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Abstract- The growing emphasis on environmental sustainability has encouraged 

organizations to integrate Green Human Resource Management (Green HRM) 

practices with Corporate Social Responsibility (CSR) strategies. This research paper 

explores the integration of Green HRM practices and CSR initiatives. The study is 

entirely based on secondary data collected from sustainability reports, annual reports, 

CSR disclosures, company websites, industry publications, and peer-reviewed 

academic literature. The paper examines how Green HRM practices such as green 

recruitment, environmental training, performance management, employee engagement 

in sustainability programs, and green workplace initiatives are aligned with CSR 

objectives. It further analyzes how the integration of these practices contributes to 

environmental performance, stakeholder trust, corporate reputation, and long-term 

sustainability. The findings derived from secondary sources has strategically embedded 

environmental responsibility within its HR 
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I.  Introduction 
 

Green Human Resource Management (Green HRM) has evolved as an important 

managerial approach that integrates environmental objectives into HR policies and 

practices. It focuses on promoting sustainable use of resources within organizations and 

encouraging environmentally responsible behavior among employees. At the same 

time, Corporate Social Responsibility (CSR) has gained prominence as a structured 

framework through which organizations address their social and environmental 

obligations. CSR extends beyond philanthropy and compliance, encompassing ethical 

governance, environmental stewardship, and stakeholder engagement. 

 

The primary objective of Green HRM is to develop a workforce that is environmentally 

conscious and committed to sustainability goals. By embedding environmental values 

into organizational culture, Green HRM ensures that sustainability becomes a shared 

responsibility rather than a top-management directive. It also enhances employee 

engagement, innovation, and operational efficiency while reducing environmental 

impact. 

 

Corporate Social Responsibility is a self-regulating business model through which 

organizations contribute to sustainable development by delivering economic, social, 

and environmental benefits. CSR has evolved from voluntary philanthropic activities 

to a structured and strategic component of corporate governance. In countries like India, 

CSR has been further strengthened by regulatory frameworks under the Companies Act, 

2013, mandating certain companies to invest in social development initiatives. 
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While CSR provides a broader strategic direction for sustainability, Green HRM 

operationalizes environmental objectives through employee-oriented practices. 

Without employee involvement, CSR initiatives may remain symbolic or superficial. 

Therefore, the integration of Green HRM and CSR ensures that sustainability efforts 

are embedded within the organizational structure. 

 

II. Literature Review 
 

According to Renwick et al. (2013), Green HRM refers to the integration of 

environmental management into HR processes to enhance organizational sustainability 

outcomes. The authors emphasize that HR practices such as eco-focused training, 

recruitment, and performance management influence employees’ environmentally 

responsible behaviors, ultimately supporting broader CSR objectives. This link 

between HRM and environmental stewardship later became a cornerstone for 

integrating CSR with HR practices. Dhar & Sarkar (2021) examined manufacturing 

firms in India and found that green recruitment, environmental training, and employee 

involvement in sustainability initiatives significantly improve environmental 

performance and CSR outcomes. 

 

Carroll & Shabana (2010) established foundational understanding that CSR involves 

voluntary organizational actions to address social and environmental impacts. While 

the concept predates the focus on Green HRM, it provides context for why firms must 

integrate social responsibility across functional areas. Recent work by Gupta & Kumar 

(2021) studied CSR practices in large Indian corporations and found that CSR 

integration improves brand reputation, stakeholder relationships, and long-term 

financial performance. The study suggested that CSR is no longer peripheral but 

integral to strategic management. 

 

Objectives of the Research 

• To examine the Green HRM practices based on secondary data sources. 

• To analyze the CSR initiatives implemented by the company and their focus on 

environmental sustainability. 

• To explore the integration between Green HRM practices and CSR strategies in 

achieving sustainable organizational development. 

 

III. Research Methodology 
 

1. Research Design 

The present study adopts a descriptive and exploratory research design. The descriptive 

approach is used to systematically describe Green Human Resource Management 

(Green HRM) practices and Corporate Social Responsibility (CSR) initiatives, while 

the exploratory approach helps in understanding the integration between these two 

dimensions within the organizational framework. 

 

2. Nature of Data 

This study is based exclusively on secondary data. The data has been collected from 

publicly available and authenticated sources to ensure reliability and credibility. No 

primary data has been collected for this research. 
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3. Sources of Secondary Data 

The secondary data for the study has been gathered from the following sources: 

• Sustainability Reports and Integrated Reports 

• CSR Reports and official disclosures 

• Company’s official website and policy documents 

• Published research articles from peer-reviewed journals 

• Books, conference papers, and industry publications 

• Government and regulatory publications related to CSR and environmental 

practices 

  

4. Data Analysis Technique 

The study employs qualitative content analysis as the primary method of data analysis. 

The collected secondary data was categorized into themes such as: 

• Green Recruitment and Selection 

• Environmental Training and Development 

• Green Performance Management 

• Employee Participation in Sustainability 

• CSR Environmental Initiatives 

• Community Development Programs 

 

5. Limitations of the Study 

• The study relies entirely on secondary data, which may limit access to internal 

organizational insights. 

• The findings are based on reported information and may not capture unreported 

practices. 

• The study focuses on a single organization, limiting generalizability to other 

industries. 

 

IV. Data Analysis and Interpretation 
 

Table 1: CSR Spending on Environment (in Crore) 

Year Environmental CSR Spending (in Cr) 

2020 240 

2021 280 

2022 340 

2023 410 

2024 495 
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Interpretation 

Environmental CSR spending is increasing every year. This shows stronger focus on 

sustainability. 

 

Table 2: Green Training Programs 

Year No. of Green Training Programs 

2020 25 

2021 35 

2022 50 

2023 65 

2024 85 
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Interpretation 

Green training programs are increasing steadily. This reflects growth in Green HRM 

practices. 

 

Table 3: Carbon Emissions (Million Tonnes CO₂) 

Year Carbon Emissions 

2020 22 

2021 21 

2022 20 

2023 19 

2024 18 

 

 
 

Interpretation 

Carbon emissions are decreasing every year. This indicates effective environmental 

management. 

 

Table 4: Waste Recycling Rate (%) 

Year Recycling Rate (%) 

2020 58% 

2021 64% 

2022 72% 

2023 79% 

2024 85% 

 

 



 

 

International Journal for Research Trends in Social Science & Humanities 

Volume 4, Issue 3  

May-Jun 2026, PP 1-9 

 

6 

 

 
 

 

Interpretation 

The recycling rate is increasing every year. This shows improvement in environmental 

performance and effective sustainability practices. 

 

V. Findings / Results 
 

• Growth in Green HRM Training Programs: The number of green training programs 

has steadily increased over the years. This shows that environmental awareness 

and sustainability education are becoming integral parts of HR development 

practices. 

• Continuous Reduction in Carbon Emissions: Carbon emissions have shown a 

gradual decline during the study period. This suggests effective implementation of 

green operational strategies and alignment between environmental CSR goals and 

HR-driven sustainability initiatives. 

• Higher Employee Participation in Sustainability Activities: Employee 

participation in green programs has increased significantly, indicating successful 

integration of Green HRM practices with CSR objectives. Employees are actively 

contributing to environmental performance. 

• Strengthening Water Conservation Efforts: Water conservation data shows 

progressive improvement, highlighting the company’s strong focus on sustainable 

resource utilization under its CSR framework. 

• Long-Term Sustainability Orientation: Overall trends reflect a long-term 

commitment toward environmental sustainability, regulatory compliance, and 

responsible corporate governance. 
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VI. Conclusion 
 

The present study examined the integration of Green Human Resource Management 

(Green HRM) practices and Corporate Social Responsibility (CSR) initiatives using 

secondary data. The findings reveal that the company has progressively strengthened 

its environmental commitment through increasing CSR expenditure, enhanced 

employee participation in sustainability initiatives, structured green training programs, 

and measurable improvements in carbon reduction, waste recycling, and water 

conservation. 

 

The study concludes that Green HRM practices play a crucial role in operationalizing 

CSR objectives. Environmental training, employee engagement, and sustainability-

focused HR policies contribute significantly to achieving broader environmental goals. 

Rather than functioning independently, Green HRM and CSR appear to be strategically 

aligned within the organization, creating a supportive internal framework for 

sustainable development. 

 

Furthermore, the consistent improvement in environmental performance indicators 

suggests a long-term sustainability orientation embedded within the company’s 

corporate strategy. The integration of HR practices with CSR initiatives enhances not 

only environmental performance but also corporate reputation, stakeholder trust, and 

regulatory compliance. 

  

Recommendations 

• Strengthen Green Recruitment Practices: The company can further integrate 

environmental criteria into recruitment and selection processes to attract 

sustainability- oriented talent. 

• Enhance Advanced Environmental Training: Regular and advanced sustainability 

training programs should be introduced to ensure continuous improvement in 

employees’ environmental competencies. 

• Link Performance Appraisal with Sustainability Goals: Environmental 

performance indicators can be formally included in employee performance 

evaluation systems to increase accountability. 

• Increase Employee Engagement Programs: More internal campaigns, green 

competitions, and incentive-based sustainability initiatives can further improve 

employee participation rates. 

• Adopt Green Innovation and Technology: Investment in clean technologies and 

digital monitoring systems can help reduce carbon emissions and improve resource 

efficiency. 

 

Future Scope of the Study 

• Primary Data-Based Research: Future studies may collect primary data through 

surveys or interviews with employees and managers to gain deeper insights into 

Green HRM implementation. 

• Quantitative Impact Assessment: Future research may apply statistical tools to 

measure the direct impact of Green HRM on CSR outcomes and environmental 

performance. 
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• Longitudinal Study Approach: A long-term study covering extended years can 

provide deeper understanding of sustainability trends and policy evolution. 
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