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Abstract. The purpose of this literature research is expected to help hypotheses for future authors in determining research related to green 
human resource management. The research article Determining Green Human Resource Management: analysis of Green Knowledge Sharing, 
Green Competitive Advantage, green training, Green Psychological Climate, and Green Innovation is a scientific literature article on the 
scope of human resource management. The approach used in this literature review research is descriptive qualitative. The data collection 
technique is to use literature studies or conduct literature reviews of relevant previous articles. The data used in this study are secondary data, 
which are sourced from academic online media such as Thomson Reuters Journals, Sage, Springer, Taylor & Francis, Scopus Emerald, 
Elsevier, Sage, Springer, Web of Science, Sinta Journals, DOAJ, EBSCO, Google Scholar and digital reference books. In previous studies, 1 
relevant previous article was used to review each independent variable. The results of this literature review article are: 1) Green Knowledge 
Sharing affects Green Human Resource Management; 2) Green Competitive Advantage affects Green Human Resource Management; 3) 
Green Training affects Green Human Resource Management; 4) Green Psychological Climate affects Green Human Resource Management; 
and 5) Green Innovation affects Green Human Resource Management. 
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1. INTRODUCTION 
In an era of rapid globalization, attention to environmental issues is becoming increasingly urgent. 

Companies around the world are faced with the challenge of not only achieving economic gains, but also 
contributing to environmental sustainability. In this context, Green Human Resource Management (GHRM) is 
emerging as an innovative approach that integrates sustainability principles into human resource management 
practices. GHRM focuses not only on managing employees, but also on how employees can contribute to the 
company's environmental goals (Ali et al., 2023). 
 

 
Figure 1: Suggested structure. 
Source: BBSPJI Textil. 

 
In Figure 1, it shows that in supporting green human resource management, it is necessary to carry out 

green certification standards which indicate that the company is serious in supporting green energy. Where there 
is a significant increase from 2022 to 2024 regarding the number of companies that have been certified with green 
industry standards. In 2022, the number of companies that have been certified with green standards is 71 
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companies, then in 2023 it has increased to 77 companies, and in 2024, the number of companies that have been 
certified with green standards is 133 companies. This indicates the seriousness of the company in supporting 
green human resource management. 

This is supported by major theories in management, such as systems theory, emphasizing the importance of 
interactions between various elements in the organization. In the context of GHRM, this means that every part 
of the organization, including human resources, must work synergistically to achieve sustainability goals. 
Intermediary theories in human resource management, such as motivation theory and organizational behavior 
theory, provide a framework for understanding how employees can be motivated to engage in green practices. In 
this regard, GHRM can be seen as an application of these theories in the context of sustainability (Amrutha & 
Geetha, 2020). 

As an application of these theories, GHRM includes a number of practices designed to increase employees' 
environmental awareness, encourage green knowledge sharing, and create an organizational culture that 
supports green innovation. For example, companies that implement green training programs can increase 
employees' understanding of environmental issues and encourage them to contribute to sustainability initiatives 
(Lutfiana & Nur Endah Retno Wuryandari, 2020). In addition, research shows that companies that adopt GHRM 
practices tend to have a better competitive advantage as they can attract and retain talents who have high 
environmental awareness (Astuti & Datrini, 2021). 

In this context, it is important to analyze various aspects of GHRM, including green knowledge sharing, 
green competitive advantage, green training, green psychological climate, and green innovation. Each of these 
aspects is interrelated and contributes to the overall effectiveness of GHRM in achieving sustainability goals. By 
understanding these dynamics, organizations can develop more effective strategies to integrate sustainability into 
their human resource management practices (Widodo, 2023). 

Therefore, this study aims to analyze the determinants of GHRM through the five main aspects already 
mentioned. Through this approach, it is expected to provide deeper insights into how organizations can use 
GHRM to achieve sustainable competitive advantage and contribute to environmental preservation. This 
research will also provide practical recommendations for companies that want to effectively implement GHRM in 
their operational context. 
 
1.1. Problem Formulation 

Based on the background of the problem above, the problem formulation is obtained to be used as a 
hypothesis for further research, among others: 1) Does Green Knowledge Sharing affect Green Human Resource 
Management?; 2) Does Green Competitive Advantage affect Green Human Resource Management?; 3) Does 
Green Training affect Green Human Resource Management?; 4) Does Green Psychological Climate affect Green 
Human Resource Management?; and 5) Does Green Innovation affect Green Human Resource Management?. 
 
2. METHODOLOGY 

This research uses a descriptive qualitative approach. This method was chosen because it allows researchers 
to understand the research concepts related to green human resource management thoroughly, focusing on the 
context and meaning contained in green human resource management. Descriptive qualitative data collection and 
analysis allows researchers to customize their approach to the needs of the research and the characteristics of the 
subject under study (Vebrianto et al., 2020), (Susanto, Arini, et al., 2024). 
 
2.1. Data Source 

The data used in this study comes from previous research related to green human resource management, 
green knowledge sharing, green competitive advantage, green training, green psychological climate, green 
innovation. Researchers will analyze existing literature to identify patterns and trends in the concept of green 
human resource management. By using previous research and other references, researchers can develop stronger, 
evidence-based arguments and contribute to a broader understanding of green human resource management 
(Snyder, 2019). 
 
2.2. Data Type 

The type of data used in this study is secondary data, which utilizes data from various leading academic 
journals, including Thomson Reuters Journal, Springer, Taylor & Francis, Scopus, Emerald, Sage, WoS, Sinta 
Journal, DOAJ, and EBSCO, as well as platforms such as Publish or Perish and Google Scholar. By using these 
sources, researchers can ensure that the data they collect is valid and accountable. The use of multiple sources 
also allows researchers to gain a more comprehensive understanding of green human resource management from 
various perspectives (Acampora et al., 2022). 
 
3. RESULTS AND DISCUSSION 
3.1. Results 
3.1.1. Green Human Resource Management 

Green Human Resource Management (Green HRM) is an approach to human resource management that 
integrates environmentally responsible practices into organizational strategy. The ultimate goal is to create an 
environmentally conscious workforce through recruitment, training, development, and performance evaluation 
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that supports environmental sustainability. In addition to creating a green workforce, Green HRM also promotes 
a green work culture, such as encouraging the use of green transportation or remote working to reduce the 
carbon footprint. By raising environmental awareness in the workplace, Green HRM not only helps 
organizations meet their social responsibilities but also creates value through operational efficiency and improved 
public reputation (Kurniawati & Oktarina, 2023). 

Indicators or dimensions contained in Green Human Resource Management include: 1) Green Recruitment: 
A recruitment strategy that prioritizes candidates with sustainability values and environmental awareness, 
including the use of digital platforms to reduce paper usage; 2) Green Development: Training that focuses on 
improving employees' skills in managing green practices in the workplace; 3) Green Performance Management: 
Performance reviews that include employee contributions to the organization's green initiatives; 4) Green 
Compensation: A reward system that incentivizes employees for achievements in implementing sustainable 
practices; and 5) Green Employee Involvement: Employee participation in green programs or activities, such as 
recycling or carbon reduction programs (Kamilia & Nawangsari, 2023). 

Green Human Resource Management has been researched and is relevant to previous research researched by: 
(Hutomo et al., 2020), (Pramudita & Gunawan, 2023), (Aboramadan & Karatepe, 2021), (Susanto, Sawitri, et al., 
2024), (Lesmini et al., 2024), (Agarwal et al., 2020), (Alyahya et al., 2023), (Hutomo et al., 2020). 
 
3.1.2. Green Knowledge Sharing 

Green Knowledge Sharing is the process of sharing knowledge about sustainable and environmentally 
friendly practices among individuals, teams or organizations. The focus is on disseminating information, skills, 
and experiences that support sustainability goals, such as energy management, waste reduction, and efficient use 
of resources. This process can be accomplished through training, seminars, group discussions, or the use of 
technology platforms that facilitate the exchange of green information. By encouraging the sharing of green 
knowledge, organizations can create a culture of collaboration that accelerates the adoption of green innovations 
and improves overall performance (Borah et al., 2023). 

Indicators or dimensions contained in Green Knowledge Sharing include: 1) Willingness to share: The 
willingness of individuals to share information or knowledge about green practices in the workplace; 2) 
Knowledge Accessibility: The ease of access to sustainability resources or information within the organization; 3) 
Knowledge Documentation: The process of documenting sustainability-related best practices for future reference; 
4) Collaboration Platforms: The use of technologies such as intranets or dedicated applications to share green 
knowledge; and 5) Knowledge Leverage: The application of shared information in daily operations to improve 
sustainability (Rennyta Yusiana et al., 2020). 

Green Knowledge Sharing has been researched and is relevant to previous research researched by: (Castaneda 
& Cuellar, 2020), (Shahzad et al., 2020), (Arsawan et al., 2022), (C. Wang & Hu, 2020). 
 
3.1.3. Green Competitive Advantage 

Green Competitive Advantage is the competitive advantage an organization gains by implementing policies, 
products or services that support environmental sustainability. This includes adopting green technologies, 
reducing carbon emissions, and offering green products that appeal to environmentally conscious consumers. 
Green Competitive Advantage allows organizations to differentiate themselves in the marketplace by 
demonstrating a commitment to sustainability while reducing operating costs through energy efficiency or better 
resource management (Azeem et al., 2021). 

Indicators or dimensions contained in the Green Competitive Advantage include: 1) Green Products: Green 
products as a market differentiator; 2) Operational Efficiency: Reducing costs through more efficient use of 
resources and sustainable processes; 3) Regulatory Compliance: Compliance with environmental standards and 
regulations as a competitive advantage; 4) Customer Perception: Building a positive reputation with consumers as 
a company that cares about the environment; and 5) Sustainability Partnerships: Working with partners or other 
organizations to support green initiatives (Zameer et al., 2020). 

Green Competitive Advantage has been researched and is relevant to previous research researched by: (C.-H. 
Wang, 2019), (Astuti & Datrini, 2021), (Qiu et al., 2020). 
 
3.1.4. Green Training 

Green Training is a training program designed to improve employees' skills, knowledge and awareness of 
green practices in the workplace. The ultimate goal is to ensure that employees have the ability to implement 
green solutions in their daily activities. The program covers topics such as waste management, energy reduction, 
resource conservation, and sustainable product development. Green training is often delivered through 
workshops, e-learning, or hands-on simulations. By providing green training, organizations can create a 
workforce that proactively supports sustainability goals and improves operational efficiency (Sinaga & 
Nawangsari, 2019). 

Indicators or dimensions contained in Green Training include: 1) Training Content: Training materials that 
cover sustainability topics such as waste management and energy efficiency; 2) Training methods: Training 
methods such as simulations or workshops to increase understanding of green practices; 3) Participant 
engagement: The level of employee participation in green training programs; 4) Skill enhancement: Improving 
employees' ability to implement green solutions in the workplace; and 5) Training Outcomes: The impact of 
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training on improving operational efficiency and organizational sustainability (Pinzone et al., 2019). 
Green Training has been researched and is relevant to previous research researched by: (Mayangsari & 

Nawangsari, 2019), (Pham et al., 2020), (Gull & Idrees, 2022), (Amrutha & Geetha, 2021), (Susita & Murdiono, 
2024). 
 
3.1.5. Green Psychological Climate 

Green Psychological Climate is an employee's perception of the extent to which their organization supports 
and encourages green practices. This perception includes organizational policies, culture and values that 
emphasize sustainability and environmental protection. When employees perceive that their organization cares 
about the environment, they tend to be more motivated to participate in green initiatives (Sabokro et al., 2021). 

Indicators or dimensions contained in the Green Psychological Climate include: 1) Organizational Support: 
Employee perceptions of organizational support for green practices; 2) Environmental Awareness: Employee 
awareness of the importance of sustainability in daily operations; 3) Policy Clarity: Clarity of organizational 
policies related to environmental initiatives; 4) Employee Motivation: Employee motivation to participate in 
environmental programs; and 5) Cultural Alignment: The extent to which organizational values support a culture 
of sustainability (Bhutto et al., 2021). 

Green Psychological Climate has been researched and is relevant to previous research researched by: (M. A. 
S. Khan et al., 2019), (Shah et al., 2021), (Tahir et al., 2020). 
 
3.1.6. Green Innovation 

Green innovation is the development and implementation of new environmentally friendly solutions to create 
value for the organization and society. It includes innovations in products, processes, or business models that 
reduce environmental impact while improving efficiency and competitiveness. Examples include energy-efficient 
technologies, biodegradable materials, or clean manufacturing processes that minimize waste. Green innovation 
not only helps companies comply with environmental regulations, but also enhances their reputation with 

consumers and other stakeholders (Abbas & Sağsan, 2019). 
Indicators or dimensions contained in Green Innovation include: 1) Eco-Design: Product or service design 

that minimizes environmental impact; 2) Process innovation: Developing more energy- or resource-efficient 
production processes; 3) Market Exploration: Identifying new market opportunities focused on sustainability; 4) 
Technology Adoption: Using the latest technology to support efficiency and green practices; and 5) Collaboration 
for Innovation: Partnering with others to create innovative green solutions (Takalo & Tooranloo, 2021).  

Green Innovation has been researched and is relevant to previous research researched by: (Soewarno et al., 
2019), (Agrawal et al., 2024), (Luo et al., 2023), (C.-H. Wang, 2019). 

 
3.1.7. Previous Research 

Based on the findings above and previous studies, the following research discussion is formulated: 
 
Table 1: Results of Relevant Previous Research. 

No Author (Year) Research Results Similarities With This Article Differences With This 
Article 

1 (Yong et al., 
2019) 

-Green Intellectual Capital variable 
affects Green Human Resource 
Management 
 
-Green Knowledge Sharing variable 
affects Green Human Resource 
Management 
 

This article has in common that it 
examines the Green Knowledge 
Sharing variable on the 
independent variable, and 
examines the Green Human 
Resource Management variable 
on the dependent variable. 

The difference with previous 
research is in the Green 
Intellectual Capital variable 
as another independent 
variable. 
 

2 (Hamadamin & 
Atan, 2019) 

-The Green Competitive Advantage 
variable affects Green Human 
Resource Management 
 
-Human Capital Development variable 
affects Green Human Resource 
Management 
 
-Employee Commitment variable 
affects Green Human Resource 
Management 

This article has in common 
examining the Green Competitive 
Advantage variable in the 
independent variable, and 
examining the Green Human 
Resource Management variable in 
the dependent variable. 
 

The difference with previous 
research is that there are 
Human Capital Development 
and Employee Commitment 
variables as other 
independent variables. 
 

3 (Amrutha & 
Geetha, 2020) 

-The Green Training variable affects 
Green Human Resource Management 
 
-Green Appraisal variable affects 
Green Human Resource Management 
 
-Green Rewards variable has an effect 
on Green Human Resource 
Management 

This article has in common that it 
examines the Green Training 
variable on the independent 
variable, and examines the Green 
Human Resource Management 
variable on the dependent 
variable. 
 
 

The difference with previous 
research is that there are 
Green Appraisal and Green 
Rewards variables as other 
independent variables. 
 
 

4 (Sabokro et al., -Variabel Green Psychological This article has in common that it The difference with previous 
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2021) Climate berpengaruh terhadap Green 
Human Resource Management 
 
-Variabel Green Employee Behavior 
berpengaruh terhadap Green Human 
Resource Management 
 
- Variabel Corporate Social 
Responsibility berpengaruh terhadap 
Green Human Resource Management 

examines the Green 
Psychological Climate variable on 
the independent variable, and 
examines the Green Human 
Resource Management variable 
on the dependent variable. 
 
 

research is that there are 
Green Employee Behavior 
and Corporate Social 
Responsibility variables as 
other dependent variables. 
 
 

5 (Singh et al., 
2020) 

-The Green Innovation variable 
affects Green Human Resource 
Management 
 
-Environmental Performance 
variables have an effect on Green 
Human Resource Management 
 
-Green Transformational Leadership 
variable affects Green Human 
Resource Management 

This article has in common 
examining the Green Innovation 
variable on the independent 
variable, and examining the 
Green Human Resource 
Management variable on the 
dependent variable. 
 
 

The difference with previous 
research is that there are 
Green Transformational 
Leadership and 
Environmental Performance 
variables as other dependent 
variables. 
 
 

 
3.2. Discussion 
  This literature review will be discussed based on the history of the topic, research objectives, problem 
formulation, indicators or dimensions, and related previous research: 
 
3.2.1. Effect of Green Knowledge Sharing on Green Human Resource Management 

Green Knowledge Sharing is the process of sharing knowledge about green practices that involves 
individuals' willingness to share information, access to green knowledge, documentation of best practices, use of 
collaboration platforms, and use of knowledge for innovation. Willingness to share is a key element where 
employees support each other to spread green ideas relevant to human resource management. In the context of 
Green Recruitment, this willingness to share helps organizations find candidates with sustainability insights and 
values. By sharing information, the recruitment process becomes more effective in assessing a candidate's fit with 
the organization's environmental vision. 

Knowledge Accessibility is an important element in ensuring that green information is easily accessible to all 
parties within the organization. This supports green development, where employee training and development can 
be based on relevant and up-to-date information. Accessibility to green knowledge also facilitates collective 
learning so that employees can continuously improve their ability to support sustainability goals. In this way, 
organizations can build a more competent workforce to implement green initiatives. 

Knowledge documentation plays a role in recording the best green practices that have been implemented, 
thus providing a reference for performance evaluation through Green Performance Management. This 
documentation allows the organization to objectively evaluate employee contributions in support of green 
strategies. With well-documented data, performance evaluation focuses not only on results, but also on the 
processes used to achieve them, including efforts that support environmental sustainability. 

The collaboration platform is a tool that enables better communication and coordination among employees in 
sharing green knowledge. In the context of green compensation, these platforms can be used to design fair and 
relevant incentive programs based on employee contributions to green initiatives. For example, digital platforms 
can be used to track and publicize employees' green activities, which can then be rewarded through a 
sustainability-based compensation system. This motivates employees to actively participate in the company's 
environmental programs. 

Knowledge leverage, or the ability to strategically use information that has already been shared, is an 
important factor in supporting green employee engagement. By leveraging the knowledge shared through 
collaboration and documentation platforms, organizations can design more effective and impactful employee 
engagement programs. This knowledge can also be used to motivate employees to adopt green behaviors, such as 
waste reduction or energy efficiency in the workplace. 

The link between green knowledge sharing and green people management creates a synergy that supports 
the overall sustainability of the organization. By sharing green knowledge, organizations not only strengthen 
human resource management, but also build a work culture that supports sustainability. The combination of 
easily accessible, documented and strategically used knowledge with green human resource policies results in a 
more environmentally conscious, innovative and competitive workforce. This synergy ultimately contributes to 
the organization's success in achieving long-term sustainability goals. 
 
3.2.2. Effect of Green Competitive Advantage on Green Human Resource Management 

Green Competitive Advantage is the competitive advantage companies gain by applying sustainability 
principles such as green products, operational efficiency, environmental compliance, positive customer perception 
and sustainable partnerships. One of the key elements, green products, adds value to the company by attracting 
consumers who care about the environment. This green product also relates to green recruiting, where 
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companies seek candidates with a deep understanding of sustainability. Candidates with knowledge of green 
products can help develop new innovations that are more environmentally friendly, creating an additional 
competitive advantage. 

Operational efficiency is another important factor in building a green competitive advantage. Through 
efficient use of resources, companies can reduce both operating costs and environmental impacts. In the context 
of green development, operational efficiency requires employee training that focuses on efficient and sustainable 
practices. This training not only improves employees' technical skills, but also reinforces a culture of 
sustainability within the organization, making operational efficiency an integral part of corporate strategy. 

Compliance with environmental regulations enhances the company's reputation and ensures legal and ethical 
operations. This compliance supports green performance management, where employee performance reviews can 
include their contribution to the organization's compliance with environmental regulations. By incorporating 
compliance into performance reviews, companies encourage employees to be more proactive in complying with 
and supporting green initiatives. 

Customer perceptions of the company also play an important role in the green competitive advantage. 
Positive consumer perceptions of a company's commitment to sustainability can increase customer loyalty. In the 
context of green compensation, customer perceptions can be linked to rewards for employees who contribute to 
an improved corporate image. An incentive system based on sustainability impact not only encourages employees 
to contribute more, but also strengthens the relationship between employees and customers. 

Ongoing partnerships with other organizations or communities that support sustainability create 
opportunities for co-innovation. These partnerships are also relevant to green employee engagement, where 
employees are empowered to participate in collaborative projects focused on the environment. By engaging 
employees in partnership initiatives, companies create a culture of collaboration that fosters a commitment to 
sustainability. 

The relationship between Green Competitive Advantage and Green Human Resource Management creates 
significant synergies. Elements such as green products, operational efficiency and customer perception support 
green HRM by providing a relevant framework for recruiting, training and motivating employees. In turn, green 
HRM policies reinforce elements of competitive advantage by ensuring that employees have the skills, motivation 
and commitment to support organizational sustainability. This combination helps organizations achieve 
sustainability goals while maintaining a competitive position in the marketplace. 
 
3.2.3. Effect of Green Training on Green Human Resource Management 

Green Training is a training process designed to increase employee awareness, knowledge and skills in 
implementing environmentally friendly practices. One of the key aspects is the training content, which includes 
materials on waste management, energy efficiency and sustainability strategies. In the context of green 
recruitment, relevant training content helps companies align the recruitment process with sustainability 
standards. By involving potential employees in the initial training program, companies can ensure that their 
values and skills are aligned with the organization's green vision. 

The training methods used in green training, such as simulations, case studies, and interactive workshops, 
play an important role in creating an effective learning experience. These methods also support green 
development, where employees are introduced to innovative ways to address environmental challenges in their 
work. By using a variety of training approaches, companies can ensure that each employee gains a deep 
understanding of his or her contribution to the organization's sustainability. 

Participant engagement in green training is a critical factor in its success. Employees who actively participate 
are more likely to internalize sustainability values and apply them in their daily work. This is closely related to 
green performance management, where participant engagement during training can be measured and used as a 
basis for performance evaluation. In this way, participant engagement becomes an indicator of the training's 
success in supporting the organization's strategic goals. 

The improved skills gained through green training have a direct impact on employees' ability to implement 
green practices. In the context of green compensation, these skill improvements can be rewarded through 
incentives based on sustainability contributions. By rewarding employees who successfully apply green skills, 
companies not only increase their motivation, but also strengthen their commitment to green goals. 

Training results, such as increased operational efficiency and reduced environmental impact, become the 
ultimate measure of green training success. These results also support green employee engagement, where 
employees who see a positive impact from training are more motivated to participate in other green initiatives. 
Through clear training results, companies create a virtuous cycle that links green training to sustainable human 
resource management. 

The relationship between green training and green people management creates a powerful synergy in 
achieving the organization's sustainability goals. Well-designed training content and methods support employee 
recruitment and development, while participant engagement and training outcomes strengthen performance 
evaluation and green compensation. Ultimately, green training not only improves individual skills, but also builds 
an organizational culture that supports sustainability, creating a more productive, innovative and 
environmentally friendly work environment. 
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3.2.4. Effect of Green Psychological Climate on Green Human Resource Management 
Green Psychological Climate is an employee's perception of the extent to which their work environment 

supports sustainability and green values. An important element is organizational support, where companies 
demonstrate a genuine commitment to green practices through environmentally friendly policies, facilities and 
leadership. This support is particularly important in green recruitment, as potential employees tend to be more 
interested in joining organizations that demonstrate a commitment to sustainability. By clearly demonstrating 
this commitment, companies can attract individuals whose values align with the organization's green culture. 

Employee environmental awareness is also a core aspect of green psychological climate. When companies 
promote awareness of the importance of green practices through communication and education, employees 
become more engaged in supporting the organization's green goals. This is relevant to Green Development, 
where sustainability-focused training programs increase employees' environmental awareness. This awareness 
ultimately leads to proactive behavior in reducing environmental impact and improving operational efficiency. 

The clarity of an organization's sustainability policy provides employees with clear guidance on their role in 
achieving green goals. When green policies are well communicated, employees have a better understanding of the 
company's expectations. This relates to green performance management, where employees' performance can be 
evaluated based on their contribution to green initiatives. Policy clarity also helps ensure that individuals are 
moving in the same direction in support of the organization's environmental vision. 

Employees' motivation to engage in green initiatives is influenced by their perception of the personal and 
professional benefits of such engagement. By providing rewards through green compensation, such as 
sustainability-based incentives, companies can increase employee motivation to actively participate in green 
programs. This motivation not only increases employee engagement, but also has a positive impact on the 
company's sustainability results. 

Aligning corporate culture with sustainability values ensures that all employees feel connected to the 
company's green goals. When an organization's culture encourages collaboration, innovation and environmental 
stewardship, employees are more likely to demonstrate high levels of green employee engagement. This cultural 
alignment also strengthens employees' sense of belonging to the organization, thereby increasing their loyalty 
and commitment to the sustainability mission. 

The interaction between Green Psychological Climate and Green Human Resource Management creates a 
synergistic relationship that strengthens organizational sustainability. Organizational support, environmental 
awareness and policy clarity strengthen green recruitment and development, while employee motivation and 
cultural alignment improve performance evaluation, compensation and engagement. By creating a positive green 
psychological climate, companies not only encourage green behavior, but also build a more motivated, productive 
and innovative workforce to support long-term sustainability goals. 

 
3.2.5. Effect of Green Innovation on Green Human Resource Management 

Green innovation is the process of creating new solutions that support environmental sustainability and 
includes eco-design, process innovation, market exploration, technology adoption, and collaboration for 
innovation. An important element is eco-design, which focuses on developing products or services that minimize 
environmental impact. Through green hiring, companies look for individuals with the skills and understanding of 
eco-design to form innovative teams capable of delivering creative solutions. This recruitment process ensures 
that the talent on board is aligned with the company's green mission. 

Process innovation supports waste reduction and improved operational efficiency through the 
implementation of new methods. This is relevant to Green Development, where employees are trained to 
implement innovative processes that support sustainability. This training not only strengthens employees' ability 
to implement innovation, but also creates an organizational culture that is open to positive change in daily 
operations. 

Market research is an important element of green innovation, enabling companies to identify new 
opportunities for green products or services. This activity requires the support of Green Performance 
Management, which measures employee performance based on their contribution to green market development. 
This assessment provides additional motivation for employees to look for innovative ways to expand market 
reach while maintaining a commitment to sustainability. 

Technology adoption plays an important role in driving green innovation by introducing new 
environmentally friendly tools or systems. These technologies require the support of Green Compensation, where 
companies reward employees who demonstrate the ability to use technology to achieve more sustainable results. 
This innovation-based reward system encourages employees to continue researching and using technologies that 
support the organization's green goals. 

Collaboration for innovation involves working with various stakeholders, including external partners, to 
create more effective green solutions. This is closely related to green employee engagement, where employees are 
empowered to contribute to collaborative projects that support sustainability. Through this collaboration, 
companies not only gain new perspectives, but also create a greater sense of ownership among employees for 
green initiatives. 

The link between green innovation and green people management creates a virtuous circle that strengthens 
both. Green design, process innovation and market exploration support green HRM by providing a context for 
employee recruitment, development and evaluation. In turn, green HRM policies provide a strong foundation to 
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drive technology adoption and innovation collaboration. This synergy enables companies to achieve sustainability 
goals while strengthening their competitive position in the marketplace. 
 
3.2.6. Conceptual Framework 

The conceptual framework is determined based on the formulation of the problem, research objectives and 
previous studies that are relevant to the discussion of this literature research: 
 

 
Figure 2: Suggested structure. 

 
Based on Figure 2 above, green knowledge sharing, green competitive advantage, green training, green 

psychological climate, green innovation influence green human resource management. However, in addition to 
the variables green knowledge sharing, green competitive advantage, green training, green psychological climate 
and green innovation that influence green, there are other variables that influence, including: 

1) Green Technology: (Mugoni et al., 2023), (Bradu et al., 2022), (Du & Li, 2019), (Feng et al., 2022). 
2) Green Policy: (S. A. R. Khan et al., 2019), (C. H. Wang & Juo, 2021), (Camilleri, 2020), (Murphy & 

Gouldson, 2020). 
3) Employee Engagement: (Gabriela et al., 2023), (Shafi et al., 2021), (Duyen et al., 2023). 

 
4. CONCLUSION 

Based on the problem formulation, results and discussion above, the conclusions of this study are: 1) Green 
Knowledge Sharing affects Green Human Resource Management; 2) Green Competitive Advantage affects Green 
Human Resource Management; 3) Green Training has an effect on Green Human Resource Management; 4) 
Green Psychological Climate affects Green Human Resource Management; and 5) Green Innovation affects 
Green Human Resource Management. 
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