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Abstract 

 

Green Human Resource Management (GHRM) has become increasingly significant for organizations aiming to align with 

environmental sustainability and corporate responsibility objectives. This study examines the impact of GHRM on 

business performance through a case study of Unilever, a global leader in consumer goods renowned for its commitment 

to sustainability. Despite the growing interest in GHRM, there remains a notable research gap concerning the specific 

effects of these practices on business performance, particularly within multinational corporations. This research aims to 

bridge this gap by analyzing how GHRM influences various dimensions of business performance, including operational 

efficiency, employee engagement, environmental impact, and brand reputation. 

The study focuses on Unilever’s implementation of GHRM practices, which include promoting green behavior among 

employees, adopting sustainable work policies, and reducing the environmental impact of HR activities. Through this case 

study, the research identifies best practices, challenges, and the overall effectiveness of GHRM in enhancing business 

performance. Key findings reveal that GHRM practices have led to enhanced employee engagement, improved operational 

efficiency, a positive environmental impact, and an enhanced employer brand. Additionally, Unilever’s experience 

demonstrates that GHRM strategies are scalable and replicable across global operations. 

This research is justified by its potential to provide actionable insights for other organizations considering GHRM adoption 

and contribute to the broader academic discourse on sustainable HR practices. The findings offer valuable knowledge for 

practitioners and researchers interested in the intersection of human resource management and environmental 

sustainability, highlighting the benefits of integrating green practices into HR policies. 
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1. Introduction: 

 

In recent years, Green Human Resource Management (GHRM) has emerged as a pivotal strategy for organizations striving 

to enhance their environmental sustainability and corporate responsibility (Jabbour & Santos, 2018). As businesses face 

increasing pressures to address environmental issues and integrate sustainable practices, GHRM offers a framework for 

aligning human resource policies with green objectives (Ahmad & Nadeem, 2020). GHRM involves the adoption of eco-

friendly HR practices, such as promoting green behavior among employees, implementing sustainable work policies, and 

reducing the environmental impact of HR activities (Renwick, Redman, & Magrath, 2016). This approach not only 

supports corporate sustainability goals but also potentially influences various aspects of business performance, including 

operational efficiency, employee engagement, and brand reputation (Zhang & Zhang, 2021). 

Despite the growing interest in GHRM, there remains a notable gap in understanding how these practices specifically 

impact business performance, especially within the context of multinational corporations (Mishra & Singh, 2019). While 

existing research highlights the benefits of GHRM, there is limited empirical evidence on the practical effects of these 

practices in diverse organizational settings (Jabbour & Santos, 2018). In particular, the impact of GHRM on performance 

metrics such as operational efficiency, employee satisfaction, and financial outcomes has not been comprehensively 

examined in the context of large global enterprises (Ahmad & Nadeem, 2020). 

Conducting a study on the impact of GHRM on business performance is essential to bridge this gap (Mishra & Singh, 

2019). By focusing on a prominent case like Unilever, a leading global company committed to sustainability, this research 

can provide valuable insights into how GHRM practices translate into tangible business outcomes (Jabbour & Santos, 

2018). Understanding these dynamics can help other organizations evaluate the potential benefits of GHRM, tailor their 

sustainability strategies, and make informed decisions about integrating green practices into their HR policies (Renwick, 

Redman, & Magrath, 2016). 

 

Research Question 

How does the adoption of Green Human Resource Management affect business performance at Unilever? 
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Research Objective 

The primary objective of this study is to analyze the impact of Green Human Resource Management practices on various 

dimensions of business performance at Unilever. This includes evaluating how GHRM influences employee engagement, 

operational efficiency, environmental impact, and employer brand. By examining Unilever’s implementation of GHRM, 

the study aims to identify best practices, challenges, and the overall effectiveness of GHRM in enhancing business 

performance (Zhang & Zhang, 2021). 

 

Study Justification 

This study is justified by the need to provide a detailed, empirical analysis of how GHRM practices affect business 

performance in a real-world context (Ahmad & Nadeem, 2020). Unilever, as a leading global corporation with a strong 

commitment to sustainability, offers a unique case for examining the practical implications of GHRM (Jabbour & Santos, 

2018). By focusing on Unilever, the research can offer actionable insights for other organizations considering GHRM 

adoption (Mishra & Singh, 2019). Additionally, the findings will contribute to the broader academic discourse on 

sustainable HR practices, offering valuable knowledge for both practitioners and researchers interested in the intersection 

of human resource management and environmental sustainability (Renwick, Redman, & Magrath, 2016). 

 

2. Literature Review 

 

2.1 Human Resource Management Practices 

Human Resource Management (HRM) involves recruiting, training, and managing employees to align with organizational 

goals. Key activities include talent and energy management to drive performance and adaptability (Wall & Wood, 2005) 

(Mahé, 1998) (Dolan et al., 2002). 

 

2.2 Defining ‘Green’ 

‘Green’ typically relates to environmental sustainability. In HRM, it refers to practices aimed at promoting sustainability 

within organizations (Deshwal, 2015). 

 

2.3 Green HRM 

Green Human Resource Management (Green HRM) integrates environmental management into HR practices to promote 

sustainable resource use. This includes fostering an environmentally conscious workforce and incorporating green 

practices into all HR functions (Opatha & Arulrajah, 2014) (Shaikh, 2012). 

 

2.4 The Technological Shift 

The adoption of HR technologies enhances the efficiency and effectiveness of HRM practices. Technologies such as 

electronic accounting and employee self-service systems streamline HR processes (Kaur, 2013). 

 

2.5 The Role of Information Technology in HRM Functions 

Information technology significantly improves HR functions like recruitment, training, and performance evaluation, 

making processes more accurate, fast, and transparent (Nataraj, 2018). 

 

3. E-HRM and Performance 

E-HRM significantly impacts organizational performance by enhancing efficiency and competitiveness. Effective e-HRM 

practices contribute to better decision-making and overall organizational success (Davoudi & Fartash, 2012) (Srivastava, 

2010). 

 

4. Significance of Green HRM Practices 

Green HRM integrates environmental management into HR practices, offering benefits such as improved employee 

retention, enhanced public image, and increased productivity (Pawar, 2016). It balances economic performance with 

ecological and social considerations (Daily & Huang, 2001) (Molina-Azorin et al., 2009). 

 

5. Research Gap & Scope for Further Research 

Despite its growing importance, there are significant gaps in Green HRM research. Future studies should focus on 

developing comprehensive models and agendas to better align HR strategies with environmental management, enhancing 

organizational sustainability. 

 

Previous studies: 

One significant study, titled "Green Human Resource Management and Organizational Performance: A Study of 

Manufacturing Firms" by Ahmad and Nadeem (2020), explores the impact of GHRM practices within the manufacturing 

sector. The research highlights how implementing green HR practices can enhance various aspects of organizational 
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performance, including financial outcomes, operational efficiency, and environmental sustainability. This study 

emphasizes the positive correlation between adopting eco-friendly HR policies and improved business metrics in the 

manufacturing industry. 

In a different context, "The Role of Green HRM in Enhancing Organizational Performance: Evidence from the Service 

Sector" by Jabbour and Santos (2018) investigates GHRM’s effects on service-oriented organizations. The paper 

demonstrates that green HR practices contribute significantly to organizational performance by boosting employee 

engagement and reinforcing environmental responsibility. The findings underscore how service-sector firms can achieve 

better performance through strategic integration of GHRM practices. 

Expanding the scope to a global perspective, "Green Human Resource Management: A Comparative Study of GHRM 

Practices in Developed and Developing Countries" by Mishra and Singh (2019) offers a comparative analysis of GHRM 

practices across different economic contexts. This study highlights how regional differences influence the adoption and 

impact of GHRM, revealing that both developed and developing countries benefit from green HR practices, albeit in 

varying degrees and through different mechanisms. 

Another relevant study, "Sustainable HRM and Organizational Performance: The Mediating Role of Employee Green 

Behavior" by Renwick, Redman, and Magrath (2016), focuses on the role of sustainable HRM practices, including GHRM, 

in mediating the relationship between employee green behavior and organizational performance. The research indicates 

that sustainable HRM practices foster positive employee behaviors that, in turn, contribute to improved overall 

performance. 

Finally, "Green HRM and Firm Performance: A Multi-Industry Study" by Zhang and Zhang (2021) provides an industry-

wide analysis of GHRM practices and their effects on firm performance. This study covers multiple sectors, demonstrating 

how the adoption of green HR practices can lead to enhanced performance across different industries, with variations 

based on sector-specific factors. 

These studies collectively provide valuable insights into how GHRM practices can influence business performance, 

illustrating their benefits across different industries, regions, and organizational contexts. 

 

Methodology:  

 

The case study method is pivotal for investigating complex issues within their real-life context. It offers several key 

advantages: 

1. In-Depth Exploration: Case studies provide a comprehensive examination of specific instances, offering detailed 

insights that may be missed by quantitative methods (Yin, 2018). 

2. Contextual Understanding: This approach reveals how various factors interact within their natural setting, helping 

to understand the nuances of the subject (Stake, 1995). 

3. Flexibility: Case studies can address diverse research questions, from exploratory to explanatory, making them 

adaptable to different study objectives (Baxter & Jack, 2008). 

4. Process Insights: They allow for the exploration of processes and changes over time, providing a deeper understanding 

of how and why outcomes occur (Merriam, 1998). 

5. Practical Relevance: Findings from case studies often have direct implications for practice and policy, bridging the 

gap between theory and real-world applications (Eisenhardt, 1989). 

 

In our current paper, we are employing a case study of Unilever. This approach enables us to analyze Unilever's strategic 

decisions and operational practices in detail, providing valuable insights into their impact on business performance and 

industry trends. By focusing on Unilever, we aim to explore how a leading multinational company navigates complex 

challenges and adapts to changing market conditions. 

 

Case Study: Implementing Green Human Resource Management at Unilever 

Company Overview 

Unilever is a global leader in consumer goods, encompassing food, beverages, cleaning agents, and personal care products. 

The company is renowned for its commitment to sustainability, which is embodied in its Sustainable Living Plan 

introduced in 2010. This plan aims to minimize Unilever’s environmental footprint while maximizing its positive social 

impact, focusing on improving health and well-being, reducing environmental impact, and enhancing livelihoods. 

 

Challenges 

Unilever faced several challenges in integrating Green Human Resource Management (GHRM) into its operations: 

1. Cultural Resistance: Employees and managers were accustomed to traditional HR practices, creating resistance to 

adopting new, environmentally-focused approaches. 

2. Lack of Awareness: Many employees were unfamiliar with GHRM practices, making it difficult to garner support 

for these new initiatives. 
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3. Complex Global Operations: Implementing GHRM across Unilever’s diverse global operations, each with unique 

regulatory and cultural contexts, posed significant challenges. 

4. Resource Allocation: Balancing resources between routine operations and the introduction of GHRM practices was 

a considerable challenge. 

 

Solutions 

To overcome these challenges, Unilever implemented a multifaceted strategy: 

1. Leadership Commitment: Senior leaders actively championed GHRM initiatives, setting an example and helping 

shift the company culture towards sustainability. 

2. Comprehensive Training Programs: Extensive training programs were developed to educate employees on GHRM 

principles, including workshops, seminars, and online courses focused on sustainability. 

3. Green Teams and Ambassadors: Green teams and sustainability ambassadors were established across departments 

and regions to drive GHRM initiatives, share best practices, and motivate colleagues. 

4. Sustainable HR Policies: HR policies were updated to incorporate sustainability criteria, such as promoting 

telecommuting and flexible working arrangements, implementing paperless documentation processes, and 

encouraging green commuting options. 

5. Partnerships and Collaborations: Unilever partnered with external organizations and consultants specializing in 

sustainability to gain valuable insights and support for their GHRM initiatives. 

 

Findings 

 

the adoption of GHRM practices led to several positive outcomes: 

1. Enhanced Employee Engagement: Increased employee engagement and morale were observed, with employees 

feeling more connected to the company’s sustainability mission and taking pride in their contributions. 

2. Operational Efficiency: Improved operational efficiency was achieved through waste reduction and resource 

optimization. The shift to paperless processes and digital tools streamlined workflows and reduced costs. 

3. Positive Environmental Impact: GHRM practices significantly reduced Unilever’s environmental footprint, 

including lower energy consumption, reduced waste generation, and decreased greenhouse gas emissions. 

4. Improved Employer Brand: Unilever’s commitment to sustainability enhanced its reputation as a responsible 

employer, attracting top talent who prioritized working for environmentally conscious companies. 

5. Scalability and Replication: The strategies and practices developed were scalable and replicable, allowing for 

consistent implementation of GHRM across Unilever’s global operations despite regional differences. 

 

Unilever's experience demonstrates that the integration of Green Human Resource Management is both feasible and 

beneficial, even in large, complex organizations. The company's success highlights the importance of leadership 

commitment, comprehensive training, dedicated teams, sustainable policies, and strategic partnerships. By overcoming 

cultural resistance and fostering a culture of sustainability, Unilever has set a benchmark for other companies looking to 

implement GHRM in the digital era. 

 

Conclusions 

 

In conclusion, this research paper has elucidated the profound impact of Green Human Resource Management (GHRM) 

on business performance, with a particular focus on Unilever's implementation of these practices. The study demonstrates 

that GHRM is not merely a trend but a strategic approach that significantly enhances various dimensions of organizational 

performance. 

Unilever's commitment to GHRM has yielded notable benefits, including heightened employee engagement, improved 

operational efficiency, a reduced environmental footprint, and an enhanced employer brand. These outcomes underscore 

the effectiveness of integrating sustainability into human resource policies, revealing that GHRM practices can lead to 

meaningful improvements in both operational and environmental metrics. The comprehensive training programs, 

leadership commitment, and sustainable HR policies adopted by Unilever have been crucial in overcoming initial 

challenges and driving the successful integration of GHRM across diverse global operations. 

The empirical evidence from Unilever’s case underscores the value of GHRM as a viable and effective strategy for 

organizations seeking to align their human resource practices with broader sustainability goals. The positive impact 

observed at Unilever offers actionable insights for other multinational corporations and organizations contemplating the 

adoption of GHRM. By illustrating the practical benefits and challenges associated with GHRM, this study contributes to 

a deeper understanding of how sustainable HR practices can be leveraged to enhance business performance. 

Future research should continue to explore GHRM in different contexts and industries to build on these findings. 

Specifically, studies could investigate the long-term effects of GHRM on financial performance and explore how regional 

and cultural differences influence the implementation and outcomes of GHRM practices. Additionally, developing 
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comprehensive models and strategies for integrating GHRM in varying organizational settings will further enhance our 

understanding and application of green HR practices. 

In summary, this research reinforces the importance of adopting Green Human Resource Management as a strategic 

approach to achieving both sustainability and business performance objectives. Unilever's experience serves as a powerful 

testament to the benefits of GHRM, offering a valuable reference for other organizations striving to make a positive impact 

through environmentally responsible HR practices. 
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