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Green human This study established the relationship between green
resource management human  resource  management (GHRM) and
environmental environmental sustainability in the Kenyan tourism and
sustainability: banking industries. Specifically, the study focused on

five objectives: environmental training, creating a green
workplace, linking financial incentives  with
green workplace; sustainability, the influence of organizational policies,
and eco-leadership. The study employed a qualitative
research approach in which in-depth interviews were
conducted with the Chief Executive Officers, Human
organizational culture Resources Managers and a Corporate Social
Responsibility Managers from two case companies.
The findings showed that the amount of environmental
training within an organization impacts the level of
environmental conservation activities undertaken. The
green workplace enables employees to deal with
deliberate environmental challenges and improve the
working environment. The influence of financial

eco-leadership;

financial rewards
incentives;

incentives on work environment activities was
considered. The study found a limitation of
organizational policies in promoting environmental
sustainability and the need for organizations to have
environmental leadership. Key findings were analyzed
in comparison to primary and secondary research
findings. The study recommends the implementation of
GHRM in organizations as it has the potential to
enhance environmental sustainability.
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1. Background of the Study

Over the years, corporate environmental activities have received much attention from many
scholars, including multinational organizations. The main reason for this is that they
contribute majorly to environmental pollution and significantly contribute to waste in
cultures. Furthermore, they often require control over such sites' impact on the local
environment (Becker-Ritterspach et al. 2019: Van Zanten, 2018: Bouguerra, 2023). In
response to the aforementioned environmental concerns, organizations, primarily business
entities, have developed strategies and introduced many environmental activities that focus
on addressing these concerns and engaging in environmental stewardship. Businesses have
continuously adopted practices that revolve around reducing pollution, energy conservation,
air and water pollution prevention, and compliance with eco-friendly regulations. These
practices are collectively known as corporate environmental activities (Basu, 2019: Sarkar,
2020: Li et al. 2020)

Notwithstanding, realizing the trend of environmental alteration entirely depends on
worldwide business practices and citizen behaviours. Countries continue to face various
forms of environmental degradation, resulting in constraints to development (Crane, 2019:
Logsdon, 2018). This includes the loss of a wide range of ecosystems and associated species,
mineral reserves, damage to human health, and loss of services for productive activity.
Additionally, there are threats to food security and extended human vulnerability. Arguably,
these environmental challenges are not a result of luck but can be attributed to issues other
than the quality of the environment (Jarvis, 2019; Harper, 2017; Nyongesa, 2023)

Green Human Resource Management (GHRM) refers to incorporating environmental
management into human resource practices to promote sustainable use of resources within
business organizations (Saeed et, al., 2019). This approach aims to align HR policies with
environmental goals, ensuring that every aspect of HR—from recruitment to training,
performance management, and employee relations—supports and enhances the organization's
sustainability efforts (Nyongesa et al, 20207).

Green Human Resource Management (GHRM) aims to attract applicants who are wholly
devoted to sustainability initiatives. The initiatives might include emphasizing the company's
commitment to environmental policies and selecting candidates who share these principles
throughout its recruitment processes. Once they are hired, they are properly trained to gain
insights into an organization's environmental policies and procedures and what is expected of
them. Training programs give them the ability to conserve energy, waste management, and
sustainable practices and contribute effectively to the company's sustainability goals (Pham,
2020; Jamil, 2023; Okongo et al, 2015).Green Human Resource Management (GHRM)
entails an environmental criterion into employee assessments models, which measure both
performance and contributions to sustainability goals in the organization. This method
encourages employees to embrace environmentally responsible behaviours. Equally, GHRM
enhances practically employee participation in environmental activities, cultivating a shared
culture of responsibility and innovation in developing and implementing green solutions
(Amjad, 2021). In so doing GHRM uses incentives, recognition and rewards to direct the
workers efforts (Leidner, 2019: Nyongesa et al. 2020P).



To sum it up, GHRM aims to create a workplace that puts forth an environmental
sustainability initiative alongside the traditional business goals and objectives as one. This is
done by incorporating green ideas into the significant HR operations

1.2 Statement of the Problem

Environmental sustainability has become an urgent global priority, driven by the increasing
recognition of human activities' impact on the planet. In Kenya, industrial activities and
urbanization intensify environmental issues like deforestation, water pollution, and
biodiversity loss. Organisations can help address environmental challenges by incorporating
sustainable practices into their operations. Green Human Resource Management (GHRM) is
a concept that combines environmental management and human resource practices to create a
culture of sustainability within organizations. However, no studies show the acceptance and
efficiency of GHRM in Kenyan organizations.

Most studies on Green Human Resource Management are mainly focused on industrialized
nations, with few studies in Kenya. This gap makes it difficult for Kenyan organisations to
effectively use GHRM to improve their environmental sustainability efforts and performance.
This study seeks to close this gap by qualitatively investigating the effect of green human
resource management on environmental sustainability with a focus on environmental
training, development of green workplace and financial incentives in encouraging
sustainability. The findings will be used to develop personalized GHRM strategies to assist
Kenyan organizations in meeting their sustainability targets and improving their
environmental performance.

1.3 Research Objectives

The objective of the study is to find out the effect of green human resource management on
environmental sustainability with a focus on environmental training, development of green
workplace and financial incentives to encourage sustainability

1.4 The Rationale of the Study

The study advances theory and practice by looking into Green HRM practices in Kenya's
growing economy. It sheds light on the existence of Green HRM as an organizational practice
in Africa's emerging markets. This study aims to provide additional insights into the findings,
determine the level of commitment of our examples to Green HRM, and offer practical
implications for practitioners of green and sustainable HRM. The notion of Green HRM
(GHRM) is gaining popularity as businesses seek to reduce their environmental effect. It
employs HRM to influence employees' behaviours and attitudes towards accomplishing the
company's environmental objectives. The current growth of Green HRM provides an
expanding number of Green HRM approaches, yet, these practices are typically studied in
isolation, with insufficient holistic analysis of whether and how Green HRM can be
implemented in organizations.



1.5 Theoretical Frameworks

The study was based and guided by the Resource-Based View (RBV) propositions. This
strategic management concept holds the view that an organization's long-term competitive
advantage emanates from its rare, unique, valuable, inimitable, and non-substitutable
resources and skills. The application of this concept to Green Human Resource Management
(GHRM), the GHRM practices might be used solely as strategic resources to improve an
organization's environmental performance and sustainability.

Green Human Resource Management (GHRM) strategies will help improve an
organization's environmental performance, efficiency, and overall sustainability. The
strategies might include green recruitment, green training, performance monitoring, and
staff participation in sustainability projects, which will help reduce waste, conserve energy,
and minimize environmental effects (Saeed, 2022; Amjad et al., 2021: Wesonga,
2023:Atambo, 2015).

Many organizations may implement green practices but those that completely integrate
GHRM into their culture and philosophy have a distinct advantage due to their strong
commitment to sustainability issues. For instance, a company that gives extensive
sustainability training to its employees and incorporates environmental objectives into
performance evaluations fosters a sustainable culture forever (Obeidat, 2020).

This research uses the Resource-Based View (RBV) paradigm to investigate how Green
Human Resource Management (GHRM) practices and objectives can immensely contribute
to environmental sustainability, focusing on their strategic importance in attaining a
competitive advantage in environmental performance. It entails wholesomely determining
which green HRM practices provide the most value, their uniqueness within the industry,
the impediments to replication, while emphasizing their critical role in achieving
sustainability goals(Begum, 2022: (Al Doghan et al., 2022)

1.5.1 History and Origin of Green Human Resource Management

Green Human Resource Management (GHRM) is a new concept that incorporates
environmental management principles into traditional HRM procedures (Saeed, 2022). This
strategic approach as applied by organizations puts emphasis on HRM's role in promoting
sustainability and thus supporting environmentally responsible behaviour inside
organizations workforce. GHRM's evolution and origin is traced back to important HRM
and environmental management milestones. The formalization of GHRM in organizations
began in the early 2000s, where experts recognized that HR practices may help bolster
environmental sustainability issues. Researchers and industry practitioners began
investigating how to align their traditional HR functions—such as recruitment, training,
performance management, and employee engagement—with environmental objectives.

Green Human Resource Management (GHRM) has progressed significantly over the years,
as evidenced by numerous notable milestones and developments:



Academic Research and Publications: In the early 2000s, academic research studies put
emphasis on the importance of Human Resource Management (HRM) in solving
environmental management issues. Studies revealed that environmental sustainability issues
could be incorporated in recruitment, training, and performance management in order to
promote organizational sustainability.

Corporate Adoption: Many businesses started incorporating Green Human Resource
Management (GHRM) principles and initiatives into their sustainability programmes.
Organizations even established green policies to address concerns of the society like paper
usage, energy efficiency, waste management, and travel habits. Pioneering firms such as
Toyota and General Electric paved the way by fully incorporating environmental concerns
into their corporate strategies and HR practices.

International Frameworks and Standards: The operationalization of international standards,
such as ISO 14001, made it easy to come up with principles for successful environmental
management systems and provided a framework. These models made organizations match
human resource practices with environmental goals and objectives while ensuring that
sustainability was integrated across all departments (Bravi, 2020; Orcos, 2019).

Recent Developments: Recent advances in GHRM activities include green recruitment
where applicants are selected but only those committed to sustainability and green training
where staff are educated on environmental challenges (Benevene, 2020).

Looking ahead, GHRM is much likely be driven by technological advancements, firmer
regulatory requirements, and ever increasing demands for corporate transparency in
environmental performance to solve societal problems.

2. Literature Review

Improvements in environmental outputs, which result in cost reductions in production
inputsand waste, can ultimately enhance profitability. Further research by Khodakarami and
Brennen (2012) showed that firms can develop superior human capital by embracing
environmental goals, which provide a competitive advantage visible to external stakeholders.
These efforts create additional workforce needs, eventually promoting better human resource
management practices, such as reducing the rate of return to the labour pool. However,
companies like Ford, which is associated with the most progressive and environmentally
responsible firms, may not succeed in the battle for the most talented workforce by simply
implementing policy measures that embrace environmental responsibility. These well-
intentioned measures may have unintended consequences and are challenging to measure
post-commitment. In a comprehensive review of the complexity and nuances of GHRM
practices, Kramar (2014) concluded that the policies undergirding GHRM are not sufficiently
inclusive, nor are the related practices sustainable. Significant gaps have been found in the
literature regarding the implementation and linkages between employee outcomes and
organizational performance - the result is that the relationship between GHRM and many
important employee/organizational outcomes remains largely unexplored (Patiat et al. 2024:
Wesonga, 2024)



There is a general agreement on the importance of integrating the environment into core
strategic decision-making processes within the firm due to increasing global warming and
melting ice caps. However, the decision to operationalize approaches to advance Green
Human Resource Management (AGHRM) by going beyond mere activities is a significant
challenge concerning policy commitment, as demonstrated by the tone from the top. This
study aims to establish the actionable policies adopted by the firm in integrating
environmental sustainability and the potential effects on performance. Consequently, the
ethical considerations for integrating green with human resource management in theory and
practice are reviewed.

2.1 The Relationship between GHRM and Environmental Sustainability

The researchers further developed the idea of the significance of the HRM function for the
environmentally sustainable firm. They analyzed the relationship between four HRM areas
and employees' behaviour. The four HRM areas they identified are selection and socialization
as tools for adding value or additional costs to the sustainable organization, training and
development as a basis for appropriate utility, and appraisals and rewards which should be
awarded for positive environmental behaviour. Their key message was that the HRM function
is the key to unlocking the door to employees' hearts and minds, subsequently creating
workers who are willing to give their best on behalf of the individual and the collective at a
personal and global level. Given that work is at the heart of human activity and forms the
basis of our society, it is not surprising that work, as the origin of most environmental effects,
is also a front line where the global environmental problem needs to be addressed
(Podgorodnichenko, 2020: Roscoe, 2019:Nyongesa, 2024).

Green HRM may facilitate environmental sustainability by ensuring that the organization's
environmental objectives are factored into employees' job descriptions, performance criteria,
appraisals, training, and career development. The relationship between employees and their
work environment is one of belonging, of commitment to a shared vision and direction. If this
vision includes environmental sustainability, GHHR practice and policy can facilitate this
connection by providing an environment in which work becomes congruent with a
sustainable future. This form of motivation is increasingly essential in organizations
addressing long-term sustainability issues (Amjad, 2021: Ababneh, 2021).

Advocacy for GHRM importance and sustainable gains from environmental sustainability
and human resource management distinctions The study result presents GHRM as an
increasingly important platform for human resource practitioners to contribute to
environmental sustainability (Qureshi, 2020). Thus, adopting and using GHRM in
environmental and sustainability challenges is pivotal for improved environmental
sustainability environmental sustainability. This research reviewed environmental
sustainability literature and found that most of it was concerned with operations, corporate
strategy and performance, and corporate entrepreneurial and architected concerns with human
resource management, which were not considered. This study connects GHRM and
environmental sustainability in the Kenyan context (Anwar et al., 2020).



The study provides a Verma et al. (2020) based green human resource management (GHRM)
conceptual framework through which the inaugural understanding of GHRM impact on
environmental sustainability takes place in Kenya. The study discovered seven key
mechanisms mediating GHRM's impact on environmental sustainability in the Kenyan
context. The mechanisms uncovered include facilitated pro-environmental motivation and
behaviour change, facilitated human resource competencies for environmental sustainability
performance, improved organizational learning and adaptability to environmental changes,
improved prosaically and practitioner behaviours, improved environmental sustainability
management competence, and employee will to support operations systems remaining
environmentally sound and employee responsible environmental attitudes, behaviour, and
engagement (Al-Ghazali, 2021).

2.3 Existing Empirical Studies on GHRM in Kenya

The other studies concentrated mainly environmental supply chain management and
environmental management systems. The review of documents revealed minimal emphasis
on addressing GHRM-related challenges and organizational commitment to the environment
while deploying strategies that integrate environmental, social, and economic factors. It
showed that the studies conducted were scarce and focused on the environmental capabilities,
knowledge for sustainability, conflict resolution, training, education, environmental
management practices, capitalist ideologies of CSR to offer solutions, proxy variables,
environmental management systems, environmental management accounting, organizational
savings in the form of reduced emissions, savings on resources' consumption, and promoting
corporate image. There were external market pressures, organizational performance,
environmental assets, corporate financial performance, adoption of Environmental
Management Systems, knowledge of environmental responsibilities, and environmental
external pressures, suggesting the essential absence of stakeholder objectives. These
approaches mainly considered selected case study areas that prompted the sustainability of
those regions and overlooked regional territorial energy issues (Shoaib, 2021: Adekoya,
2023).

The current corporate human resource management (HRM) practices have been criticized for
being unsustainable and insufficient to achieve the needed transformative change of firms for
societal benefits (Bal, 2022). These have consequently raised a call for the inclusion of
human resource management for sustainable development by environmental sustainability
advocates, including researchers. Green human resource management (GHRM), a response to
the call for HRM sub-areas to contribute to environmental sustainability, has received much
research attention and interest from parties. In Kenya, despite the high volume of research on
traditional HRM practices, minimal research has been conducted, if any, regarding the
understanding thereof and means to increase its organizational application for effective
environmental sustainability attainment (Sitko, 2023).



Several studies in Kenya have looked into the impact of Green Human Resource
Management (GHRM) practices on environmental performance in a variety of industries,
including manufacturing, hospitality, and education, all of which have large environmental
footprints. The findings consistently show that organisations that apply GHRM techniques,
such as green recruitment, training, and performance management, enhance their
environmental performance. These improvements are frequently accompanied by decreases
in trash generation, energy consumption, and carbon emissions (Kuria, 2019; Owino, 2016;
Langat, 2017).

Empirical study emphasizes the importance of green recruitment and selection methods in
Kenyan organisations. The analyses revealed that the firms that prioritise environmental
objectives in their recruitment process end up getting individuals devoted to sustainability
issues within the organization. Making organisational principles align with employee beliefs
fosters an environmentally conscious workforce and promotes sustainability initiatives
(Kuria, 2019).

According to the studies that were carried out on green training and development in Kenya,
sustainability-focused on educational programs help very much to improve employees'
environmental knowledge, skills and competencies. These studies noted that employees
receiving comprehensive environmental training are more likely to embrace sustainable
habits outside the organisation in their work life and personal lives. This benefits the
organization as it helps achieve larger social and environmental goals (Jahonga, 2016;
Berman, 2021). Further studies indicate that including environmental criteria and objectives
in performance assessments and reward systems encourages employees to prioritize
sustainability in their daily activities at work. Organizations that equally recognizes and
reward green activities often realize higher and better levels of employee engagement and
enthusiasm to achieve environmental goals.

Studies in Kenya on the adoption of Green Human Resource Management have helped in
addressing a number of issues that include limited financial resources that are available for
the initiatives, insufficient managerial support given out, and a lack of knowledge about the
benefits of GHRM. To handle the challenges, studies suggest leadership commitment should
be enhanced, improvement on the training programs should be made, and more sustainable
technology initiatives should be invested in (Odhiambo, 2023). Furthermore, research reveals
that organisations that embrace green HRM practices frequently establish a strong
sustainability culture, with environmental stewardship being a key organizational value, and
their performance also improves. This cultural shift in behaviour has been connected to
higher employee morale, more creativity in sustainability projects, and a better organisational
reputation (Muisyo, 2022).

These studies demonstrate that green HRM approaches improve environmental performance,
employee engagement, and organizational culture. It is also revealed in the studies that
problems such as limited resources and awareness should be addressed to improve the
efficacy of these initiatives. The findings are a ground upon which future studies will be
based and make practical recommendations for organizations looking to include sustainability
in their HRM strategies.






3. Research Methodology

This investigation adopted triangulation, where three researchers carried out different
interviews and exchanged and shared their findings. By doing this, there was an improvement
on the reliability of interpretations by confirming the results hence reducing biases. The
interview guide was open-ended and structured, and the probing questions were utilized to
get the best of the respondents' experiences and viewpoints. The focus was to guarantee that
the data was accurate and the gathering was actual. The researchers dealt with cultural issues
like social morals, values and beliefs. The study’s interview methodology came up after
conducting a thorough literature review search and drawing on data from a pilot study of four
Nairobi Stock Exchange companies.

The study employed a qualitative research design to be able to bring out the respondents
behaviours, attitudes and practices in their organizations (Hennink, 2020). The organizations
in question were Absa Bank and Maasai Mara Tourist Hotel, both of which apply the
innovative idea of Green Human Resource Management, a new concept not embraced by
organizations. Data was gathered through in-depth interviews with the organization's CEOs,
Human Resource Managers, and Corporate Social Responsibility Managers. This method was
ideal for its adaptability in nature, and it allows for a thorough examination of the issues
identified through direct interactions between researchers and participants (Fossey 2002).
This approach enabled all the respondents to express their opinions and contribute crucial
contextual insights, ultimately improving the study's findings.

3.1 Data Analysis Approach

The use of green human resource management as a separate and distinct practice might
provide an excellent opportunity for organizations to embrace environmental sustainability.
Previous proof indicates that green and human resource management ideas are dwindling and
are not easily incorporated. This study explains what green human resources could be and
how they could be practised, and it ends by proposing the agenda necessary for the future.
Grounded theory was used in the literature review for method triangulation with
phenomenology as part of the qualitative analysis of the findings. The study polled
professionals from chief executive officers and human resource and corporate responsibility
professions. These results were organized into general thematic categories, and the unit of
analysis was the response of categories of respondents.

Data analysis in qualitative research involves systematically examining non-numerical data,
such as text, audio, or video, to identify patterns, themes, or meanings. Unlike quantitative
research, which focuses on numerical data and statistical analysis, qualitative analysis is more
interpretative, focusing on understanding the depth and complexity of human experiences,
behaviours, and interactions.



After the interviews were conducted, which were open-ended interviews where participants
shared their experiences in their own words. The data was converted from audio into written
texts for analysis. Open coding was done, where data was labelled into different themes. A
thematic analysis was then done, and similar codes were combined to form themes and sub-
themes. Finally, the themes were contextually interpreted in relation to the research aims. The
sub-themes were keenly validated by sharing them with respondents to confirm that the
themes originated from them.

4. Results and Findings

The study investigates how Green Human Resource Management (GHRM) practices affect
environmental sustainability, focusing on three main areas: environmental training, creating
green workplaces, and providing financial incentives for sustainability as discussed below:

4.1 Environmental Training

The study established that environmental training is an educational strategy that aims to
improve employees' understanding of environmental issues and their consequences. When
workers know about environmental sustainability, they become more conscious of how their
actions will ultimately contribute to the organization's sustainability initiatives. The increased
awareness promotes a greater commitment to sustainable practices as employees embrace the
concepts of environmental stewardship.

Equally, sustainability training programs actively develops the skills required for successful
sustainable practices. This may involve practical skills like energy conservation, waste
management, resource optimisation, and the use of environmentally friendly technologies.
Workers that are trained in specialized sustainability skills will naturally search for
opportunities to decrease waste, save resources, and minimise the environmental impact of
their work.

Environmental training gradually improves workers' engagement and motivation as
established from the study. When employees realize that their organization is devoted to
conservation and invests in their professional development, they will feel appreciated and are
driven to support these initiatives. The engagement results in higher job satisfaction and a
timely alignment with the organization's mission. The study has shown that the environmental
training is critical in achieving meaningful improvements in environmental sustainability.
Companies prioritising this training lower their energy use, trash output, and overall carbon
impact. These visible outcomes brings out the training's direct impact on environmental
performance and make a compelling case for continuous investment in employee
development as part of a sustainability strategy.

4.2 Green Workplace

Further the study found that having a green workplace calls for modern lighting, efficient
energy appliances and controlled heating and cooling systems. These efforts lower waste not
just at work place but also in the workers' homes. Waste reduction is essential through
paperless operations, recycling programmes, and the reduction of single-use plastics. When
the office environment promotes simple and appealing waste reduction, people are inspired to
participate, resulting in significant waste reduction progress.



It was equally noted that using ecologically friendly materials in workplace improves the
green workplace idea. The strategy include wusing sustainable building materials,
environmentally friendly office supplies, non-toxic and recycled or renewable furniture,
fixtures, and biodegradable cleaning products. These actions helps to lower the workplace's
environmental impact, making it healthier and more pleasant for employees.

The study found that the green workplace emphasizes the link between efficiency and
environmental sustainability. Companies that protect their environment as they save money
and boosts their operations ultimately optimizes resource use while eliminating waste and
boosts the energy This action transforms the green workplace into a strategic asset,
establishing the organization as a sustainability and business innovation leader.

4.3 Financial Incentives for Sustainability

It was established that financial incentives help organizations to realize environmental
sustainability by having their staff carry out eco-friendly activities, including recognition
programmes, bonus sharing, awards and cash benefits. Workers ultimately end up linking
their environmental activities and benefits, creating a natural synergy for an organisation's
key sustainability performance indicators. Financial incentives, for example, were found to
help reduce the staff's energy consumption, minimising wastage and boosting resource
efficiency. Managers will engage workers at various levels to contribute to efforts of
sustainability by having clear goals, quantifiable goals and giving rewards if they are realized
or surpassed

Equally, the study established that consistent financial incentives, like profit-sharing plans or
stock options linked to sustainability goals, are very effective. They make employees to see
sustainable development as important to the company's performance and financial interests.
Therefore, employees are more likely to actively engage when sustainability goals are
integrated into long-term financial compensation structures by emphasizing both immediate
outcomes and long-term environmental impact. Hence, this convergence of financial interests
with sustainability objectives ensures green initiatives' long-term viability and incorporation
into the organization's strategy.

Further from the study, the deliberate implementation of financial sustainability incentives to
the workers may give the business a competitive advantage. Organizations that successfully
integrate sustainable development initiatives into their core operations and compensate its
workers for contributing to these objectives are better positioned to respond to market
demands, stakeholder expectations and legislative changes. This action may result in
increased productivity, cost savings, and creative, environmentally friendly methods that will
benefit the organization's long-term performance.

Finally, financial incentives are needed to build a sustainable culture within organisations.
They become integral to an organization's activities by rewarding sustainability efforts. Over
time, the effort builds a self-sustaining culture of sustainability in which financial incentives
reinforce and strengthen the organization's commitment to environmental stewardship.



5 Managerial Implications

Businesses can cultivate organisational cultures that prioritise sustainability by implementing
recommended green HRM practices, which may improve environmental performance and
corporate social responsibility.

HR departments can create programs to increase employee understanding and engagement in
environmental issues, resulting in active participation in sustainability projects.

The paper contributes to green HRM theory by presenting empirical evidence from Kenya
that addresses distinct challenges and opportunities. It deepens the theoretical relationship
between HRM and sustainability by illustrating how HRM directly impacts environmental
consequences.

The study's findings can aid in the adaptation of green HRM ideas to developing countries
and different cultural contexts, potentially leading to the development of more contextually
tailored theoretical models.

The findings suggest an interdisciplinary strategy combining HRM and environmental
management ideas to foster a holistic understanding of sustainability within organizations

6. Conclusion, Recommendations and Future Research
6.1 Conclusion

The workers who undergo environmental training acquire skills and competencies that
bolsters their desire to implement environmentally friendly procedures, thereby improving an
organisation's environmental performance. Equally, creating a green workplace helps the
workers focus on energy efficiency and waste reduction in the new culture of environmental
sustainability. Lastly, financial incentives given to the workers for their actions in regard to
environmental sustainability help to boost environmental key performance indicators

6.2 Recommendations of the Study

1. Managers of organizations should have green HRM practices in their strategies and
policies to help boost environmental sustainability.

2. Managers should have special training programs to educate staff on environmental
sustainability and green practices. The training should include areas of waste management,
energy saving, and sustainable resource usage to ensure a knowledgeable workforce

3. Managers should build a culture that appreciates and promotes sustainability. Modelling
green behaviours and fostering an environment where sustainability is a shared value can
help increase the general adoption of green activities.

6.3 Implications for Future Research

2. Future research could build on this qualitative study by using quantitative ways to assess
the influence of green HRM practices on specific environmental sustainability criteria,
resulting in more broadly applicable statistics.



3. Longitudinal studies should be carried out to assess the long-term effects of green HRM
practices on environmental sustainability, providing more information on their evolution and
long-term advantages.
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	1. Background of the Study
	Over the years, corporate environmental activities have received much attention from many scholars, including multinational organizations. The main reason for this is that they contribute majorly to environmental pollution and significantly contribute to waste in cultures. Furthermore, they often require control over such sites' impact on the local environment (Becker-Ritterspach et al. 2019: Van Zanten, 2018: Bouguerra, 2023). In response to the aforementioned environmental concerns, organizations, primarily business entities, have developed strategies and introduced many environmental activities that focus on addressing these concerns and engaging in environmental stewardship. Businesses have continuously adopted practices that revolve around reducing pollution, energy conservation, air and water pollution prevention, and compliance with eco-friendly regulations. These practices are collectively known as corporate environmental activities (Basu, 2019: Sarkar, 2020: Li et al. 2020)
	Notwithstanding, realizing the trend of environmental alteration entirely depends on worldwide business practices and citizen behaviours. Countries continue to face various forms of environmental degradation, resulting in constraints to development (Crane, 2019: Logsdon, 2018). This includes the loss of a wide range of ecosystems and associated species, mineral reserves, damage to human health, and loss of services for productive activity. Additionally, there are threats to food security and extended human vulnerability. Arguably, these environmental challenges are not a result of luck but can be attributed to issues other than the quality of the environment (Jarvis, 2019; Harper, 2017; Nyongesa, 2023)
	Green Human Resource Management (GHRM) refers to incorporating environmental management into human resource practices to promote sustainable use of resources within business organizations (Saeed et, al., 2019). This approach aims to align HR policies with environmental goals, ensuring that every aspect of HR—from recruitment to training, performance management, and employee relations—supports and enhances the organization's sustainability efforts (Nyongesa et al, 2020a).
	Green Human Resource Management (GHRM) aims to attract applicants who are wholly devoted to sustainability initiatives. The initiatives might include emphasizing the company's commitment to environmental policies and selecting candidates who share these principles throughout its recruitment processes. Once they are hired, they are properly trained to gain insights into an organization's environmental policies and procedures and what is expected of them. Training programs give them the ability to conserve energy, waste management, and sustainable practices and contribute effectively to the company's sustainability goals (Pham, 2020; Jamil, 2023; Okongo et al, 2015).Green Human Resource Management (GHRM) entails an environmental criterion into employee assessments models, which measure both performance and contributions to sustainability goals in the organization. This method encourages employees to embrace environmentally responsible behaviours. Equally, GHRM enhances practically employee participation in environmental activities, cultivating a shared culture of responsibility and innovation in developing and implementing green solutions (Amjad, 2021). In so doing GHRM uses incentives, recognition and rewards to direct the workers efforts (Leidner, 2019: Nyongesa et al. 2020b).
	To sum it up, GHRM aims to create a workplace that puts forth an environmental sustainability initiative alongside the traditional business goals and objectives as one. This is done by incorporating green ideas into the significant HR operations
	1.2 Statement of the Problem
	Environmental sustainability has become an urgent global priority, driven by the increasing recognition of human activities' impact on the planet. In Kenya, industrial activities and urbanization intensify environmental issues like deforestation, water pollution, and biodiversity loss. Organisations can help address environmental challenges by incorporating sustainable practices into their operations. Green Human Resource Management (GHRM) is a concept that combines environmental management and human resource practices to create a culture of sustainability within organizations.  However, no studies show the acceptance and efficiency of GHRM in Kenyan organizations.
	Most studies on Green Human Resource Management are mainly focused on industrialized nations, with few studies in Kenya. This gap makes it difficult for Kenyan organisations to effectively use GHRM to improve their environmental sustainability efforts and performance. This study seeks to close this gap by qualitatively investigating the effect of green human resource management on environmental sustainability with a focus on environmental training, development of green workplace and financial incentives in encouraging sustainability. The findings will be used to develop personalized GHRM strategies to assist Kenyan organizations in meeting their sustainability targets and improving their environmental performance.
	1.3 Research Objectives
	The objective of the study is to find out the effect of green human resource management on environmental sustainability with a focus on environmental training, development of green workplace and financial incentives to encourage sustainability
	1.4 The Rationale of the Study
	The study advances theory and practice by looking into Green HRM practices in Kenya's growing economy. It sheds light on the existence of Green HRM as an organizational practice in Africa's emerging markets. This study aims to provide additional insights into the findings, determine the level of commitment of our examples to Green HRM, and offer practical implications for practitioners of green and sustainable HRM. The notion of Green HRM (GHRM) is gaining popularity as businesses seek to reduce their environmental effect. It employs HRM to influence employees' behaviours and attitudes towards accomplishing the company's environmental objectives. The current growth of Green HRM provides an expanding number of Green HRM approaches, yet, these practices are typically studied in isolation, with insufficient holistic analysis of whether and how Green HRM can be implemented in organizations.
	1.5 Theoretical Frameworks
	The study was based and guided by the Resource-Based View (RBV) propositions. This strategic management concept holds the view that an organization's long-term competitive advantage emanates from its rare, unique, valuable, inimitable, and non-substitutable resources and skills.  The application of this concept to Green Human Resource Management (GHRM), the GHRM practices might be used solely as strategic resources to improve an organization's environmental performance and sustainability.
	Green Human Resource Management (GHRM) strategies will help improve an organization's environmental performance, efficiency, and overall sustainability. The strategies might include green recruitment, green training, performance monitoring, and staff participation in sustainability projects, which will help reduce waste, conserve energy, and minimize environmental effects (Saeed, 2022; Amjad et al., 2021: Wesonga, 2023:Atambo, 2015).
	Many organizations may implement green practices but those that completely integrate GHRM into their culture and philosophy have a distinct advantage due to their strong commitment to sustainability issues. For instance, a company that gives extensive sustainability training to its employees and incorporates environmental objectives into performance evaluations fosters a sustainable culture forever (Obeidat, 2020).
	This research uses the Resource-Based View (RBV) paradigm to investigate how Green Human Resource Management (GHRM) practices and objectives can immensely contribute to environmental sustainability, focusing on their strategic importance in attaining a competitive advantage in environmental performance. It entails wholesomely determining which green HRM practices provide the most value, their uniqueness within the industry, the impediments to replication, while emphasizing their critical role in achieving sustainability goals(Begum, 2022: (Al Doghan et al., 2022)
	1.5.1 History and Origin of Green Human Resource Management
	Green Human Resource Management (GHRM) is a new concept that incorporates environmental management principles into traditional HRM procedures (Saeed, 2022). This strategic approach as applied by organizations puts emphasis on HRM's role in promoting sustainability and thus supporting environmentally responsible behaviour inside organizations workforce. GHRM's evolution and origin is traced back to important HRM and environmental management milestones. The formalization of GHRM in organizations began in the early 2000s, where experts recognized that HR practices may help bolster environmental sustainability issues. Researchers and industry practitioners began investigating how to align their traditional HR functions—such as recruitment, training, performance management, and employee engagement—with environmental objectives.
	Green Human Resource Management (GHRM) has progressed significantly over the years, as evidenced by numerous notable milestones and developments:
	Academic Research and Publications: In the early 2000s, academic research studies put emphasis on the importance of Human Resource Management (HRM) in solving environmental management issues. Studies revealed that environmental sustainability issues could be incorporated in recruitment, training, and performance management in order to promote organizational sustainability.
	Corporate Adoption: Many businesses started incorporating Green Human Resource Management (GHRM) principles and initiatives into their sustainability programmes. Organizations even established green policies to address concerns of the society like paper usage, energy efficiency, waste management, and travel habits. Pioneering firms such as Toyota and General Electric paved the way by fully incorporating environmental concerns into their corporate strategies and HR practices.
	International Frameworks and Standards: The operationalization of international standards, such as ISO 14001, made it easy to come up with principles for successful environmental management systems and provided a framework. These models made organizations match human resource practices with environmental goals and objectives while ensuring that sustainability was integrated across all departments (Bravi, 2020; Orcos, 2019).
	Recent Developments: Recent advances in GHRM activities include green recruitment where applicants are selected but only those committed to sustainability and green training where staff are educated on environmental challenges (Benevene, 2020).
	Looking ahead, GHRM is much likely be driven by technological advancements, firmer regulatory requirements, and ever increasing demands for corporate transparency in environmental performance to solve societal problems.
	2. Literature Review
	Improvements in environmental outputs, which result in cost reductions in production inputsand waste, can ultimately enhance profitability. Further research by Khodakarami and Brennen (2012) showed that firms can develop superior human capital by embracing environmental goals, which provide a competitive advantage visible to external stakeholders. These efforts create additional workforce needs, eventually promoting better human resource management practices, such as reducing the rate of return to the labour pool. However, companies like Ford, which is associated with the most progressive and environmentally responsible firms, may not succeed in the battle for the most talented workforce by simply implementing policy measures that embrace environmental responsibility. These well-intentioned measures may have unintended consequences and are challenging to measure post-commitment. In a comprehensive review of the complexity and nuances of GHRM practices, Kramar (2014) concluded that the policies undergirding GHRM are not sufficiently inclusive, nor are the related practices sustainable. Significant gaps have been found in the literature regarding the implementation and linkages between employee outcomes and organizational performance - the result is that the relationship between GHRM and many important employee/organizational outcomes remains largely unexplored (Patiat et al. 2024: Wesonga, 2024)
	There is a general agreement on the importance of integrating the environment into core strategic decision-making processes within the firm due to increasing global warming and melting ice caps. However, the decision to operationalize approaches to advance Green Human Resource Management (AGHRM) by going beyond mere activities is a significant challenge concerning policy commitment, as demonstrated by the tone from the top. This study aims to establish the actionable policies adopted by the firm in integrating environmental sustainability and the potential effects on performance. Consequently, the ethical considerations for integrating green with human resource management in theory and practice are reviewed.
	2.1 The Relationship between GHRM and Environmental Sustainability
	The researchers further developed the idea of the significance of the HRM function for the environmentally sustainable firm. They analyzed the relationship between four HRM areas and employees' behaviour. The four HRM areas they identified are selection and socialization as tools for adding value or additional costs to the sustainable organization, training and development as a basis for appropriate utility, and appraisals and rewards which should be awarded for positive environmental behaviour. Their key message was that the HRM function is the key to unlocking the door to employees' hearts and minds, subsequently creating workers who are willing to give their best on behalf of the individual and the collective at a personal and global level. Given that work is at the heart of human activity and forms the basis of our society, it is not surprising that work, as the origin of most environmental effects, is also a front line where the global environmental problem needs to be addressed (Podgorodnichenko, 2020: Roscoe, 2019:Nyongesa, 2024).
	Green HRM may facilitate environmental sustainability by ensuring that the organization's environmental objectives are factored into employees' job descriptions, performance criteria, appraisals, training, and career development. The relationship between employees and their work environment is one of belonging, of commitment to a shared vision and direction. If this vision includes environmental sustainability, GHHR practice and policy can facilitate this connection by providing an environment in which work becomes congruent with a sustainable future. This form of motivation is increasingly essential in organizations addressing long-term sustainability issues (Amjad, 2021: Ababneh, 2021).
	Advocacy for GHRM importance and sustainable gains from environmental sustainability and human resource management distinctions The study result presents GHRM as an increasingly important platform for human resource practitioners to contribute to environmental sustainability (Qureshi, 2020). Thus, adopting and using GHRM in environmental and sustainability challenges is pivotal for improved environmental sustainability environmental sustainability. This research reviewed environmental sustainability literature and found that most of it was concerned with operations, corporate strategy and performance, and corporate entrepreneurial and architected concerns with human resource management, which were not considered. This study connects GHRM and environmental sustainability in the Kenyan context (Anwar et al., 2020).
	The study provides a Verma et al. (2020) based green human resource management (GHRM) conceptual framework through which the inaugural understanding of GHRM impact on environmental sustainability takes place in Kenya. The study discovered seven key mechanisms mediating GHRM's impact on environmental sustainability in the Kenyan context. The mechanisms uncovered include facilitated pro-environmental motivation and behaviour change, facilitated human resource competencies for environmental sustainability performance, improved organizational learning and adaptability to environmental changes, improved prosaically and practitioner behaviours, improved environmental sustainability management competence, and employee will to support operations systems remaining environmentally sound and employee responsible environmental attitudes, behaviour, and engagement (Al‐Ghazali, 2021).
	2.3 Existing Empirical Studies on GHRM in Kenya
	The other studies concentrated mainly environmental supply chain management and environmental management systems. The review of documents revealed minimal emphasis on addressing GHRM-related challenges and organizational commitment to the environment while deploying strategies that integrate environmental, social, and economic factors. It showed that the studies conducted were scarce and focused on the environmental capabilities, knowledge for sustainability, conflict resolution, training, education, environmental management practices, capitalist ideologies of CSR to offer solutions, proxy variables, environmental management systems, environmental management accounting, organizational savings in the form of reduced emissions, savings on resources' consumption, and promoting corporate image. There were external market pressures, organizational performance, environmental assets, corporate financial performance, adoption of Environmental Management Systems, knowledge of environmental responsibilities, and environmental external pressures, suggesting the essential absence of stakeholder objectives. These approaches mainly considered selected case study areas that prompted the sustainability of those regions and overlooked regional territorial energy issues (Shoaib, 2021: Adekoya, 2023).
	The current corporate human resource management (HRM) practices have been criticized for being unsustainable and insufficient to achieve the needed transformative change of firms for societal benefits (Bal, 2022). These have consequently raised a call for the inclusion of human resource management for sustainable development by environmental sustainability advocates, including researchers. Green human resource management (GHRM), a response to the call for HRM sub-areas to contribute to environmental sustainability, has received much research attention and interest from parties. In Kenya, despite the high volume of research on traditional HRM practices, minimal research has been conducted, if any, regarding the understanding thereof and means to increase its organizational application for effective environmental sustainability attainment (Sitko, 2023).
	Several studies in Kenya have looked into the impact of Green Human Resource Management (GHRM) practices on environmental performance in a variety of industries, including manufacturing, hospitality, and education, all of which have large environmental footprints. The findings consistently show that organisations that apply GHRM techniques, such as green recruitment, training, and performance management, enhance their environmental performance. These improvements are frequently accompanied by decreases in trash generation, energy consumption, and carbon emissions (Kuria, 2019; Owino, 2016; Langat, 2017).
	Empirical study emphasizes the importance of green recruitment and selection methods in Kenyan organisations. The analyses revealed that the firms that prioritise environmental objectives in their recruitment process end up getting individuals devoted to sustainability issues within the organization. Making organisational principles align with employee beliefs fosters an environmentally conscious workforce and promotes sustainability initiatives (Kuria, 2019).
	According to the studies that were carried out on green training and development in Kenya, sustainability-focused on educational programs help very much to improve employees' environmental knowledge, skills and competencies. These studies noted that employees receiving comprehensive environmental training are more likely to embrace sustainable habits outside the organisation in their work life and personal lives. This benefits the organization as it helps achieve larger social and environmental goals (Jahonga, 2016; Berman, 2021). Further studies indicate that including environmental criteria and objectives in performance assessments and reward systems encourages employees to prioritize sustainability in their daily activities at work. Organizations that equally recognizes and reward green activities often realize higher and better levels of employee engagement and enthusiasm to achieve environmental goals.
	Studies in Kenya on the adoption of Green Human Resource Management have helped in addressing a number of issues that include limited financial resources that are available for the initiatives, insufficient managerial support given out, and a lack of knowledge about the benefits of GHRM. To handle the challenges, studies suggest leadership commitment should be enhanced, improvement on the training programs should be made, and more sustainable technology initiatives should be invested in (Odhiambo, 2023). Furthermore, research reveals that organisations that embrace green HRM practices frequently establish a strong sustainability culture, with environmental stewardship being a key organizational value, and their performance also improves. This cultural shift in behaviour has been connected to higher employee morale, more creativity in sustainability projects, and a better organisational reputation (Muisyo, 2022).
	These studies demonstrate that green HRM approaches improve environmental performance, employee engagement, and organizational culture. It is also revealed in the studies that problems such as limited resources and awareness should be addressed to improve the efficacy of these initiatives. The findings are a ground upon which future studies will be based and make practical recommendations for organizations looking to include sustainability in their HRM strategies.
	3. Research Methodology
	This investigation adopted triangulation, where three researchers carried out different interviews and exchanged and shared their findings. By doing this, there was an improvement on the reliability of interpretations by confirming the results hence reducing biases. The interview guide was open-ended and structured, and the probing questions were utilized to get the best of the respondents' experiences and viewpoints. The focus was to guarantee that the data was accurate and the gathering was actual. The researchers dealt with cultural issues like social morals, values and beliefs. The study’s interview methodology came up after conducting a thorough literature review search and drawing on data from a pilot study of four Nairobi Stock Exchange companies.
	The study employed a qualitative research design to be able to bring out the respondents behaviours, attitudes and practices in their organizations (Hennink, 2020). The organizations in question were Absa Bank and Maasai Mara Tourist Hotel, both of which apply the innovative idea of Green Human Resource Management, a new concept not embraced by organizations. Data was gathered through in-depth interviews with the organization's CEOs, Human Resource Managers, and Corporate Social Responsibility Managers. This method was ideal for its adaptability in nature, and it allows for a thorough examination of the issues identified through direct interactions between researchers and participants (Fossey 2002). This approach enabled all the respondents to express their opinions and contribute crucial contextual insights, ultimately improving the study's findings.
	3.1 Data Analysis Approach
	The use of green human resource management as a separate and distinct practice might provide an excellent opportunity for organizations to embrace environmental sustainability. Previous proof indicates that green and human resource management ideas are dwindling and are not easily incorporated. This study explains what green human resources could be and how they could be practised, and it ends by proposing the agenda necessary for the future. Grounded theory was used in the literature review for method triangulation with phenomenology as part of the qualitative analysis of the findings. The study polled professionals from chief executive officers and human resource and corporate responsibility professions. These results were organized into general thematic categories, and the unit of analysis was the response of categories of respondents.
	Data analysis in qualitative research involves systematically examining non-numerical data, such as text, audio, or video, to identify patterns, themes, or meanings. Unlike quantitative research, which focuses on numerical data and statistical analysis, qualitative analysis is more interpretative, focusing on understanding the depth and complexity of human experiences, behaviours, and interactions.
	After the interviews were conducted, which were open-ended interviews where participants shared their experiences in their own words. The data was converted from audio into written texts for analysis. Open coding was done, where data was labelled into different themes. A thematic analysis was then done, and similar codes were combined to form themes and sub-themes. Finally, the themes were contextually interpreted in relation to the research aims. The sub-themes were keenly validated by sharing them with respondents to confirm that the themes originated from them.
	4. Results and Findings
	The study investigates how Green Human Resource Management (GHRM) practices affect environmental sustainability, focusing on three main areas: environmental training, creating green workplaces, and providing financial incentives for sustainability as discussed below:
	4.1 Environmental Training
	The study established that environmental training is an educational strategy that aims to improve employees' understanding of environmental issues and their consequences. When workers know about environmental sustainability, they become more conscious of how their actions will ultimately contribute to the organization's sustainability initiatives. The increased awareness promotes a greater commitment to sustainable practices as employees embrace the concepts of environmental stewardship.
	Equally, sustainability training programs actively develops the skills required for successful sustainable practices. This may involve practical skills like energy conservation, waste management, resource optimisation, and the use of environmentally friendly technologies. Workers that are trained in specialized sustainability skills will naturally search for opportunities to decrease waste, save resources, and minimise the environmental impact of their work.
	Environmental training gradually improves workers' engagement and motivation as established from the study. When employees realize that their organization is devoted to conservation and invests in their professional development, they will feel appreciated and are driven to support these initiatives. The engagement results in higher job satisfaction and a timely alignment with the organization's mission. The study has shown that the environmental training is critical in achieving meaningful improvements in environmental sustainability. Companies prioritising this training lower their energy use, trash output, and overall carbon impact. These visible outcomes brings out the training's direct impact on environmental performance and make a compelling case for continuous investment in employee development as part of a sustainability strategy.
	4.2 Green Workplace
	Further the study found that having a green workplace calls for modern lighting, efficient energy appliances and controlled heating and cooling systems. These efforts lower waste not just at work place but also in the workers' homes. Waste reduction is essential through paperless operations, recycling programmes, and the reduction of single-use plastics. When the office environment promotes simple and appealing waste reduction, people are inspired to participate, resulting in significant waste reduction progress.
	It was equally noted that using ecologically friendly materials in workplace improves the green workplace idea. The strategy include using sustainable building materials, environmentally friendly office supplies, non-toxic and recycled or renewable furniture, fixtures, and biodegradable cleaning products. These actions helps to lower the workplace's environmental impact, making it healthier and more pleasant for employees.
	The study found that the green workplace emphasizes the link between efficiency and environmental sustainability. Companies that protect their environment as they save money and boosts their operations ultimately optimizes resource use while eliminating waste and boosts the energy This action transforms the green workplace into a strategic asset, establishing the organization as a sustainability and business innovation leader.
	4.3 Financial Incentives for Sustainability
	It was established that financial incentives help organizations to realize environmental sustainability by having their staff carry out eco-friendly activities, including recognition programmes, bonus sharing, awards and cash benefits. Workers ultimately end up linking their environmental activities and benefits, creating a natural synergy for an organisation's key sustainability performance indicators. Financial incentives, for example, were found to help reduce the staff's energy consumption, minimising wastage and boosting resource efficiency. Managers will engage workers at various levels to contribute to efforts of sustainability by having clear goals, quantifiable goals and giving rewards if they are realized or surpassed
	Equally, the study established that consistent financial incentives, like profit-sharing plans or stock options linked to sustainability goals, are very effective. They make employees to see sustainable development as important to the company's performance and financial interests. Therefore, employees are more likely to actively engage when sustainability goals are integrated into long-term financial compensation structures by emphasizing both immediate outcomes and long-term environmental impact. Hence, this convergence of financial interests with sustainability objectives ensures green initiatives' long-term viability and incorporation into the organization's strategy.
	Further from the study, the deliberate implementation of financial sustainability incentives to the workers may give the business a competitive advantage. Organizations that successfully integrate sustainable development initiatives into their core operations and compensate its workers for contributing to these objectives are better positioned to respond to market demands, stakeholder expectations and legislative changes. This action may result in increased productivity, cost savings, and creative, environmentally friendly methods that will benefit the organization's long-term performance.
	Finally, financial incentives are needed to build a sustainable culture within organisations. They become integral to an organization's activities by rewarding sustainability efforts. Over time, the effort builds a self-sustaining culture of sustainability in which financial incentives reinforce and strengthen the organization's commitment to environmental stewardship.
	5 Managerial Implications
	Businesses can cultivate organisational cultures that prioritise sustainability by implementing recommended green HRM practices, which may improve environmental performance and corporate social responsibility.
	HR departments can create programs to increase employee understanding and engagement in environmental issues, resulting in active participation in sustainability projects.
	The paper contributes to green HRM theory by presenting empirical evidence from Kenya that addresses distinct challenges and opportunities. It deepens the theoretical relationship between HRM and sustainability by illustrating how HRM directly impacts environmental consequences.
	The study's findings can aid in the adaptation of green HRM ideas to developing countries and different cultural contexts, potentially leading to the development of more contextually tailored theoretical models.
	The findings suggest an interdisciplinary strategy combining HRM and environmental management ideas to foster a holistic understanding of sustainability within organizations
	6. Conclusion, Recommendations and Future Research
	6.1 Conclusion
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