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In the modern business ecosystem, rising environmental concerns and growing stakeholder
expectations have persuaded organizations to incorporate sustainable practices for holistic growth
and competitiveness advantage. In this context, GHRM and GIC have emerged as key determinants
of sustainable organizational performance. The segments of GIC, namely Green Human Capital
(GHC), Green Structural Capital (GSC) and Green Relational Capital (GRC) have emerged as key
determinants of eco-friendly and green performance. This study adopts a descriptive and review-
based research design, relying on secondary data collected from reputed journals and databases
such as Scopus and Web of Science. The review covers literature published between 2019 and 2026,
examines the key practices of GHRM and the effect of GIC on sustainability results. The study is
grounded in theoretical perspectives such as the AMO framework which has three elements namely-
Ability, Motivation and Opportunity. All the three elements defines that how GHRM practices develops
employee’s thought process in the direction of sustainability. Social cognitive theory (SCT) explains
how human competencies, motivation, opportunities and knowledge -based resources contributes to
environmental performance.

The review reveals that effective implementation of GHRM practices significantly enhances
employees’ environmental awareness, attitudes, and behaviors, thereby improving sustainability
performance. Additionally, GIC plays a key role in encouraging creativity, knowledge sharing, and
organizational efficiency, which are crucial for long-term sustainability. The integration of GHRM and
GIC creates a synergistic effect that strengthens competitive advantage and supports sustainable
development.

The study concludes that organizations must move beyond traditional approaches and strategically
integrate GHRM and GIC into their core operations. This integration not only improves ecological
performance along with builds long-term organizational adaptability, capacity and competitiveness in
a rapidly evolving global environment.
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1. Introduction

In recent times, environmental concerns has
become prominent for organizations for long term
sustainability in the future across the globe.
Considering this, the integration of GHRM & GIC has
gained importance for gaining sustainable
performance (Isola et al., 2023., Elnagar &
Aljuwaiber 2025). The term Environmental HRM is
described by the principles, practices, system and
structure which results in guiding the workforce of
the workplace green for the benefit of the
individual, environment and the organisation
(Ahmad, 2015). The author’s (Li et al., 2025; Isola
et al., 2023) highlighted that GHRM is linked to
many factors such as environmental aspects, green
supply chain management, corporate social
responsibility, stakeholder pressure, HR factors,
performance and competitive advantage. The term
Green Intellectual capital comprises of the non
physical assets such as knowledge, skills etc so as
to enhance environmental sustainability and to gain
market advantage (Akter et al., 2025., Elnagar &
Aljuwaiber 2025). GIC have three main dimensions
i.e. Green Human, Structural and Relational capital.
All these components builds positive and proactive
employee attitude towards environment greening
and boosts inclination for green targeting
aspirations (Ghosh & Haque 2023., Akter et al.,
2025., Elnagar & Aljuwaiber 2025., Shahbaz & Malik
2026).

According to (Akter et al., 2025) GHC is explained
as employee’s knowledge, skills, dedication and
creativity towards environment safeguarding
whereas GSC is referred to as non-human,
intangible organizational resources and GRC
consists of intellectual property depends upon the
relations with suppliers, creditors and stakeholder’s.
Hence, the objectives of the review include the
following:

1. To explore the key practices of GHRM.
2. To study the impact of GIC on sustainability
outcomes.
3. To review the relationship between GHRM and
GIC.

2. Theoretical Background

Prior research highlights that GHRM and GIC are the
core factors of long term organizational
performance. Abbas et al., (2023) points out that,

organizations are subject to external pressure from
consumers, government and other stakeholder’s to
demonstrate green practices this leads to reducing
difficulty for them to implement green activities to
meet the needs of the stakeholder’s, hence
improving the market position and boosting
competitive strength. Companies should holistically
integrate sustainability into main business activities,
employ resource optimization tools, execute
environmental initiatives and to invest in building
digital competencies to strengthen sustainability
practices (Akter et al., 2025). Authors have
mentioned various theories which helps in
understanding the integration of GHRM and GIC that
justifies how organizations are able to attain
sustainable performance through human and
knowledge based resources. Leadership plays the
major role in building strong foundation for
sustainability in the organizational culture and
motivate employee’s to adopt green practices
whereas knowledge sharing is one of the useful
factor for enhancing the GIC (Elnagar & Aljuwaiber
2025).

3. Green Intellectual Capital

This term is first coined by Chen (2008) as an
addition to IC (Srouji et al., 2025., Ghosh & Haque
2023). GIC is defined just as the combination of
intangible assests and has gained importance in the

21st century observing the concerns for preserving
the environment (Ghosh & Haque 2023., Ahmed et
al., 2023., Akter et al., 2025). Similarly IC has been
classified into three primary components namely
GHC, GSC and GRC (Niaves et al., 2025., Ghosh &
Haque 2023., Srouji et al., 2025., Akter et al.,
2025). Dimensions of Green Intellectual capital
integrates employee’s knowledge, skills, expertise,
attitudes (GHC), databases, green values (GSC) and
managing external relationships (GRC). The
structural dimension of GIC was given by Barney in
the year 1991 (Al et al., 2023). Each dimension
plays a vital role in fostering environmental
preservation and to gain the competitive edge in the
market (Srouji et al., 2025., Gidage & Bhide 2025.,
Mansoor et al., 2021).
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Source: Jing et al., (2019)

4. Green Human Resource

Management

As (Niaves et al.,2025., Shahbaz & Malik 2025)
highlighted that GHRM practices combines
environment sustainability into HR functions
covering recruitment, training, rewards that aligns
with the environment and also the financial
objectives of the organization. The literature has
suggested that within the intersection of HRM and
ecological balance, leading to the evolution of
GHRM. Combining GHRM with green innovation
helps the organizations to have a competitive edge
(Shahbaz & Malik 2025).

5. GIC & GHRM

Ahmed et al., (2023)., Shahbaz & Malik (2025)
mentioned that GIC can only be achieved when the
organizations works responsibly towards
environment that could only be enhanced by
practising GHRM practices. Furthermore the
strategic integration of both leads to the
achievement of eco-concious results (Shahbaz &
Malik 2025).

6. AMO Framework

Niaves et al., (2025) highlighted that if the
foundation of all the factors are build effectively, it
encourages pro environmental -conscious behaviour
among employee’s. The AMO framework, states that
employee’s way of doing things and there workplace
behaviour originates from the collaboration of three
components namely – Abilities, Motivation and
Opportunities. In relation to environmental
preservation, these components defines that how
Green management practices frame staff
perceptions and practices in the direction of
sustainability (Sharif & Malik 2025).

Abilities refers to the building of the employee’s
competencies such as skills, knowledge and
expertise with the help of green training programs.
Motivation is defined as encouraging employee’s
such as for giving eco-friendly suggestions.
Opportunities integrate the organizational
frameworks and structures that inspires employee’s
to be responsible towards environment. Sharif &
Malik (2025) states that as per this framework
GHRM practices develops employee’s capabilities
through green training and development that
motivates employee’s to contribute and work in the
direction of environment sustainability, also green
compensation and reward system inspires them to
align there personal goals with the organisation’s
green aims.

Source: Ashlea et al., (2019)

7. Social Cognitive Theory (SCT)

This theory was first coined by Albert Bandura’s and
focuses mainly on three components namely –
Personal, Behavioral and Environmental). This is
known as triadic reciprocal determinism (Ahmed et
al., 2023). This theory connects a positive and
practical mindset for sustainability (Ghosh & Haque
2023).

8. Methodology

This study is based on descriptive and review
–based research design, aimed at understanding
concepts, relationships and existing theoretical
frameworks. Data is collected from secondary
sources such as Web of Science, Scopus, Research
articles from reputed journals etc. Relevant
literature were chosen based on keywords such as
GHRM, GIC, Sustainable performance and Green
employee behavior. Data for the period 2015-2026
is analyzed.
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9. Findings

Powerful effect of GHRM Practices on
Sustainability

Sustainable practices like green hiring recruitment,
virtual Learning and green training and education
considerably upgrades sustainable organizational
performance (Mahmood, & Nasir 2023., Yusmazida
et al., 2019). Sustainable innovation and
environmental performance remarkably impact the
firm’s performance (Jitender et al., 2025).

Role of GIC

Maintaining a balance between the three dimensions
of sustainability performance is a central objective
of businesses. However, in the present competitive
landscape, it is growing increasingly challenging for
organizations to achieve sustainable results derived
from traditional non-sustainable business strategies
and capabilities. Hence, green intellectual capital is
becoming an indispensable strategy for sustained
long term growth in a fast-changing environment
(Kumar et al., 2025; Isola et al., 2023). There exists
a favourable relationship between GIC and
organizational effectiveness across sectors
showcasing its contribution to sustainability and
profitability (Shahbaz & Malik 2026).

Integration Enhances Competitive Advantage

The collective integration of Green HRM and GIC
creates a mutually beneficial effect, leading to
innovation, enhanced environmental performance,
and competitive advantage in the market (Shahbaz
& Malik 2026).

Implications

From a practical standpoint, organizations can
implement training programs, green recruitment
practices, Execute green technological innovations
which can boost green intellectual capital and
enable long-term improvement in sustainability
performance.

Policymakers and regulatory bodies should support
and promote organizations to take green decisions
by drafting policies which promotes environmental
responsibility, sustainability reporting, and green
innovation.

Managers should proactively execute GHRM
practices such as environment awareness,

performance evaluation so as to boost
environmentally conscious behavior among
employee’s.

10. Conclusion

This review shows that the existence of GIC has a
productive impact on environment and business
sustainability. The information highlights that
combined approach of both brings more productivity
and positive behaviour of employee’s in terms of are
better able to promote nature-friendly behaviour
among employee’s and improve overall productivity.

In today’s dynamic corporate environment,
institutions must evolve beyond traditional
frameworks and adopt sustainable practices to
remain competitive. Therefore, the addition of
GHRM and GIC is not only useful but also a
necessity for gaining long- term sustainability goals.

Moreover, GIC develop the organization’s capability
to attain sustainability by nurturing green
intelligence, skills and competencies.
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