our search was 
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2009–2024, and the search yielded 3,502 articles, which the researchers imported 
into Mendeley.

In the second stage, the researchers evaluated the significance and quality of 
these 3,502 articles. The researchers refined the results further by considering the 
impact level of the journal as well as the title, abstract, and relevance of each article. 
A comprehensive review of full articles on studies solely contributing to GHRM 
and sustainable performance management followed. Furthermore, the researchers 
assessed the relevance of each article by considering the link between GHRM 
and sustainable performance management. In addition, the researchers further 
compartmentalised GHRM and sustainable performance management in order to 
determine the elements on which the study should focus, such as green hiring, green 
training, green rewards, green performance evaluations, the performance manage-
ment cycle, and sustainable performance management. The combined quality and 
relevance criteria led to the researchers’ selection of articles for the present study. 
Ultimately, the researchers also checked and included articles from other studies 
that they deemed relevant. The integrated literature review included 86 articles, as 
shown in Fig. 1 above.

Theoretical Underpinnings

In 2015, the UN developed the SDGs framework as part of its 2030 agenda for 
sustainable development. The SDGs framework is a global blueprint on how differ-
ent stakeholders, including businesses, can protect the planet and its people while 
creating value for customers in order to make a profit (Pucik et al., 2023). At the 
heart of the SDGs are the 17 goals that provide significant insights into specific areas 
that businesses can emphasise in addressing issues of extreme poverty, inequality, 
and protecting the planet. Figure 2 below shows the UN’s SDGs.
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Figure 2. The 17 United Nations sustainable development goals

Source: United Nations, 2024

As shown in Figure 2, the 17 SDGs cover social, environmental, and economic 
issues (Pucik et al., 2023). However, the present study considers only the environ-
mental SDGs: goals 6, 7, 11, 12, and 13, as there is limited research on these goals 
as they relate to HRM (Ansari et al., 2021; Jabbour et al., 2010; Ogbeibu et al., 
2023). Most of the research on SDG and HRM (sustainable) focuses on how HRM 
can facilitate the achievement of the social (and economic) dimension of SDG, such 
as reducing inequalities (Adisa et al., 2017; Adisa et al., 2019; Adisa et al., 2021; 
Aragon-Correa et al., 2013). Businesses must focus on climate change, resource 
depletion, and environmental degradation to address goals 6, 7, 11, 12, and 13 (en-
vironmental dimension). For example, businesses need to achieve carbon neutrality; 
manufacture products with zero waste; and offer significant maintainability, repa-
rability, and reprocessing opportunities at the end of a product’s life – all in order 
to promote clean sanitation, clean energy, sustainable cities, responsible production 
and consumption, and climate action (Pucik et al., 2023). While the SDG framework 
provides a clear roadmap in relation to the areas on which businesses should focus – 
addressing climate change, resource depletion, and environmental degradation – it 
does not explain how businesses should develop and engage employees with green 
skills and competencies in order to meet these goals. The current study does not 
depend on the SDG framework alone but rather combines it with the AMO model 
in order to close this research gap.
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The ability, motivation, and opportunity model of HRM is mainly applied in 
research on GHRM and environmental performance (Chams & Garcia-Blandon, 
2019; Renwick et al., 2013). According to the AMO model, the sustainability 
outcomes of a firm can be enhanced when three factors are present: 1. the ability 
of the business to develop the green knowledge and skills required to engage in 
the sustainable production process; 2. the necessary motivation and willingness to 
engage in sustainable practices driven by organisational remuneration and rewards 
for green behaviour and initiatives; and 3. the business’s provision of opportunities 
for employees to engage and be involved in green and sustainable work processes 
and contribute to green and sustainable activities in order to foster an eco-friendly 
atmosphere inside and outside the organisation (Chams & Garcia-Blandon, 2019; 
Renwick et al., 2013).

Scholars of the AMO model note that GHRM helps create the AMO that em-
ployees require in relation to climate change, resource depletion, and environmental 
degradation (Chams & Garcia-Blandon, 2019; Pucik et al., 2023; Renwick et al., 
2013). Ogbeibu et al. (2023) contend that proactive environmental strategies such 
as GHRM help businesses drive the human capital, motivation, and engagement 
that employees need in order to enhance the organisation’s environmental perfor-
mance. However, the current literature on GHRM does not extensively explore the 
environmental dimension of the SDG framework. This study therefore integrates the 
SDG framework with the AMO model of HRM to explain the relationship between 
GHRM and sustainable performance management.

Green Human Resource Management

Green practices help organisations achieve sustainable competitiveness and – if 
appropriately pursued – ensure a productive work environment that benefits the 
natural ecosystem (Atiku & Fapohunda; 2020; Martins et al., 2021). Organisations 
have become aware of the need to have a sustainable environment and are contin-
uously transforming themselves in line with environmentally sustainable goals by 
adopting and implementing environmentally sustainable practices (Atiku, 2019; 
2020), including GHRM, which involves embedding environmental sustainability 
initiatives into HRM practices. Green hiring, green training, green rewards, and green 
performance management are examples of such practices. Below is a discussion 
of how these abovementioned GHRM practices contribute towards a sustainable 
environment.
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Green Hiring

Green hiring, sometimes also referred to as ‘green recruitment’, involves hiring 
employees who have the knowledge, skills, behaviour, and approach to engage in 
environmental management activities (Yong et al., 2020). For example, green hir-
ing focuses on the recruitment of applicants who are responsive to environmental 
issues and keen to be proactive in enhancing a firm’s environmental performance 
(Tang et al., 2018).

The practice of green hiring contributes to the achievement of SDGs, such as 
the attainment of the goals in relation to the enhancement of the sustainability of 
cities and communities; sustainable production; climate action; clean water and 
sanitation; and the preservation of life below sea level and on land (Ojo et al., 2022). 
Green hiring is one of the efforts that businesses make to reduce environmental 
degradation and promote smart cities. Research shows that forms of automated 
recruitment processes, such as green interviews (through platforms like Zoom, 
Microsoft Teams, and Skype) and online job advertisements (through platforms 
like LinkedIn, company websites, and other e-career portals) reduce environmental 
pollution as they negate the need for paper-based job applications and result in the 
production of fewer gas emissions (which would otherwise be produced from cars 
when the applicants are travelling to and from interviews) (Dahlmann et al., 2019; 
Adewumi & Ntshangase, 2022).

Furthermore, the evolving nature of jobs, increasingly incorporating green re-
sponsibilities, means that the recruitment and selection criteria for employees also 
changes. In this context, the selection of employees therefore relates to whether or 
not they possess green traits, green competencies, and the ability to fit into a green 
organisational culture. Such green competencies are the capabilities possessed by 
an individual in relation to how they are able to ensure their organisation’s environ-
mental sustainability, and these competencies include the prospective employees’ 
attitudes, awareness, skills, abilities, and knowledge in relation to environmental 
issues (Priansa, 2016).

Having employees who have green attitudes should be a prerequisite for organi-
sations aiming to attain the SDGs. Green attitudes focus on an individual’s positive 
actions or feelings towards environmental performance. Green attitudes are there-
fore key factors that cause the pro-environmental behaviour necessary for ensuring 
overall environmental sustainability (Atiku, 2019; Kim et al., 2019). When hiring 
employees, organisations should look for candidates who display green attitudes. 
Selection questions can be used to measure the level at which a prospective employee 
displays green attitudes. This is particularly important, because it reduces the costs 
associated with making efforts to change employees’ attitudes and behaviours in 
order to foster a green organisational culture.
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Hiring employees with what is known as green awareness enhances environmental 
sustainability. It increases organisational efficiency, innovation, and environmental 
performance (Masri & Jaaron, 2017). According to Gadenne et al. (2009), green 
awareness is a competency that enables employees to think about the impact of their 
actions on the environment and possibly mitigate any negative impacts.

‘Green skills’ are the abilities, attitudes, values, and knowledge required for de-
veloping and supporting a sustainable and resource-efficient society (United Nations 
Industrial Development Organisation [UNIDO], 2022). Similarly, the European 
Centre for the Development of Vocational Training (2012) defines ‘green skills’ as 
the values, attitudes, abilities, and knowledge required to support a society intending 
to reduce the effects of human activity on the environment.

Furthermore, ‘green knowledge’ is an important attribute of environmental 
sustainability (Atiku, 2020). Fryxell and Lo (2003) define ‘green knowledge’ as 
the facts that one has about the natural environment and the entire ecosystem. It 
is concerned with one’s capacity to understand environmental issues and be able 
to act upon them. Green hiring, if done correctly, provides the foundation upon 
which other green HRM practices (such as green training and development; green 
performance management; and green rewards) can be based. When practising green 
hiring, organisations should focus on identifying the candidates who possess green 
competencies. Their selection questions should be able to elicit the level of green 
competencies and understanding of the candidates. Green job descriptions and ad-
vertisements should be sufficiently written in order to attract candidates who have 
green competencies. Thus, organisations are increasingly aligning their job roles and 
job descriptions with environmental issues, and when they advertise positions, they 
are becoming more focused on recruiting the candidates who are the most focused 
on environmental issues (Chaudhary, 2018).

Green Training

Green training plays a key role in the attainment of the global SDGs, and it also 
gives a competitive advantage to organisations. Green training involves equipping 
employees with the necessary skills, abilities, and knowledge to aid in the reduction 
of environmental degradation, conservation of energy, sufficient resource utilisation, 
and the reduction of waste during the production process (Lawal & Olawoyin, 2021). 
Green training therefore enhances employees’ knowledge and skills in relation to 
environmental sustainability by creating positive attitudes among employees and 
encouraging their participation in green initiatives. In other words, green training 
equips employees with the competencies necessary for attaining the sustainability 
objectives of an organisation. Organisations that are conscious of their green ob-
jectives undertake green training needs analyses in order to identify and establish 
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appropriate training initiatives that will help them achieve their green objectives 
(Arulrajah et al., 2015). Equipping employees with green knowledge and skills is 
important, because employees with these competencies perform their jobs in an 
environmentally friendly way. Green training programmes improve employees’ 
knowledge and understanding of the significance of addressing green issues, making 
them more concerned about increasing their awareness of environmental protection 
(Fields & Atiku, 2017; 2018; Joshi & Dhar, 2020). Green training therefore lays the 
foundation for a green organisational culture.

Ramlee (2015) explains that training and education in green skills are important 
for transforming an economy into a green economy and for ensuring the clean en-
vironment required for overall economic growth. A workforce endowed with green 
skills supports organisations’ achievement of their sustainable goals and the green 
economy at large. The proliferation of green technology is contributing to the fourth 
industrial revolution, characterised by new green jobs. Equipping employees with 
green skills is thus a necessity for a sustainable green economy. The establishment 
of educational institutions and government initiatives are therefore crucial for cul-
tivating the necessary green skills for a green economy.

According to Heong et al. (2016), economies are increasingly shifting to the use 
of green-conscious economic models in the job market. As such, new green jobs have 
emerged. For example, in the automobile manufacturing industry, new jobs focusing 
on fuel-efficient technologies have emerged. Such technology is in line with global 
SDGs like reducing pollution; ensuring cities and communities are sustainable; 
ensuring energy is affordable and clean; and promoting life on land and below sea 
level. These changes in the job market have resulted in changes in workforce skills. 
Thus, organisations need to train employees in order to improve their green skills. 
Training institutions also need to revise or change their curricula to include green 
training. In this way, the goal of making economies green can be achieved, as the 
labour market will have employees with green skills (Teixeira et al., 2016).

The development of employees’ skills is not enough for achieving green goal. 
Managers of organisations should possess green leadership skills. Leaders who have 
green skills are able to consider and deal with sustainability issues from a strategic 
point of view. Consequently, their organisations will benefit from their improved 
competitive advantage gained through a reduction in costs, a good corporate rep-
utation, a culture of continuous improvement, and increased employee motivation 
(Yang et al., 2010). Promoting environmental sustainability therefore requires the 
commitment of all employees, regardless of their rank. As such, it is crucial for 
leaders to have the necessary green skills and green leadership skills to enhance 
employees’ commitment as well as strengthen the culture necessary for implementing 
environmental management initiatives (Teixeira et al., 2016; Perron et al., 2006).
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Green Rewards

GHRM practices support pro-environmental behaviour, which can be defined 
as the routines and actions that individuals implement to promote sustainable prac-
tices and reduce their negative impact on the environment (Woo, 2021). Offering 
employees green rewards is one way of embedding pro-environmental behaviour in 
organisational culture. Green rewards are the financial and non-financial rewards 
given to employees in order to encourage their pro-environmental behaviour. When 
employees are rewarded for their pro-environmental efforts, they are likely to continue 
engaging in behaviours that support their organisation in attaining its environmental 
performance objectives (Saeed et al., 2019). According to the AMO model, employees 
are motivated to perform well when they are rewarded for exhibiting appropriate or 
valued behaviours (Rayner & Morgan, 2018). When organisations recognise and 
appraise employees’ green behaviour as well as connect it to their pay or promotional 
opportunities, employees feel encouraged and become more involved in the green 
initiatives at their organisations (Dumont et al., 2017).

Rewarding green competencies is important for attracting, engaging, and retaining 
employees and for achieving sustainable objectives. Employees feel valued when 
they know that organisations recognise the green skills and other competencies they 
have acquired over the years. Renwick et al. (2013) state that organisations should 
consider competence-based reward schemes for employees who acquire the essential 
green competencies for mitigating environmental threats, workplace accidents, and 
illegal gas emissions. In order to attain the global SDGs, such as the promotion of 
smart cities and communities; the provision of affordable and clean energy; and 
industry, innovation and infrastructure, organisations and governments need to 
implement policies that reward skills that increase sustainable development. In the 
words of Olanipekun et al. (2017), green rewards serve as a motivational factor for 
stakeholders in the construction industry, such as contractors, consultants, designers, 
and private developers, to spearhead the construction of green buildings and infra-
structures. This initiative can be seen in Australia, where the government provides 
incentives for the promotion of the construction of green buildings (Steinfeld et al., 
2011). Likhitkar and Verma (2017) argue that employees should be given green 
rewards for acquiring new environmental management skills. When employees use 
their green skills and knowledge to innovate, they need to be rewarded with awards 
and bonuses for using their skills and displaying environmentally friendly behaviour 
(Suharti & Sugiarto, 2020). Furthermore, green reward schemes require managerial 
support. When managers take the lead in supporting green initiatives, employees 
also value the initiatives. A study undertaken by Cantor et al. (2012) reveals that not 
only do employees value the presence of pro-environmental rewards, but they also 
value managerial and organisational support. Dumont (2015) adds that managers 
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should specifically reward employees who are engaging in green behaviours in order 
to demonstrate their intention to foster green culture and encourage employees to 
engage in green behaviours, which will contribute to the achievement of those goals.

Green Employee Involvement

Working towards the attainment of organisational sustainable development goals 
requires higher levels of employee involvement. Green employee involvement is when 
employees involve themselves in activities and actions promoting environmental 
sustainability. Danirmala and Prajogo (2022) define ‘green employee involvement’ as 
the provision of employees with the opportunities to learn green skills and participate 
in environmentally friendly strategies developed to combat environmental problems. 
Thus, it is a strategy used by organisations to include employees in environmental 
sustainability issues. Renwick et al. (2013) state that green employee involvement is 
a management and work practice designed to provide employees with opportunities 
to contribute to environmental sustainability issues.

Some researchers argue that employees who possess important knowledge and 
expertise regarding environmental sustainability initiatives should be highly involved 
in spearheading such initiatives (Tang et al., 2018; Renwick et al., 2013; Sanyal & 
Haddock-Millar, 2018). The achievement of green objectives relies heavily on the 
performance of employees, as they are responsible for implementing most environ-
mental sustainability initiatives. Notably, employees are responsible for the daily 
implementation of environmental sustainability initiatives such as turning off the 
lights, recycling waste material, powering down electronics, and efficient resource 
utilisation (Boiral et al., 2015). The implementation of these activities mostly de-
pends on employees; therefore, managers must focus on involving employees in 
environmental sustainability tasks (Renwick et al., 2013).

Renwick et al. (2013) argue that there are three important processes through which 
green employee involvement influences environmental sustainability: 1. harnessing 
employees’ tacit knowledge, as they are responsible for implementing the production 
processes; 2. making contributions regarding environmental improvements; and 3. 
developing and maintaining a culture that supports environmental sustainability 
goals. Other researchers suggest several ways through which employee involvement 
can be encouraged, such as forming problem-solving groups, celebrating low-carbon 
champions, implementing work-based recycling schemes, producing and distributing 
green bulletins proposing eco-initiatives, establishing green teams, and instituting 
other formal and informal communication channels to promote green employee 
involvement (Tang et al. 2018; Renwick et al., 2013).
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Green Performance Appraisal

Green performance appraisal is another significant GRHM practice for promot-
ing sustainable development. According to Ardiza et al. (2021), green performance 
appraisal involves evaluating the progress of employees in achieving a green environ-
ment. In other words, green performance appraisals focus on assessing employees’ 
performance based on set green standards. Anton (2016) posits that it considers 
the results produced by employees when they engage in actions related to greening 
the environment. The idea behind green performance appraisals is therefore to 
motivate employees to display the necessary behaviours for the attainment of green 
organisational goals.

Deshwal (2015) comments that organisational performance management systems 
should incorporate green targets in their key performance areas, which can then be 
decoded into green behaviour and performance standards, which act as measures of 
performance at all levels in the organisation. Saeed et al. (2019) state that organisa-
tions can develop green performance indicators or criteria upon which all members 
of the organisation can be evaluated. These indicators can include tasks related to 
ensuring that environmental responsibilities, including workplace incidents, are 
adequately addressed.

Organisations aiming to achieve green excellence conduct employee performance 
evaluations based on their adherence to green practices and standards (Yong et al., 
2019). Essentially, these evaluations focus on measuring the extent to which green 
knowledge, skills, attitudes, and awareness are being used and displayed in organi-
sations. Organisations then reward or use other interventions to reinforce the use of 
these competencies. In other words, green performance appraisals impact how green 
competencies are utilised and how green rewards are distributed in organisations. 
Through green performance appraisals, when employees lack green competencies, 
relevant green training and development can be prescribed. This approach not only 
motivates employees but also fosters a green organisational culture. The motivation 
component of the AMO model suggests that continuous evaluation and feedback 
regarding the attainment of green goals motivates employees to involve themselves 
in tasks related to green goals (Reinholt et al., 2011).

Most researchers argue that GHRM is a means of achieving sustainable perfor-
mance management (Park & Krause, 2021; Noordiatmoko & Riyadi, 2023), which 
can be defined as performance management that focuses on the accomplishment 
of developmental outcomes and leads to sustainable development (Park & Krause, 
2021). As much as performance management deals with operational aspects of 
HRM, like performance planning, employee appraisals, and giving rewards, it is 
different to sustainable performance management in that sustainable performance 
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management focuses on the attainment of sustainable developmental goals (Noor-
diatmoko & Riyadi, 2023).

Sustainable Performance Management

Sustainable performance management involves the work-related activities that 
managers undertake to achieve their established sustainable development goals 
(Park & Krause, 2021), consistent with the global SDGs. Sustainable performance 
management goes beyond the usual performance management practices. Thus, 
traditional HRM may not be able to effectively bolster sustainable performance 
management. Notably, sustainable performance management is committed to the 
principles of the global SDGs in all aspects of operations. This means considering 
not just profit but also the business’s impact on the environment and society. In this 
case, it is crucial that environmentally friendly practices are aligned with the global 
SDGs; specifically, responsible production or consumption; climate action; clean 
water and sanitation; the enhancement of the sustainability of cities and communi-
ties; and the promotion of people’s good health and wellbeing.

This management approach focuses on the use of metrics, including key perfor-
mance indicators (KPIs) related to responsible production or consumption; climate 
action; the provision of clean water and sanitation; and the enhancement of the 
sustainability of cities and communities in setting employees’ work objectives and 
assessing their performance against these objectives to drive organisation environ-
mental performance. This comprehensive approach includes setting clear goals and 
supporting employees through training, rewards, and engagement in order to achieve 
such goals through strategies such as management by objectives.

The Performance Management Cycle

The performance management cycle is the process of planning, measuring, 
evaluating, rewarding, and adjusting employees’ tasks and activities to achieve busi-
ness goals. From a sustainability perspective, the performance management cycle 
integrates the global SDGs into the process, and this process needs to be planned 
and executed with the support of senior managers. The process usually begins with 
setting objectives that are realistic, measurable, and achievable (Pauwe et al., 2023). 
Examples of such business objectives might be to limit the organisation’s carbon 
footprint by promoting employees’ use of public transportation, cycling, and car-
pooling to promote sustainable cities and communities. Then, these objectives can 
be developed into KPIs that can be used to measure progress and identify any issues.

Green Human Resource Management and Sustainable Performance Management

144



The next step in the performance management cycle involves monitoring 
and supporting employees in order to achieve set objectives – monitoring if the 
employees are working sufficiently smart and hard to meet the specific KPIs. If 
they are not, greater support and interventions can be introduced in the form of 
training and development; rewards; and engagement. Rewards, both financial and 
non-financial, are necessary for motivating employees and maintaining their high 
performance. They can reinforce proactive behaviours that lead to the achievement 
of goals such as responsible consumption or production and can lead to changes in 
unacceptable behaviour.

In the final stage of the performance management cycle, employees’ performance 
is measured to assess their contribution towards the sustainable objectives set in 
the first instance through the collection of qualitative and quantitative data on the 
performance of the individual employees. This can be further deployed to make 
informed HR decisions. For employees who may not have fully adhered to sustain-
ability goals, the performance management cycle provides a structured approach to 
address areas of improvement, and it may be necessary to discipline such employ-
ees, giving them constructive feedback (Ciemleja & Lace, 2011). Learning what 
went right and needs improvement as well as facilitating continuous improvement 
during the next performance cycle are strategic issues. In the case of sustainable 
performance management, it is argued herein that the focus of the three main stages 
discussed above is how to facilitate environmental performance.

Why Use Sustainable Performance Management?

A critical goal of sustainable performance management is that it supports the 
design and implementation of GHRM. Sustainable performance management helps 
managers set clear sustainability objectives (in relation to combating climate change, 
resource depletion, and environmental degradation) and support the achievement 
thereof correctly through training, rewards, and engagement (Pucik et al., 2023). 
Moreover, sustainable performance management facilitates the collection of data 
that can help an organisation understand and improve its HRM strategy; for example, 
sustainable performance management can help managers identify training, rewards, 
and engagement gaps (Ciemleja & Lace, 2011) and suggest possible ways on how to 
address the gaps to enhance sustainable performance. Organisations that engage in 
sustainable performance management can identify the training needs of managers so 
that they can become leaders who are committed to sustainability and thus achieve 
organisational goals in relation to responsible production or consumption; climate 
action; clean water and sanitation; the enhancement of the sustainability of cities 
and communities; and promoting good health and wellbeing (Montiel et al., 2021). 
When it is implemented correctly, sustainable performance management provides 
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managers with insights into how to develop the appropriate green competencies 
among employees and motivate them to act in environmentally responsible ways 
in order to drive environmental performance (Dumont et al., 2017; Morioka & de 
Carvalho, 2016).

Notably, organisations that engage in sustainable performance management can 
ensure that they achieve the SDGs in relation to climate action; clean water and 
sanitation; and the enhancement of the sustainability of cities and communities – 
and even exceed them (Ciemleja & Lace, 2011). This is crucial for organisations 
to safeguard and enhance their brand image as well as protect them against fines 
and legal proceedings. On the one hand, when an organisation complies with 
environmental regulations, it can achieve higher profits and a healthier return on 
investment, demonstrating the business case for achieving the UN’s SDGs than it 
would otherwise be able to do (Montiel et al., 2021). For example, when a business 
is known to engage in environmentally sustainable practices, it can generate more 
customers, leading to greater profit maximisation than it would otherwise achieve 
(Pucik et al., 2023). On the other hand, sustainable performance management can 
help organisations attract and retain talent in the competitive job market (Renwick et 
al., 2013). Workplaces that embrace environmental sustainability are characterised 
by low employee turnover rates, which results in low staff turnover costs, which 
can significantly contribute to overall HR cost savings. Retaining staff is necessary 
in order for an organisation to avoid challenges such as skills shortages. Moreover, 
high levels of job satisfaction at an organisation mean that there is also a low level 
of absenteeism there. There is evidence that employees have high levels of job sat-
isfaction in a sustainable workplace, and this can lead to enhanced performance, 
which can benefit the wider organisation (Renwick et al., 2023). This in turn can 
generate other positive developments, such as improved collaboration and innova-
tion, which will benefit the organisation in terms of product development and the 
quality of outputs.

Finally, a manager who engages in sustainable performance management is able 
to gain a thorough understanding of whether their organisation is attaining its goals 
through HR, particularly goals related to climate action, as exemplified by Morioka 
and de Carvalho (2016). Moreover, the indicators provide managers with insights 
into the effectiveness of their organisation’s environmental sustainability strategies, 
including its HRM strategy. The current study argues that while sustainable per-
formance management is useful for achieving the abovementioned goals – it can 
only do so through well-designed and well-implemented GHRM practices. While 
traditional HRM plays an important role in performance management processes, 
the current study argues that it may not be able to support sustainable performance 
management. The reason is that traditional HRM is limited in terms of its support 
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for environmental performance according to Ogbeibu et al. (2023). Thus, the study 
now explores the impact of GHRM on sustainable performance management.

The Relationship between Green Human Resource 
Management and Sustainable Performance Management

The concept of GHRM plays an important role in shaping an organisation’s com-
mitment to sustainability, and it focuses on environmentally responsible practices in 
HRM. When seeking to drive sustainability goals, sustainable performance manage-
ment can facilitate the planning, monitoring, and improvement of GHRM efforts.

Hiring high-quality employees who have green values and skills is a key chal-
lenge in the current war for talent (Renwick et al., 2013). Thus, efforts to drive 
sustainable performance management through GHRM should start with the green 
hiring of employees who have green human capital and values after setting clear 
environmental objectives, such as combating climate change. Through green hiring 
efforts, organisations seeking to combat climate change, resource depletion, and 
environmental degradation through their production and work processes can attract 
employees with green human capital (Atiku, 2020). According to Renwick et al. 
(2013), organisations can use green hiring practices in order to attract qualified 
employees who have the necessary green skills to drive the work and production 
processes relevant to combating climate change, resource depletion, and environmen-
tal degradation. Job descriptions and person specifications should clearly describe 
the green aspects of the relevant job in terms of how to work and produce in ways 
that combat climate change, resource depletion, and environmental degradation in 
order to promote the establishment of smart cities and to obtain the human capital 
required to achieve the same.

According to Debrah et al. (2018), employers should help new and long-serving 
employees sharpen their skills, regardless of their experience level, to help them 
develop firm-specific human capital. Thus, the current study suggests that organi-
sations seeking to achieve the environmental dimension of the SDGs should design 
and implement green training programmes to help all employees develop the green 
skills they require to work in ways that will combat resource depletion, climate 
change, and environmental degradation (Pucik et al., 2023), because having a positive 
impact on the environment is now regarded as a responsibility for all employees. 
Notably, training in the development of skills in energy-efficient technologies is 
important (Ogbeibu et al., 2023). Research undertaken by Renwick et al. (2013) 
suggests that environmental knowledge and values are important predictors of 
personal behaviours. Consistent with the AMO model, developing environmental 
leaders is also important for driving sustainable performance management through 
GHRM. In the words of Renwick et al. (2013), it is important for organisations to 
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develop green leadership skills among their managers, who should possess personal 
environmentally friendly values. With this, managers can provide relevant support 
for setting clear work objectives with employees, providing relevant training and 
engagement at work. It is anticipated that with the right managerial and leadership 
support, employees can take sustainability initiatives (Renwick et al., 2013).

In order to effectively practice sustainable performance management, skilled 
employees should be provided with opportunities to engage in green activities and 
work processes that will address resource depletion, climate change, and environ-
mental degradation. This can be achieved through green employee involvement 
practices, such as a green suggestion scheme that enables employees to suggest ideas 
that can drive the development of smart cities. During green engagement, leaders 
with green skills can monitor employees to provide relevant support in the form of 
real-time feedback. In this way, mistakes are not made before they are identified 
during appraisals in the last stage in the sustainable performance management cycle 
(Oseghale et al., 2018).

Additionally, green reward schemes should be implemented in order to encour-
age the green behaviours and values that are appreciated by organisations. In this 
vein, Ogbeibu et al. (2023) posit that employees are motivated to apply their green 
knowledge and competencies at work in order to tackle issues of climate change, 
resource depletion, and environmental degradation. In line with the AMO model, 
having the relevant green skills and competencies is not enough. Rather, the transfer 
of such skills and learning to the workplace is critical (Debrah et al., 2018) for driv-
ing relevant SDGs. In the last stage of sustainable performance management, green 
appraisals can be deployed to measure employees’ contributions to the attainment 
of the relevant sustainable development goals as outlined in the employees’ work 
objectives. Following appraisal, employees who are contributing to the attainment 
of sustainable development goals should be rewarded accordingly. However, those 
who are not contributing much to the attainment of these goals should be supported 
by giving them timely feedback and by providing them with effective green training 
and development. The use of constant reprimands and cautions should be avoided. 
According to Ogbeibu et al. (2023) and Renwick et al. (2013), the use of negative 
reinforcement does not educate staff.

DISCUSSION

This study sought to explore the influence of GHRM on sustainable performance 
management and to identify the role of specific GHRM activities on the achieve-
ment of SDGs, such as the enhancement of the sustainability of cities and commu-
nities; sustainable production; climate action; clean water and sanitation; and the 
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preservation of life below sea level and on land. The study found that GHRM (not 
traditional HRM) can drive sustainable performance management through green 
hiring, training, involvement, and performance appraisals to develop and deploy 
the green competencies and behaviour required to address climate change, resource 
depletion, and environmental degradation. However, the study also uncovered that 
sustainable performance management is a key driver of GHRM. The need for sus-
tainable performance management will drive organisations to implement effective 
GHRM practices to bolster the attainment of key sustainable development goals.

Driven by the need to pursue sustainability goals, the study findings show that 
organisations hire green talent/human capital. However, the study revealed that 
having employees with relevant green competencies is not enough in the sustain-
able performance management process. Rather, organisations must ensure that the 
right green reward systems and support systems, including green appraisal systems 
and leadership, are in place in order to drive an effective sustainable performance 
management process through GHRM. Regarding green reward schemes, the extant 
literature suggests that many organisations only provide green rewards for their leaders 
and senior workers at the expense of other employees (Renwick et al., 2013). While 
previous work suggests that this approach is effective (Renwick et al., 2013), the 
current study found that such practices may be counterproductive. All employees 
are responsible for driving sustainability in the workplace and should therefore be 
encouraged, through green reward schemes, to deploy their green skills. According 
to the AMO model, having the relevant skills (green, in this case) is not enough 
(Debrah et al., 2018), as deploying such skills and behaviours is equally important.

CONCLUSION

From a theoretical standpoint, the current study advances the extant literature 
on GHRM in that it highlights how GHRM influences sustainable performance 
management and vice versa. While existing literature provides insights into how 
traditional HRM drives performance management, this is the first study to consider 
how GHRM drives sustainable performance management. We extend the UN’s SDG 
framework by articulating how the AMO model can facilitate the development and 
deployment of green skills and bolster the attainment of the environmental dimension 
of the SDGs through green leadership. Practically speaking, organisations seeking to 
address climate change, resource depletion, and environmental degradation to drive 
smart cities should draw on these GHRM practices to develop an effective sustain-
able performance management system. Based on this discussion, the researchers 
have developed a conceptual framework highlighting the sustainable performance 
management and GHRM nexus (Figure 3).
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Figure 3. The green human resources management and sustainable performance 
management nexus

Limitations and Directions for Future Research

While the current study makes several key contributions to the current literature 
on GHRM, it has one major limitation that future research can address: The study has 
focused on theory expansion without providing any empirical evidence to support 
the claims made. Thus, it is suggested that future work on GHRM and sustainable 
performance management should collect empirical data to test the arguments pre-
sented in this study.

Green Human Resource Management and Sustainable Performance Management

150



REFERENCES

Adewumi, S. A., Ajadi, T., & Ntshangase, B. (2022). Green human resource man-
agement and green environmental workplace behaviour in the Thekwini municipality 
of South Africa. International Journal of Research in Business and Social Science, 
2147-4478, 11(4), 159–170.

Adisa, T., & Abdulkareem, I. (2017). Long working hours and the challenges of 
work-life balance: The case of Nigerian medical doctors. British Academy of Man-
agement, 2017(October), 1–12.

Adisa, T., Abdulkareem, I., & Isiaka, S. (2019). Patriarchal hegemony: Investigating 
the impact of patriarchy on women’s work-life balance. Gender in Management, 
34(1), 19–33. 10.1108/GM-07-2018-0095

Adisa, T. A., Aiyenitaju, O., & Adekoya, O. D. (2021). The work–family balance of 
British working women during the COVID-19 pandemic. Journal of Work-Applied 
Management, 13(2), 241–260. 10.1108/JWAM-07-2020-0036

Ansari, N. Y., Farrukh, M., & Raza, A. (2021). Green human resource management 
and employees’ pro-environmental behaviours: Examining the underlying mech-
anism. Corporate Social Responsibility and Environmental Management, 28(1), 
229–238. 10.1002/csr.2044

Anton, A. (2016). Green human resource management practices: A review. Sri 
Lankan Journal of Human Resource Management, 5(1), 1–16.

Aragon-Correa, J. A., Martin-Tapia, I., & Hurtado-Torres, N. E. (2013). Proactive 
environmental strategies and employee inclusion: The positive effects of information 
sharing and promoting collaboration and the influence of uncertainty. Organization 
& Environment, 26(2), 139–161. 10.1177/1086026613489034

Ardiza, F., Nawangsari, L. C., & Sutawidjaya, A. H. (2021). The influence of green 
performance appraisal and green compensation to improve employee performance 
through OCBE. International Review of Management and Marketing, 11(4), 13–22. 
10.32479/irmm.11632

Arulrajah, A. A., Opatha, H. H. D. N. P., & Nawaratne, N. N. J. (2015). Green human 
resource management practices: A review. Sri Lankan Journal of Human Resource 
Management, 5(1), 1–16. 10.4038/sljhrm.v5i1.5624

Atiku, S. O. (2019). Institutionalizing Social Responsibility Through Workplace Green 
Behavior. In Atiku, S. (Ed.), Contemporary Multicultural Orientations and Practices 
for Global Leadership (pp. 183–199). IGI Global. 10.4018/978-1-5225-6286-3.ch010

Green Human Resource Management and Sustainable Performance Management

151



Atiku, S. O. (2020). Knowledge Management for the Circular Economy. In Baporikar, 
N. (Ed.), Handbook of Research on Entrepreneurship Development and Opportunities 
in Circular Economy (pp. 520–537). IGI Global. 10.4018/978-1-7998-5116-5.ch027

Atiku, S. O. (Ed.). (2020). Human Capital Formation for the Fourth Industrial 
Revolution. IGI Global. 10.4018/978-1-5225-9810-7

Atiku, S. O., & Fapohunda, T. (Eds.). (2021). Human Resource Management Prac-
tices for Promoting Sustainability. IGI Global. 10.4018/978-1-7998-4522-5

Boiral, O., Paillé, P., & Raineri, N. (2015). The nature of employees’ pro-environmen-
tal behaviors. The Psychology of Green Organizations, 1(March), 12–32. 10.1093/
acprof:oso/9780199997480.003.0002

Cantor, D. E., Morrow, P. C., & Montabon, F. (2012). Engagement in environmental 
behaviors among supply chain management employees: An organizational support 
theoretical perspective. The Journal of Supply Chain Management, 48(3), 33–51. 
10.1111/j.1745-493X.2011.03257.x

Chams, N., & García-Blandón, J. (2019). On the importance of sustainable hu-
man resource management for the adoption of sustainable development goals. 
Resources, Conservation and Recycling, 141(February), 109–122. 10.1016/j.
resconrec.2018.10.006

Chaudhary, R. (2018). Can green human resource management attract young 
talent? An empirical analysis. Evidenced-Based HRM, 6(3), 305–319. 10.1108/
EBHRM-11-2017-0058

Ciemleja, G., & Lace, N. (2011). The model of sustainable performance of small 
and medium-sized enterprises. The Engineering Economist, 22(5), 501–509.

Dahlmann, F., Branicki, L., & Brammer, S. (2019). Managing carbon aspirations: 
The influence of corporate climate change targets on environmental performance. 
Journal of Business Ethics, 158(1), 1–24. 10.1007/s10551-017-3731-z

Danirmala, L., & Prajogo, W. (2022). The mediating role of green training to the 
influence of green organizational culture to green organizational citizenship be-
havior and green employee involvement. International Journal of Human Capital 
Management, 6(1), 66–75. 10.21009/IJHCM.06.01.6

Debrah, Y. A., Oseghale, R. O., & Adams, K. (2018). Human capital development, 
innovation and international competitiveness in Sub-Saharan Africa. In Adeleye, 
I., & Esposito, M. (Eds.), Africa’s Competitiveness in the Global Economy (pp. 
219–248). Palgrave Macmillan. 10.1007/978-3-319-67014-0_9

Green Human Resource Management and Sustainable Performance Management

152



Deshwal, P. (2015). Green HRM: An organizational strategy of greening people. 
International Journal of Applied Research, 1(13), 176–181.

Dumont, J. (2015). Green human resource management and employee workplace 
outcomes [Thesis, University of South Australia].

Dumont, J., Shen, J., & Deng, X. (2017). Effects of green HRM practices on employee 
workplace green behavior: The role of psychological green climate and employee 
green values. Human Resource Management, 56(4), 613–627. 10.1002/hrm.21792

European Centre for the Development of Vocational Training. (2012). A Strategy 
for Green Skills? A Study on Skill Needs and Training Has Wider Lessons for Suc-
cessful Transition to a Green Economy: Briefing Report. European Centre for the 
Development of Vocational Training.

Fields, Z., & Atiku, S. O. (2017). Collective Green Creativity and Eco-Innovation 
as Key Drivers of Sustainable Business Solutions in Organizations. In Fields, Z. 
(Ed.), Collective Creativity for Responsible and Sustainable Business Practice (pp. 
1–25). IGI Global. 10.4018/978-1-5225-1823-5.ch001

Fields, Z., & Atiku, S. O. (2018). Collaborative Approaches for Communities of 
Practice Activities Enrichment. In Baporikar, N. (Ed.), Knowledge Integration 
Strategies for Entrepreneurship and Sustainability (pp. 304–333). IGI Global. 
10.4018/978-1-5225-5115-7.ch015

Fryxell, G. E., & Lo, C. W. (2003). The influence of environmental knowledge 
and values on managerial behaviours on behalf of the environment: An empirical 
examination of managers in China. Journal of Business Ethics, 46(1), 45–69. 
10.1023/A:1024773012398

Gadenne, D. L., Kennedy, J., & McKeiver, C. (2009). An empirical study of en-
vironmental awareness and practices in SMEs. Journal of Business Ethics, 84(1), 
45–63. 10.1007/s10551-008-9672-9

Heong, Y. M., Sern, L. C., Kiong, T. T., & Mohamad, M. M. B. (2016). The role of 
higher order thinking skills in green skill development. MATEC Web of Conferences, 
70, 05001. EDP Sciences.

Hernu, R. (2022). Sustainable performance: How to make success last? [Post]. 
LinkedIn. https://​www​.linkedin​.com/​pulse/​sustainable​-performance​-how​-make​
-success​-last​-raphaelle​-hernu

Green Human Resource Management and Sustainable Performance Management

153



Jabbour, C. J. C., Santos, F. C. A., & Nagano, M. S. (2010). Contributions of HRM 
throughout the stages of environmental management: Methodological triangulation 
applied to companies in Brazil. International Journal of Human Resource Manage-
ment, 21(7), 1049–1089. 10.1080/09585191003783512

Joshi, G., & Dhar, R. L. (2020). Green training in enhancing green creativity via 
green dynamic capabilities in the Indian handicraft sector: The moderating effect 
of resource commitment. Journal of Cleaner Production, 267, 121948. 10.1016/j.
jclepro.2020.121948

Khaskhely, M. K., Qazi, S. W., Khan, N. R., Hashmi, T., & Chang, A. A. R. 
(2022). Understanding the impact of green human resource management practices 
and dynamic sustainable capabilities on corporate sustainable performance: Evi-
dence from the manufacturing sector. Frontiers in Psychology, 13, 1–17. 10.3389/
fpsyg.2022.84448835846624

Kim, Y. J., Kim, W. G., Choi, H. M., & Phetvaroon, K. (2019). The effect of green 
human resource management on hotel employees’ eco-friendly behavior and en-
vironmental performance. International Journal of Hospitality Management, 76, 
83–93. 10.1016/j.ijhm.2018.04.007

Lawal, I. O., & Olawoyin, F. S. (2021). Green Human Resources and Sustain-
able Business Solutions. In Atiku, S., & Fapohunda, T. (Eds.), Human Resource 
Management Practices for Promoting Sustainability (pp. 264–277). IGI Global. 
10.4018/978-1-7998-4522-5.ch015

Likhitkar, P., & Verma, P. (2017). Impact of green HRM practices on organization 
sustainability and employee retention. International Journal for Innovative Research 
in Multidisciplinary Field, 3(5), 152–157.

Liu, J., Gao, X., Cao, Y., Mushtaq, N., Chen, J., & Wan, L. (2022). Catalytic effect 
of green human resource practices on sustainable development goals: Can individual 
values moderate an empirical validation in a developing economy? Sustainability 
(Basel), 14(21), 14502. 10.3390/su142114502

Lubbe, W., ten Ham-Baloyi, W., & Smit, K. (2020). The integrative literature review 
as a research method: A demonstration review of research on neurodevelopmental 
supportive care in preterm infants. Journal of Neonatal Nursing, 26(6), 308–315. 
10.1016/j.jnn.2020.04.006

Green Human Resource Management and Sustainable Performance Management

154



Martins, J. M., Aftab, H., Mata, M. N., Majeed, M. U., Aslam, S., Correia, A. B., 
& Mata, P. N. (2021). Assessing the impact of green hiring on sustainable per-
formance: Mediating role of green performance management and compensation. 
International Journal of Environmental Research and Public Health, 18(11), 5654. 
10.3390/ijerph1811565434070535

Masri, H. A., & Jaaron, A. A. (2017). Assessing green human resources manage-
ment practices in Palestinian manufacturing context: An empirical study. Journal 
of Cleaner Production, 143, 474–489. 10.1016/j.jclepro.2016.12.087

Montiel, I., Cuervo-Cazurra, A., Park, J., Antolín-López, R., & Husted, B. W. (2021). 
Implementing the United Nations’ sustainable development goals in international 
business. Journal of International Business Studies, 52(5), 999–1030. 10.1057/
s41267-021-00445-y34054154

Morioka, S. N., & de Carvalho, M. M. (2016). A systematic literature review towards 
a conceptual framework for integrating sustainability performance into business. 
Journal of Cleaner Production, 136, 134–146. 10.1016/j.jclepro.2016.01.104

Mousa, S. K., & Othman, M. (2020). The impact of green human resource man-
agement practices on sustainable performance in healthcare organisations: A 
conceptual framework. Journal of Cleaner Production, 243, 118595. 10.1016/j.
jclepro.2019.118595

Noordiatmoko, D., & Riyadi, B. S. (2023). The Analysis of Sustainable Performance 
Management of Government Institution in Indonesia: A Public Policy Perspective. 
International Journal of Membrane Science and Technology, 10(3), 1146–1157. 
10.15379/ijmst.v10i3.1684

Ogbeibu, S., Emelifeonwu, J., Pereira, V., Oseghale, R., Gaskin, J., Sivarajah, U., & 
Gunasekaran, A. (2023). Demystifying the roles of organisational smart technolo-
gy, artificial intelligence, robotics, and algorithms capability: A strategy for green 
human resource management and environmental sustainability. Business Strategy 
and the Environment, 33, 369–388. 10.1002/bse.3495

Ogbeibu, S., Emelifeonwu, J., Senadjki, A., Gaskin, J., & Kaivo-oja, J. (2020). 
Technological turbulence and greening of team creativity, product innovation, and 
human resource management: Implications for sustainability. Journal of Cleaner 
Production, 244, 118703. 10.1016/j.jclepro.2019.118703

Ojo, A. O., Tan, C. N. L., & Alias, M. (2022). Linking green HRM practices 
to environmental performance through pro-environment behaviour in the infor-
mation technology sector. Social Responsibility Journal, 18(1), 1–18. 10.1108/
SRJ-12-2019-0403

Green Human Resource Management and Sustainable Performance Management

155



Olanipekun, A. O., Xia, B., Hon, C., & Hu, Y. (2017). Project owners’ motivation 
for delivering green building projects. Journal of Construction Engineering and 
Management, 143(9), 04017068. 10.1061/(ASCE)CO.1943-7862.0001363

Oseghale, O. R., Mulyata, J., & Debrah, Y. A. (2018). Global talent management. 
In Manchando, C., & Davim, J. P. (Eds.), Organizational Behaviour and Human 
Resource Management (pp. 139–155). Springer. 10.1007/978-3-319-66864-2_6

Paauwe, J., Boon, C., Boselie, P., & Den Hartog, D. (2013). Reconceptualizing 
fit in strategic human resource management: ‘Lost in translation?’ In Human 
Resource Management and Performance: Achievements and Challenges. John 
Wiley & Sons Ltd.

Park, A. Y., & Krause, R. M. (2021). Exploring the landscape of sustainability per-
formance management systems in US local governments. Journal of Environmental 
Management, 279, 111764. 10.1016/j.jenvman.2020.11176433360650

Perron, G. M., Côté, R. P., & Duffy, J. F. (2006). Improving environmental awareness 
training in business. Journal of Cleaner Production, 14(6–7), 551–562. 10.1016/j.
jclepro.2005.07.006

Priansa, D. J. (2016). The influence of E-WOM and perceived value on consumer 
decisions to shop online at Lazada. Ecodemic Journal of Management and Business 
Economics, 4(1), 117–124.

Pucik, V., Bjorkman, I., Evans, P., & Stahl, G. K. (2023). The global challenge: 
Managing people across borders. Edward Elgar Publishing. 10.4337/9781035300723

Ramlee, M. (2015). Green and sustainable development for TVET in Asia. The 
International Journal of Technical and Vocational Education, 11(2), 133–142.

Rayner, J., & Morgan, D. (2018). An empirical study of ‘green’ workplace behaviours: 
Ability, motivation, and opportunity. Asia Pacific Journal of Human Resources, 
56(1), 56–78. 10.1111/1744-7941.12151

Reinholt, M., Pedersen, T., & Foss, N. J. (2011). Why a central network position isn’t 
enough: The role of motivation and ability for knowledge sharing in employee net-
works. Academy of Management Journal, 54(6), 1277–1297. 10.5465/amj.2009.0007

Renwick, D. W. S., Redman, T., & Maguire, S. (2013). Green human resource 
management: A review and research agenda. International Journal of Management 
Reviews, 15(1), 1–14. 10.1111/j.1468-2370.2011.00328.x

Green Human Resource Management and Sustainable Performance Management

156



Saeed, B. B., Afsar, B., Hafeez, S., Khan, I., Tahir, M., & Afridi, M. A. (2019). 
Promoting employee’s proenvironmental behavior through green human resource 
management practices. Corporate Social Responsibility and Environmental Man-
agement, 26(2), 424–438. 10.1002/csr.1694

Sanyal, C., & Haddock-Millar, J. (2018). Employee engagement in managing envi-
ronmental performance: A case study of the planet champion initiative, McDonalds 
UK and Sweden. In Renwick, D. W. S. (Ed.), Contemporary Developments in Green 
Human Resource Management Research: Towards Sustainability in Action (pp. 
39–56). Taylor and Francis. 10.4324/9781315768953-3

Steinfeld, H., & Gerber, P. (2010). Livestock production and the global environ-
ment: Consume less or produce better? Proceedings of the National Academy 
of Sciences of the United States of America, 107(43), 18237–18238. 10.1073/
pnas.101254110720935253

Suharti, L., & Sugiarto, A. (2020). A qualitative study of green HRM practices and 
their benefits in the organization: An Indonesian company experience. Business: 
Theory and Practice, 21(1), 200–211. 10.3846/btp.2020.11386

Tang, G., Chen, Y., Jiang, Y., Paillé, P., & Jia, J. (2018). Green human resource 
management practices: Scale development and validity. Asia Pacific Journal of 
Human Resources, 56(1), 31–55. 10.1111/1744-7941.12147

Teixeira, A. A., Jabbour, C. J. C., de Sousa Jabbour, A. B. L., Latan, H., & De Ol-
iveira, J. H. C. (2016). Green training and green supply chain management: Evidence 
from Brazilian firms. Journal of Cleaner Production, 116, 170–176. 10.1016/j.
jclepro.2015.12.061

United Nations Industrial Development Organisation (UNIDO). (2022) Sustainable 
development goals. UN. https://​www​.unido​.org/​unido​-sdgs

Woo, E. J. (2021). The necessity of environmental education for employee green 
behaviour. East Asian Journal of Business Economics, 9(4), 29–41.

Yang, C. L., Lin, S. P., Chan, Y. H., & Sheu, C. (2010). Mediated effect of envi-
ronmental management on manufacturing competitiveness: An empirical study. 
International Journal of Production Economics, 123(1), 210–220. 10.1016/j.
ijpe.2009.08.017

Yong, J. Y., Yusliza, M. Y., Ramayah, T., Chiappetta Jabbour, C. J., Sehnem, S., & 
Mani, V. (2020). Pathways towards sustainability in manufacturing organizations: 
Empirical evidence on the role of green human resource management. Business 
Strategy and the Environment, 29(1), 212–228. 10.1002/bse.2359

Green Human Resource Management and Sustainable Performance Management

157



Zaid, A. A., Jaaron, A. A. M., & Bon, A. T. (2018). The impact of green human 
resource management and green supply chain management practices on sustainable 
performance: An empirical study. Journal of Cleaner Production, 204, 965–979. 
10.1016/j.jclepro.2018.09.062

ADDITIONAL READING

Paille, P. (Ed.). (2022). Green human resource management research: Issues, 
trends, and challenges. Sustainable Development Goals Series. Palgrave Macmillan. 
10.1007/978-3-031-06558-3

Yusliza, M. Y., & Renwick, D. W. S. (Eds.). (2024). Green human resource man-
agement: A view from global South countries. Springer. 10.1007/978-981-99-7104-6

KEY TERMS AND DEFINITIONS

Green Hiring: Green hiring involves hiring employees who have the necessary 
knowledge, skills, and behaviour for attaining environmentally sustainable goals.

Green Human Resource Management: Green human resource management 
involves embedding environmental sustainability initiatives into human resource 
management practices.

Green Performance Appraisal: This involves evaluating an employee’s perfor-
mance based on their adherence to and achievement of set sustainable development 
performance indicators.

Green Rewards: These are rewards given to employees for displaying and 
achieving sustainable development performance indicators.

Green Training: Green training involves equipping employees with the necessary 
knowledge and skills to perform sustainable tasks in an organisation.

Sustainable Development Goals: They provide the blueprint for the achievement 
and attainment of a sustainable future.

Sustainable Performance Management: These are the activities that manage-
ment performs to achieve set sustainable development goals.
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