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Abstract

This study aimed to develop a Green Human Resource Management model for Iranian public organizations
by identifying its causal conditions, central phenomenon, strategies, contextual conditions, intervening
conditions, and consequences. This qualitative study employed the systematic grounded theory approach.
Participants consisted of senior managers and human resource managers in public organizations,
university faculty members, and human resource researchers. Participants were selected through
theoretical and snowball sampling, and data collection continued until theoretical saturation was reached.
A total of 15 experts participated in the study. Data were collected through in-depth semi-structured
interviews and analyzed using open, axial, and selective coding. MAXQDA software was used to organize,
code, and manage the qualitative data and to facilitate the development of conceptual relationships among
the emerging categories. Data analysis resulted in 66 concepts organized into six major dimensions of the
paradigmatic model. Individual factors, organizational structure, and managerial factors emerged as causal
conditions. “Improvement of green human resource capabilities and competencies” was identified as the
central phenomenon and was reflected in green workforce planning and staffing, green recruitment, green
training and development, and green selection. Green performance appraisal, green compensation, and
green motivation systems emerged as the principal strategies. A dynamic competitive environment, green
occupational health and safety management, and green disciplinary management represented contextual
conditions, whereas the internal organizational environment and environmental management approaches
and guidelines constituted intervening conditions. The consequences of the model were identified at four
levels: individual, group, organizational, and supra-organizational. Green Human Resource Management
in public organizations is a multidimensional and systemic phenomenon whose effective implementation
requires alignment among employee capabilities, managerial support, organizational structures, human
resource processes, motivational systems, and environmental requirements; therefore, the integrated
implementation of these components can contribute to improved organizational performance and the
achievement of sustainability objectives.

Keywords: Green Human Resource Management, Public Organizations, Grounded Theory, Green
Capabilities, Sustainability, Environmental Management.
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Extended Abstract

Introduction

Environmental sustainability has increasingly become a central concern in organizational
management as public and private institutions face growing pressure to reduce environmental
degradation, improve resource efficiency, and align their operations with sustainable development
principles. Within this context, human resource management has acquired a strategic role because
organizational environmental policies cannot be effectively implemented without employees who
possess appropriate knowledge, attitudes, competencies, motivation, and behavioral commitment.
Green Human Resource Management (GHRM) has consequently emerged as an integrated
approach that incorporates environmental considerations into human resource policies and
practices, including workforce planning, recruitment, selection, training and development,
performance appraisal, compensation, motivation, employee involvement, and occupational health
and safety. Recent literature conceptualizes GHRM not as a set of isolated environmental initiatives,

but as a comprehensive people-management architecture through which organizations can
institutionalize environmental values and translate sustainability objectives into employee behavior
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and organizational performance (Anshima et al., 2026; Shah et al., 2024; Sunggu & Pandin, 2026; Tahir
et al., 2024).

A central assumption of GHRM is that environmental performance is ultimately dependent on human
behavior. Organizations may introduce environmental technologies, efficiency standards, waste-
reduction systems, or formal environmental management procedures, but the effectiveness of such
measures depends substantially on employees' willingness and ability to act in environmentally
responsible ways. Previous studies have shown that GHRM practices can promote voluntary
workplace green behavior, employee participation in environmental initiatives, and extra-role
environmental behavior (Veerasamy et al., 2024; Yuan et al., 2024). Similarly, socially responsible
human resource management has been associated with employee green behavior through learning-
related and moral mechanisms (Zhou & Zheng, 2024). Environmental satisfaction has also been
identified as an important mechanism linking green human resource practices to employees'
voluntary green behaviors (Patras et al., 2025). These findings suggest that the effectiveness of
environmental management depends not only on formal policies but also on the development of
employee capabilities, identification with environmental values, and sustained behavioral
engagement.

Green human resource practices may further contribute to organizational innovation, learning,
efficiency, and sustainable competitiveness. Knowledge sharing and process innovation have been
shown to strengthen the relationship between GHRM and organizational efficiency (Duah et al.,
2025), while employee behavior and organizational innovation may provide important pathways
through which green human resource practices contribute to sustainable competitiveness (Perwira
et al., 2025). Green technology innovation and green organizational culture have likewise been
identified as mechanisms connecting GHRM with sustainable business performance (Rahman &
Saba, 2025). Furthermore, contemporary organizations increasingly rely on digital technologies,
artificial intelligence, robotics, and algorithmic capabilities to support environmental sustainability
and green human resource systems (Ogbeibu et al., 2024). These developments demonstrate that
GHRM is closely connected with organizational learning, technological capability, innovation, and
strategic transformation rather than being limited to traditional personnel administration.

Leadership and organizational structure are equally important for the successful institutionalization
of GHRM. Transformational leadership can strengthen employee engagement in green initiatives
through supportive human resource practices (Umair et al., 2024), and green managerial awareness
can contribute to environmentally responsible organizational outcomes by shaping employee
behavior and management practices (Sanchez-Garcia et al., 2025). Organizational readiness and
corporate social responsibility also influence the effectiveness of green organizational change (Zihan
et al., 2024). At the same time, formal environmental management systems and standards can
provide an organizational framework for integrating human resource policies with environmental
sustainability objectives (Ortega et al., 2025). Nevertheless, organizations frequently encounter
structural, managerial, cultural, regulatory, and resource-related barriers when attempting to
implement GHRM (Chowdhury et al,, 2026). Comparative evidence further indicates that
implementation varies across organizational and institutional contexts, emphasizing the need for
context-sensitive models rather than universal prescriptions (Kodua, 2025; Suleman et al., 2026).
The consequences of GHRM extend beyond direct environmental outcomes. Studies have linked
green human resource practices with corporate sustainability, organizational legitimacy, social
responsibility, employee health, organizational citizenship behavior for the environment, green
reputation, and economic and operational outcomes (Al-Romeedy & Alharethi, 2025; Mohammadi et
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al., 2024; Ozbay et al., 2024; Ziyadeh et al., 2024). Research in Iran has also highlighted the
importance of policy-oriented models of GHRM, organizational gap analysis, green productivity,
sustainable performance, and institutional capacity-building (Mazidi Sharafbadi, 2025; Najati et al.,
2024; Salarian et al., 2024; Vardi et al., 2025; Zarei & Izadi, 2024). However, public organizations
operate within distinctive administrative structures characterized by formal regulations, hierarchical
authority, public accountability, and relatively constrained human resource systems. These
characteristics may alter the antecedents, implementation mechanisms, and consequences of
GHRM. Accordingly, there remains a need for an empirically grounded model capable of explaining
how green human resource management develops and operates specifically within Iranian public
organizations. Therefore, the present study aimed to develop a grounded model of Green Human
Resource Management in Iranian public organizations by identifying its causal conditions, central
phenomenon, strategies, contextual conditions, intervening conditions, and consequences.
Methods and Materials

This study employed a qualitative research design based on the systematic grounded theory
approach. The interpretive-constructivist paradigm guided the research process, and an inductive
logic was used to generate concepts and relationships directly from participants' experiences and
interpretations. The study focused on Iranian public organizations, with particular attention to
managers and experts familiar with human resource management and administrative structures in
the public sector.

Participants included senior and general managers of public organizations, human resource and
human capital managers, university faculty members, and researchers with expertise in human
resource management. Eligibility criteria included at least a bachelor's degree, a minimum of ten
years of relevant managerial, professional, academic, or research experience, and sufficient
familiarity with human resource management and environmental management issues. Participants
were selected through theoretical and snowball sampling. Sampling and data collection continued
until theoretical saturation was achieved. In total, 15 experts participated in the study, and some
participants were interviewed more than once when additional clarification or conceptual
development was required.

Data were collected primarily through in-depth semi-structured interviews. The interview guide
included open-ended questions concerning green workforce planning, recruitment, selection,
employee development, managerial support, organizational conditions, environmental regulations,
performance appraisal, incentives, environmental behavior, and expected outcomes of GHRM.
Interviews became progressively more focused as emerging categories required further exploration.
Relevant organizational documents and scientific materials were also examined to enhance
contextual understanding. Interview data were transcribed verbatim and analyzed concurrently with
data collection.

Data analysis followed the three-stage coding procedure of open coding, axial coding, and selective
coding. During open coding, interview transcripts were examined line by line, and conceptually
meaningful units were identified and labeled. Similar concepts were compared and grouped into
subcategories and broader categories. During axial coding, relationships among categories were
established according to a paradigmatic framework encompassing causal conditions, the central
phenomenon, contextual conditions, intervening conditions, strategies, and consequences. During
selective coding, the categories were integrated around the central phenomenon to form a coherent
explanatory model. MAXQDA software was used to organize transcripts, codes, categories, analytic
memos, and conceptual relationships.
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Findings

The analysis produced 66 concepts organized into a set of subcategories and six major paradigmatic
dimensions. The central phenomenon was identified as the improvement of green human resource
capabilities and competencies. This phenomenon was expressed through four principal human
resource processes: green workforce planning and staffing, green recruitment, green training and
development, and green selection.

The causal conditions consisted of individual factors, organizational structure, and managerial
factors. Individual factors included specialized green characteristics, general green characteristics,
and individual green capabilities. Organizational structural conditions involved the
professionalization of the organization, maturity of green human resource processes, removal of
obstructive regulations, and availability of appropriate tools and facilities. Managerial factors included
management style, individual characteristics of managers, and senior management support.

The central human resource processes included forecasting the number and type of employees
required for green initiatives, participating in strategic environmental decisions, considering
applicants' environmental awareness, developing a green employer brand, incorporating
environmental criteria into job advertisements, communicating organizational environmental
concerns during recruitment, reflecting environmental policies in recruitment practices, providing
green training, promoting green motivation, managing green knowledge, using job rotation to prepare
future green managers, and selecting applicants with environmental interests, knowledge, and
experience.

Three main categories of strategies emerged: green performance appraisal, green compensation,
and green motivation. Green performance appraisal included environmental management systems
and audits, green performance indicators, evaluation of green outcomes, and organizational
environmental standards. Green compensation included financial and non-financial rewards and
incentives for environmentally responsible behavior. The green motivation system incorporated both
intrinsic and extrinsic motivational mechanisms.

Contextual conditions included a dynamic competitive environment, green occupational health and
safety management, and green disciplinary management. These categories reflected the need to
create competitive incentives for green activities, improve workplace health and safety through
environmentally responsible practices, reduce occupational stress and health risks, establish
environmental regulations, and apply disciplinary mechanisms when environmental standards were
violated. Intervening conditions consisted of the internal organizational environment and
environmental management approaches and guidelines. A supportive psychological climate,
appropriate physical working conditions, clear environmental instructions, and coherent
environmental management approaches could facilitate implementation, whereas their absence
could constrain it.

The consequences were classified at four levels. Individual consequences included reduced illness
and stress, improved health, attitudinal change, development of employees as green ambassadors,
and increased vitality and green citizenship behavior. Group-level consequences included greater
group attachment, increased willingness to participate in groups, stronger group reputation, and
access to rewards. Organizational consequences included improved organizational brand,
enhanced social legitimacy, greater corporate social responsibility, reduced financial penalties,
increased organizational leadership in sustainability, improved customer attraction and income,
lower costs, and greater productivity. Supra-organizational consequences consisted of reduced
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environmental pollution, lower consumption of natural resources, and contribution to the
development of a green lifestyle and improved public health.

Discussion and Conclusion

The findings indicate that Green Human Resource Management in public organizations should be
understood as an interconnected system rather than as a collection of separate environmental
practices. The model demonstrates that green workforce capability is developed through the
simultaneous interaction of individual competencies, organizational readiness, managerial support,
and integrated human resource processes. In this sense, green recruitment or training alone is
insufficient unless organizational structures, leadership practices, evaluation systems, incentives,
and environmental regulations are aligned with the same strategic direction.

The centrality of green human resource capabilities also suggests that the success of environmental
policies ultimately depends on whether employees possess the knowledge, skills, motivation, and
behavioral orientation necessary to translate organizational intentions into daily practice. At the same
time, these capabilities are not merely individual attributes; they are actively shaped by recruitment
standards, training systems, managerial behavior, organizational culture, and formal performance
mechanisms.

Another important implication is that public-sector GHRM requires a balanced combination of
supportive and regulatory mechanisms. Green behavior can be strengthened through training,
recognition, intrinsic motivation, financial and non-financial rewards, but it also requires clear
environmental rules, accountability, performance standards, and disciplinary mechanisms. This
combination appears particularly relevant in public organizations, where formal structures and
administrative procedures strongly influence organizational behavior.

The identified consequences further demonstrate that the value of GHRM extends beyond
environmental protection. Its potential outcomes include healthier and more engaged employees,
stronger group cohesion, improved organizational legitimacy and reputation, reduced costs, higher
productivity, and positive societal and environmental effects. Accordingly, GHRM can serve
simultaneously as a human resource development mechanism, an environmental management
system, and a broader public-sector sustainability strategy.

In conclusion, the study provides a context-specific grounded model of Green Human Resource
Management for Iranian public organizations. The model explains how individual, structural, and
managerial conditions contribute to the development of green human resource capabilities; how
those capabilities are operationalized through planning, recruitment, selection, training, appraisal,
compensation, and motivation; how contextual and intervening conditions shape implementation;
and how the resulting practices generate consequences at individual, group, organizational, and
societal levels. The findings therefore support an integrated approach in which green human
resource management is embedded within the strategic, managerial, and institutional architecture of
public organizations rather than treated as an isolated environmental initiative.
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