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ABSTRACT 

This abstract investigates how Human Resource Management (HRM) has evolved in 

promoting the adoption of green technologies by organizations. The concept of Green Human 

Resource Management emphasizes on aligning HR practices with environmental 

sustainability goals. The study covers some current trends in Green HRM which include:  

• Recruitment and selection: Looking for candidates who have shown dedication to 

sustainability. 

• Training and development: Equipping employees with necessary knowledge and skills to 

work with green technologies efficiently. 

• Performance management: Including environmental metrics in performance appraisals. 

• Reward and recognition: Motivating workers through rewards for eco-friendly behaviour 

or contribution towards conservation efforts. 

 

In addition, this abstract recognizes that there are challenges which organizations face when 

implementing Green HRM such as: 

 

• Employee awareness and knowledge gaps: Ensuring that all staff members understand 

why it is important to embrace these types of initiatives as well as their benefits. 

• Budgetary constraints: Sometimes resources may be limited hence requiring initial 

investments into things like training programs or other related projects aimed at conserving 

energy within an establishment. 

• Organizational culture change: Transforming traditional company cultures so that they 

can support sustainable development may demand considerable amounts of time, money, 

among others. 

Keywords: Green Human Resource Management, Recruitment, Training, Employee 

Engagement 
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INTRODUCTION 

The international community has been calling for urgent measures to address environmental 

problems such as climate change, resource exhaustion, and pollution in the past few years. As 

a result, green technology, which involves inventions and systems created with the goal of 

lowering environmental damage and encouraging sustainability, has become a common 

feature among organizations in all sectors.  

Human resources management is largely responsible for ensuring that the use of green 

technology in organizations is successful. This paper provides an overview of HR 

management trends, issues, and practices with the adoption of green technology. 

1. Trends in Green Technology Adoption: Green technology continues to be absorbed into 

businesses at a growing global pace. Multiple factors are contributing to this trend, such as 

government regulations, consumers’ preference for more environmentally friendly products 

and services, saving money on resources due to various efficiencies, and improving overall 

corporate social responsibility. 

2. Challenges Faced by HR in Adopting Green Technology: The challenges that HR 

departments encounter are: 

 Talent Acquisition and Retention: Finding employees with the qualifications and 

experience necessary to work with green technology may be difficult and costly due 

to the uncontested rivalry for this outstandingly new and perfecting sector of the 

labour market. 

 Training and Development: It is HR’s responsibility to ensure that existing 

employees have the opportunity to acquire the knowledge and abilities necessary to 

work with green technologies. 

 Change Management: The implementation of green technology often requires 

organizational changes that are met by a significant degree of resistance among 

employees who are accustomed to the status quo. In this regard, HR must actively 

participate in the change management process and be responsible for creating a 

supportive culture of innovation and sustainability.  

 Performance management and incentives: Designing performance metrics and 

creating bonus structures that incentivize pro-environmental behaviour also present 

several challenges. Here, HR needs to ensure that employees are properly incentivized 

to engage with the company’s sustainability initiatives. 

3. Best Practises in HR Management for Green Technology Adoption: For tackling such 

difficulties, there are a number of best practices that can be utilized by the HR department 

and they include; 

 Strategic Workforce Planning: This involves identification in advance skills that 

may be required in future and establishment of talent pools for green technology jobs. 

 Collaboration and Partnerships: Collaborate with schools/colleges/universities or 

industry bodies like associations etc., to develop training programmes among other 

initiatives aimed at sharing knowledge about environmental friendly technologies. 

 Communication & Employee Engagement: Communicate openly concerning 

sustainability targets set by the company while allowing staff members participate 
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actively through their contribution towards it as well as giving them voice out their 

concerns. 

 Performance Recognition and Rewards: Recognize individuals who contribute 

greatly towards adoption and success of any green project within an organization 

while also rewarding them accordingly.  

 Ongoing Learning & Improvement: Foster continuous learning culture within 

institutions whereby people should always keep themselves updated with what is 

happening around them especially when it comes to new trends associated with eco-

friendly techs hence enabling organizations adjust their operations so.  

In conclusion, we can say that human resource management has a major role to play if we 

want green technologies adopted widely across different sectors. Indeed, being 

knowledgeable on emerging issues, addressing problems identified and implementing 

recommended measures will see personnel managers contribute significantly towards 

sustainable development goals while enhancing organizational performance at large. 

 

                        

Source: https://link.springer.com/article/10.1007/s11356-022-21471-9 

Trends, Challenges and Practices in HR for Green Technology Adoption 

Category Description Examples 

 

 

Trends 

 

Emerging themes 

and directions in 

HR related to green 

technology. 

* Increasing pressure from stakeholders (investors, 

customers) for environmental responsibility. * Growing 

demand for employees with skills in green technology 

and sustainability. * Focus on employee well-being and 

health, recognizing the link to environmental factors 

(e.g., indoor air quality). 

Challenges 

Obstacles faced by 

HR in 

implementing green 

technology 

adoption. 

* Lack of awareness or knowledge within HR about 

green HR practices. * Difficulty integrating 

sustainability goals into the overall HR strategy.  

* Resistance to change from employees and leaders 

accustomed to traditional practices. * Measuring the 

effectiveness and return on investment of green HR 
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initiatives. 

Practices 

Specific actions HR 

can take to support 

the adoption of 

green technology. 

* Recruitment & Selection: Focus on candidates with 

environmental knowledge and experience in green 

technologies. * Training & Development: Educate 

employees on green practices, technologies, and their 

role in sustainability. * Performance Management: 

Integrate sustainability goals into performance metrics 

and feedback. * Green Commuting Programs: 

Encourage carpooling, cycling, or public transport with 

incentives. * Paperless Initiatives: Implement 

document management systems and reduce paper usage. 

* Energy-Saving Measures: Promote energy efficiency 

in the workplace (e.g., lighting, appliances). * Reward 

& Recognition: Recognize and reward employees for 

environmentally-friendly behaviour. 
 

Source: This Table is created by the Author 

LITERATURE REVIEW 

The adoption of green technology has become a critical aspect of business operations in 

recent years, prompting a shift in human resources management practices to accommodate 

these changes. This literature review aims to synthesize and integrate research findings on the 

trends, challenges, and practices in human resources management related to the adoption of 

green technology. 

 

Masri and Jaaron (2017) conducted an empirical study to assess green human resources 

management practices in the Palestinian manufacturing context. The study revealed that 

organizations are increasingly incorporating green HR practices to align with the adoption of 

green technology. This finding underscores the growing trend of integrating sustainability 

initiatives into HR management strategies. 

Cohen, Lobel, and Perakis (2014) explored the impact of demand uncertainty on consumer 

subsidies for green technology adoption. Their research highlighted the complexity of 

incentivizing the adoption of green technology, indicating a potential challenge for HR 

management in fostering employee buy-in and support for sustainable initiatives. 

Cherian and Jacob (2012) focused on reviewing green HR practices and their effective 

implementation in organizations. The study emphasized the importance of effectively 

implementing green HR practices, suggesting a potential area of improvement for HR 

management in the context of green technology adoption. 

Leicht-Deobald et al. (2019) delved into the challenges of algorithm-based HR decision-

making for personal integrity. Although not directly related to green technology adoption, the 

study shed light on ethical considerations in HR decision-making, which may be applicable to 

the integration of green technology in organizational operations. 

Singh and Trivedi (2016) examined sustainable green supply chain management trends and 

current practices. While not directly addressing HR management, the study provided insights 

into broader sustainability practices that may influence HR strategies in the context of green 

technology adoption. 
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The overall findings of the studies mentioned above suggest a potential increase in green HR 

practices utilization in organizations as green technology grows. Yet, there are numerous 

knowledge gaps and areas for further research that can be distinguished from the existing 

results. 

First, more research was necessary to investigate the specific challenges faced by HR 

management in the implementation and further maintenance of green HR practices in 

organizations that implement green technologies. Moreover, the research that explored the 

role of HR in fostering sustainability and environmental responsibility attitudes among 

employees also needed further development to understand the ways in which HR officers 

may influence green technology adoption. Additionally, examining the ethical aspects of 

implementing the algorithms for HR decision-making in the sphere of green technology 

adoption would provide new knowledge about where the technological and human resources 

theoretically meet in their strive for sustainability. Finally, sustainability research related to 

HR practices will bridge the gap between sustainable supply chain management and the way 

businesses support green technology adoption as a whole. 

In conclusion, the literature reviewed highlights the evolving landscape of HR management 

in response to the adoption of green technology, while also identifying areas for further 

research to enhance our understanding of the challenges and practices in this domain. 

 

STUDY OBJECTIVE 

This study seeks to discover the adaptation of the Human Resource Management to the rapid 

increase in green technologies’ usage. A survey of current green HRM activities will be 

conducted to identify their implementation barriers and examine existing developments that 

enable employee cooperation with environmentally-friendly technologies. All this is carried 

out with the aim to see HRM as a contributor to the future sustainability. 

RESEARCH METHODOLOGY 

This research was conducted by gathering literature from previously published Journals, 

magazines, books, and electronic sources are used to obtain data. The results were derived by 

analyses of existing data from previous publications of relevance. 

RESEARCH FINDINGS 

Recent years have seen a lot of research on trends, challenges and practices in human 

resources management while adopting green technology. Below is the summary of the 

results: 

1. Trends in HRM and Green Technology Adoption:  

• Human resource management practices are increasingly incorporating sustainability goals.  

• HR departments are publicizing and implementing green initiatives at a progressively 

soaring pace in organizational settings. 
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 • The significance of attracting and maintaining sustainable skilled employees is becoming 

obvious to firms. 

2. Challenges Arising from the Adoption of Green Technology:  

• Cost Concerns: Initial investment costs as financial constraints can they pose challenges for 

the company in incorporating green technology. 

• Employees resistant to change: Due to behaviour and perceived inconvenience may make 

workers avoid green technology adoption.  

• Lack of skills: Where human resource manager find it difficult to recruit or train employees 

who have the required competencies for this new type of technology. 

3.  Practices in HRM for Green Technology Adoption:  

• Talent Acquisition and Development: HR departments are shifting toward the individuals 

with the aptitude to handle sustainability. Moreover, they are also giving the existing 

employees training on the green technologies. 

• Change Management: The role of HR in the change process goes far beyond the one of the 

mere message bearer of organizational change for the green technology adoption and the 

address of employees` apprehensions. 

• Performance Management: HRM practices have progressed such that the inclusion of 

sustainability goals and metrics into performance evaluations among employees are proper in 

order to resonate them to the environmental targets. 

• Employee Engagement: To make truly healthy and happy workers, HR is implementing 

strategies of community involvement, like green teams, incentive plans, and communication 

campaigns. 

4. Innovations in HRM and Green Technology Adoption: 

• Gamification: Some of companies are taking the approach of putting gamified systems in 

place to encourage and reward individuals for maintaining green practices at workplace. 

 • Flexible work arrangements: Remote work and flexible schedules might get in the way of 

reducing carbon emissions, particularly because a lot of fuel is needed for transportation due 

to lessening the need to commute. 

 • Sustainability-focused training programs: With the HR being involved, the company offers 

workers training and workshops to learn about emerging environmental challenges and green 

technologies. 

5. Impact on Organizational Culture: 

• Environmental technologies embracement within the organization can serve as a driver for 

sustainable nature culture development, which in return encourages narratives around staff of 

company identity and involvement. 
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 • Organizations with environmental stewardship inclusive in their HRM practices are likely 

to benefit from valuable competition, for example in recruiting top human resources and 

acquiring environmentally friendly clients. 

 • Sustainability vision creates a holistic dimension whose function is to link the practice of 

HRM that face environmental challenges to the objectives of organizations. 

These findings demonstrate how critical it is to match HRM policies with sustainability 

objectives in order to properly take care of incorporating green technology within 

organizations. 

STUDY LIMITATIONS 

Here are a few possible limitations while researching about trends, challenges and practices 

of Human Resource Management (HRM) in relation to green technology adoption:  

 

Data Availability and Measurement:  

 

• Limited Knowledge on Green Initiatives: Companies may not have much information on 

the specific HR practices they implemented when adopting green technologies. 

• Difficulty in Measuring Impact: Environmental impacts from HR practices could be 

multifaceted and indirect which makes it hard to measure their actual effectiveness. 

Focus and Scope:  

 

• Industry Specificity: Different industries have different trends and challenges; these 

studies might not capture such variations across sectors. 

• Geographical Limitations: Research may focus on certain regions thereby neglecting 

approaches used by developing nations or other areas with unique contexts. 

 

Methodological Issues:  

 

• Self-Reported Data: Organisations could exaggerate their green HR practices thus leading 

to biased data. 

• Cross-Sectional Studies: These types of research only provide a snapshot at one point in 

time hence limit understanding cause-effect relationships. 

External Factors:  

 

• Quick-Changing Field: The green technologies and HR practices are rapidly changing 

which makes it difficult to keep the studies up-to-date. 

• Government Regulations: Government regulations and incentives for green initiatives can 

greatly affect HR practices; nevertheless, these may change very rapidly. 
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Other Considerations:  
 

• Large Organizations Focus: Researches may concentrate on large corporations which 

have more funds for environmental programs thus leaving out small businesses cases. 

• Limited Employee Voice: Employees’ viewpoints and experiences on green human 

resource management might not be well represented in the research findings. 

 

Acknowledging these limitations will help in understanding findings better by both 

researchers and readers while also pinpointing areas that require further investigation. 

 

CONCLUSION 

In conclusion, adopting technology presents both opportunities and challenges, for the HR 

department. There is a growing need for professionals who can implement practices but 

finding and keeping such talent can be tough. Incorporating eco-friendly initiatives into the 

company’s culture requires change management and continuous employee involvement. HR 

should focus on building a pool of talent through targeted recruitment and training efforts. 

Cultivating a culture of sustainability boosts employee morale. Attracts individuals. 

Collaboration, among teams ensures that green practices are integrated across all aspects of 

the organization. Using AI. Remote work solutions enhances efficiency and adaptability. It is 

essential for HR to proactively develop strategies to navigate the changing landscape of 

sustainability and environmental responsibility. 
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