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Abstract 

As organizations commit to net-zero goals and climate action, Human Resource Management (HRM) must 
evolve to support workplace sustainability. This paper investigates how HR policies and practices can be 
aligned with environmental sustainability objectives, creating climate-resilient organizational ecosystems. 
Drawing from secondary data—including global HR benchmarks, industry case studies, and policy 
frameworks—this paper identifies key levers such as green recruitment, sustainability-linked training, eco-
incentives, and green performance management systems. The study concludes that HR can no longer be a 
passive administrative function but must lead climate engagement at every level of the organization. 
Strategic alignment between HR and ESG is crucial for shaping adaptive, informed, and environmentally 
responsible workforce cultures. 
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Introduction 
Climate change is no longer a distant threat—it is a present and pressing organizational reality. Floods, 
heatwaves, energy shortages, and changing regulatory environments are forcing companies to rethink their 
operations. Amid this change, Human Resource Management (HRM) has the opportunity—and 
responsibility—to lead the internal shift toward sustainability. 
 
While corporate sustainability is often associated with operations and supply chains, it is the people who 
execute strategies. HR, as the custodian of talent, culture, and capability, must enable this green transition 
through policy alignment, culture building, and performance integration. 
 
This paper explores how HR functions—from recruitment to performance appraisal—can embed 
environmental consciousness to foster climate-resilient workplaces. Based on secondary research, it 
examines case studies from Indian and global firms, HR benchmarks, and strategic reports that highlight 
best practices in Green HRM. 
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Literature Review 
Renwick et al. (2013) established a typology for Green HRM, including green job design, recruitment, 
training, and reward systems. Since then, HR scholars have expanded the conversation to include climate 
risk, resilience, and ethical sustainability. 
 
Recent research (Pham et al., 2020) shows that employees trained in sustainability are more likely to 
engage in pro-environmental behaviours and innovation. Deloitte (2023) notes that 71% of employees 
would be more loyal to employers that actively pursue climate goals. 
 
In India, companies such as Infosys, ITC, and Mahindra & Mahindra have implemented sustainability-linked 
appraisal systems and employee eco-initiatives. HR is also playing a key role in cross-functional ESG 
committees, climate policy training, and even carbon literacy programs. 
 
Despite these advances, gaps remain. Green HRM is often limited to awareness campaigns rather than 
systemic policy integration. There is also a lack of frameworks to evaluate HR’s climate impact—a gap this 
paper seeks to address. 
 

Objectives 
• To explore the integration of sustainability into HR policies and systems. 

• To analyze secondary data on green HR practices across industries. 

• To assess the role of HR in shaping climate-resilient workforce culture. 

• To propose a strategic HR framework for environmentally sustainable organizations. 
 

Methodology 
• A secondary data analysis approach was used, sourcing:  

o Case studies of Indian companies practicing Green HRM 
o HR policy white papers from SHRM India and NHRDN 
o Global sustainability benchmarks (e.g., Dow Jones Sustainability Index, UNGC HR Tools) 
o Academic publications on Green HR, climate resilience, and workplace ethics 
o Industry surveys from Deloitte, Mercer, and WEF on sustainability and HR alignment 

• Content was thematically analysed to identify policy trends, strategic priorities, and barriers in 
climate-aligned HRM. 

 

Findings and Discussion 
1. Green Job Descriptions are Increasingly Common: 

Infosys includes environmental KPIs in manager-level job postings. Tata Power hires sustainability 
officers within HR. 

2. Training and Development is Shifting Focus: 
Wipro’s internal learning platform has modules on carbon accounting, net-zero awareness, and 
sustainable leadership. Such initiatives improve climate readiness among mid-level managers. 

3. Eco-Incentives are Emerging: 
HUL rewards departments that achieve internal sustainability targets with team bonuses. Some 
companies provide carbon-offset travel points and discounts for eco-behaviors. 

4. Performance Appraisals Linked to Green Goals: 
Mahindra Group evaluates leadership on energy efficiency and compliance with ESG mandates, 
integrating sustainability into leadership assessments. 
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5. Barriers Include Lack of Expertise and Metrics: 
Many HR teams are unsure how to quantify environmental contributions or set green KPIs. There’s a lack 
of ready frameworks for climate-aligned HR evaluation. 

6. Strategic Recommendations 
▪ Develop a Green HR Scorecard with KPIs linked to climate goals. 
▪ Mandate environmental training during onboarding and leadership development. 
▪ Incentivize eco-actions through recognition, bonuses, or certifications. 
▪ Involve HR in ESG committees to design inclusive green policies. 
▪ Partner with learning platforms to embed climate literacy. 
▪ Launch internal sustainability campaigns led by HR to build culture. 

 

Conclusion 
The HR function is uniquely positioned to influence climate resilience from within. By aligning its policies, 
systems, and strategies with environmental objectives, HR can drive real behavioural change at scale. As 
climate threats mount, HR leaders must ensure that green values are not just external commitments but 
internal truths. 
 
This paper has shown that organizations with strong HR-sustainability alignment report higher employee 
engagement, brand trust, and innovation in eco-efficiency. It is time for HR to take centre stage in the 
climate conversation—not as a support function, but as a strategic driver. 
 
Future studies could explore empirical outcomes of Green HRM initiatives on productivity and employee 
well-being. For now, the path is clear: climate-resilient businesses need climate-smart HR. 
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