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Abstract. Strategic green governance is essential for integrating environmental 
sustainability into public policy, fostering resilient communities, and promoting social 
equity. This study examines how public policy frameworks prioritising green governance 
can reduce environmental impact, enhance resilience, and drive socio-economic benefits. 
Data analysis found that policies emphasising cross-sectoral integration of green principles 
significantly reduce carbon emissions and boost community adaptation. Moreover, green 
governance facilitates green job creation, enhancing economic stability and job 
satisfaction. This research contributes to public administration, governance, and policy by 
underscoring the need for adaptive frameworks incorporating stakeholder engagement, 
policy integration, and continuous improvement, ultimately advancing sustainable 
development goals and community resilience. 
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1 Introduction 

The shift toward sustainable economic systems has become increasingly imperative as 
environmental challenges continue to impact global, national, and local communities [1], [2]. 
Public administration, a critical driver of policy and governance, faces new demands to integrate 
environmental sustainability into its frameworks [3]–[6]. In particular, the need for a green 
economy, which aligns economic growth with environmental protection, places unique 
pressures on human resource management (HRM) within public institutions [6]–[9]. Effective 
green governance marked by eco-friendly policies, sustainable practices, and resource-efficient 
strategies is essential to support this transition [10]–[13]. Over recent years, many governments 
worldwide have responded by introducing green policies to reduce carbon footprints, minimise 
waste, and optimise natural resources [12], [14]. However, sustainable transitions in public 
administration are complex and multifaceted, often requiring adaptive governance, the 
development of green skills, and the implementation of innovative HRM practices. Such a 
transformation is particularly challenging in the public sector, where rigid structures and 
traditional administrative practices can hinder the adoption of new, sustainable approaches. 

While green governance is increasingly recognized as necessary for sustainable economic 
transitions, public institutions frequently struggle to implement and sustain green HRM 
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practices effectively [15]–[17]. One key challenge is embedding green skills and values within 
the workforce to align with the organization’s environmental goals. Additionally, many HRM 
frameworks lack the flexibility to integrate green practices without compromising operational 
efficiency. This misalignment between HR policies and environmental objectives hampers the 
potential for impactful green transitions, highlighting the need for innovative HRM strategies 
that support sustainability. 

Green HRM highlights several strategies that have proven effective in the private and public 
sectors [18]–[21]. These include green training and development, which equips employees with 
knowledge and skills for sustainability; green recruitment, which prioritizes candidates aligned 
with organizational environmental values; and green performance management, which 
incentivizes sustainable behaviour. Studies also indicate that effective green HRM contributes 
to higher job satisfaction and organizational commitment, which are crucial in public 
administration contexts where motivation and retention can be challenging. However, while 
private sector innovations in green HRM have been extensively explored, there remains a 
research gap in public administration, particularly in implementing these practices within the 
unique constraints and structures of public sector institutions. This study proposes a framework 
for integrating innovative green HRM practices in public administration, focusing on aligning 
HRM policies with green governance goals. By analysing current practices and identifying 
barriers to green HRM, this study will offer recommendations for HR departments within public 
administration to support the green economy transition. The proposed approach emphasizes 
cross-sectoral collaboration, green skill development, and adaptive policy frameworks that can 
evolve with environmental and societal demands. 

This research brings new value to the field of public administration by bridging the gap 
between HRM and green governance. By focusing on innovative strategies, the study 
contributes to a deeper understanding of how public institutions can overcome structural and 
operational barriers to sustainability. This research also highlights the critical role of HRM in 
fostering a workforce capable of supporting sustainable development, thereby addressing a 
significant gap in the existing literature on public sector sustainability. The purpose of this study 
is to examine and propose innovative HRM practices that can support green economy transitions 
within public administration. By identifying effective strategies and addressing existing 
challenges, this research aims to provide a roadmap for public sector institutions striving to 
achieve sustainability goals. Ultimately, the study seeks to contribute to the development of 
adaptive, resilient, and sustainable public administration practices that can better serve both 
environmental and socio-economic objectives. 

2 Literature Review 

The emergence of Green Human Resource Management (Green HRM) has increasingly 
influenced organizational strategies globally, yet its application in public administration is 
relatively recent and underexplored. Green HRM refers to aligning human resource policies and 
practices with environmental sustainability goals, focusing on green recruitment, training, 
performance management, and organizational culture [18]–[23]. Scholars emphasize that Green 
HRM can drive environmental responsibility by cultivating an eco-conscious workforce. 
However, the existing literature reveals gaps in understanding how Green HRM frameworks 
adapt within the unique structures of public sector organizations, a key focus of this study. 



Early studies laid the foundation for Green HRM by establishing connections between 
HRM and organizational sustainability [20], [21], [24]–[26]. The research highlighted that 
employee attitudes significantly impact a company’s environmental performance, suggesting 
that HRM can play a crucial role in promoting sustainability. Building on this, argued that 
environmental training and motivation foster environmental awareness among employees. 
These studies underscored that environmentally focused HRM is essential for organizations 
committed to sustainability, serving as a precursor to the concept of Green HRM. However, 
these foundational studies primarily examined Green HRM in corporate settings, leaving a gap 
in public administration contexts where sustainability goals and operational structures differ. 
The limited focus on the public sector calls for further research to determine how public 
institutions, bound by bureaucratic constraints, can effectively implement Green HRM. 

The concept of Green HRM evolved with the development of specific strategies, including 
green recruitment, training, performance management, and organizational culture [23], [27]–
[32]. Studies categorized Green HRM practices into two key areas: (1) policy-focused practices 
such as green recruitment and training and (2) behavioural practices that include promoting 
green values and employee engagement in eco-friendly activities. Their study found that 
organizations incorporating Green HRM practices improved employee commitment to 
sustainability goals, which led to better environmental performance. Similarly, green training 
and development, emphasises that these practices equip employees with the knowledge to 
achieve organizational sustainability targets. Their findings revealed that employees trained on 
environmental issues showed higher engagement in green initiatives, indicating the importance 
of HRM in fostering an eco-conscious workforce. This research contributes by building upon 
these findings within a public sector framework, where green training may face unique barriers. 

While there is substantial literature on Green HRM in corporate settings, research on its 
application in public administration is sparse [33]–[40]. Studies addressed this gap by 
examining the potential for Green HRM in public institutions. Work on Malaysian public sector 
organizations found that environmental training and green policies positively impacted 
employee attitudes towards sustainability. However, the study identified barriers such as budget 
constraints, regulatory hurdles, and limited HR autonomy, hindering the widespread adoption 
of Green HRM in government agencies. Expanded on this by analysing Green HRM practices 
across Southeast Asian public institutions, identifying critical factors like organizational culture, 
leadership support, and employee motivation as determinants of successful green transitions. 
The study concluded that while public organizations recognize the importance of Green HRM, 
practical implementation remains challenging due to structural limitations and resource 
constraints. This research aims to address these challenges by proposing adaptive strategies 
tailored to public sector HRM, advancing the applicability of Green HRM in public 
administration. 

Green recruitment, the process of hiring employees with pro-environmental values, is a 
critical aspect of Green HRM [23], [27]–[29], [34], [35]. Studies suggest that organizations 
benefit from selecting candidates aligned with environmental goals, as this alignment enhances 
job satisfaction and commitment to sustainability. Demonstrated that green recruitment can 
significantly reduce an organization’s environmental impact by fostering an eco-conscious 
workforce. Although green recruitment has proven successful in the private sector, public 
organizations encounter unique challenges in implementing this practice due to bureaucratic 
hiring processes. Observed that rigid hiring policies in the public sector often prevent HR from 
prioritizing green values, thus limiting the scope for green recruitment. This study will explore 
ways to adapt green recruitment strategies within public administration, providing insights for 
HR practitioners on balancing organizational procedures with green goals. 



Green training equips employees with the knowledge and skills to participate in 
environmental initiatives effectively [23], [27]–[29], [31], [34], [41]–[43]. Found that 
organizations implementing green training programs observed increased employee engagement 
and adherence to environmental goals. Furthermore, noted that green training improves 
employee morale and fosters a culture of sustainability, contributing to better environmental 
performance. In the public sector, green training faces challenges due to limited budgets and 
competing priorities. Argued that budget constraints often restrict public institutions from 
providing extensive green training, a gap this research addresses by identifying cost-effective 
strategies for green training in public administration. Effective Green HRM also involves 
performance management systems that evaluate and reward sustainable behaviour. Studies 
highlight that organizations incentivizing green practices achieve better environmental 
performance. Showed that employees responded positively to green performance metrics, 
suggesting that such systems can motivate pro-environmental behaviour. However, a lack of 
standardized green performance metrics is a barrier, particularly in public administration where 
traditional performance indicators prevail. This study will contribute by proposing green 
performance metrics suited to public administration, offering a framework for HR departments 
to reward environmentally conscious behaviour effectively. 

While Green HRM shows promise, its implementation in public administration is fraught 
with challenges. Identified bureaucratic inertia, limited HR autonomy, and budget constraints 
as significant obstacles to adopting green practices in public institutions. Their research suggests 
that overcoming these barriers requires policy reforms that grant HR departments more 
flexibility and resources to pursue green goals. Also highlighted resistance to change within 
public organizations, where traditional practices often overshadow innovative approaches. This 
research will address these challenges by proposing adaptive Green HRM strategies that align 
with public sector constraints, offering practical solutions for HR practitioners aiming to 
promote sustainability. This research aims to bridge the gap between Green HRM practices and 
public administration by examining how HR policies can support sustainable governance. While 
previous studies have identified green recruitment, training, and performance management as 
critical components of Green HRM, few have explored their application in public institutions. 
By focusing on these practices within public administration, this research contributes to a deeper 
understanding of how public organizations can navigate structural and operational barriers to 
implement Green HRM effectively. Additionally, this study introduces a novel framework for 
Green HRM in public administration that emphasizes flexibility, cross-sector collaboration, and 
policy integration. This approach addresses the unique challenges faced by public institutions, 
providing insights for HR departments on aligning their practices with green governance goals. 
Ultimately, this research advances the literature by proposing actionable solutions to support 
green economy transitions within the public sector. 

3 Methods 

This study employs a mixed-methods research design, combining both quantitative and 
qualitative approaches to provide a comprehensive understanding of Green HRM 
implementation in public administration. The mixed-methods approach is suitable because it 
allows for the integration of quantitative data, such as employee survey responses, with 
qualitative insights gathered from interviews with HR managers and public sector employees. 
This design ensures a holistic view of the challenges, perceptions, and practicalities involved in 



adopting Green HRM practices in the public sector. The quantitative component aims to 
measure attitudes, perceptions, and readiness for Green HRM among public sector employees, 
while the qualitative component seeks to gain in-depth insights into organizational challenges, 
HR policies, and leadership perspectives. This combination offers a robust framework to 
understand both the broad trends and nuanced factors influencing Green HRM adoption. 

The initial phase involved an extensive literature review to identify gaps in Green HRM 
research, particularly within public administration contexts. This phase provided the foundation 
for formulating research questions and objectives, ensuring the study addresses relevant issues 
and contributes to existing knowledge. Research Instrument Development Based on the insights 
gathered in Phase 1, research instruments were developed to capture quantitative and qualitative 
data. These instruments included a structured survey for quantitative data collection and an 
interview guide for qualitative insights. The survey was designed to measure key variables such 
as environmental attitudes, perceived challenges, and readiness for Green HRM, while the 
interview guide was crafted to explore deeper issues related to organizational culture, policy 
constraints, and HR strategies. 

Data collection was carried out over two months. Surveys were distributed to a broad 
sample of public sector employees, while in-depth interviews were conducted with HR 
managers and select employees representing different departments. The dual data collection 
process ensured a comprehensive dataset that reflects both employee perspectives and 
management insights. Data Analysis The final phase involved data analysis, where quantitative 
and qualitative findings were integrated to provide a cohesive understanding of the research 
questions. Statistical techniques were used to analyse survey data, while thematic analysis was 
employed to interpret interview data. The findings were then synthesized to address the research 
objectives and draw meaningful conclusions. 

The survey questionnaire was designed to measure variables related to Green HRM, 
including employee attitudes toward environmental initiatives, perceived organizational support 
for Green HRM, and readiness to engage in green practices. The questionnaire was divided into 
several sections with information about participants, such as age, department, years of service, 
and level of environmental knowledge. Items measuring individual beliefs and values regarding 
sustainability and environmental responsibility. Questions assessing the perceived level of 
support for green initiatives from leadership and management. Items evaluating employees' 
willingness and perceived capacity to adopt Green HRM practices within their roles. Interview 
Guide The interview guide was developed to gather qualitative insights from HR managers and 
select employees. The guide consisted of open-ended questions covering the following topics. 
Questions addressing challenges and obstacles in implementing Green HRM practices within 
the public sector. Discussion on the role of organizational policies, leadership support, and 
regulatory constraints. Insights into possible strategies, practices, or adjustments needed to 
facilitate Green HRM. The open-ended format allowed participants to share detailed 
perspectives, enhancing the richness of the data collected. 

Data collection was conducted following ethical guidelines to ensure participant 
confidentiality and informed consent. Surveys were distributed electronically via email to a 
random sample of public sector employees, ensuring a diverse representation across 
departments. Respondents were given two weeks to complete the survey, with reminders sent 
periodically to encourage participation. Responses were collected anonymously to minimize 
social desirability bias and encourage honest feedback. Interviews were scheduled with HR 
managers and select employees who volunteered to provide insights into Green HRM 
implementation. Each interview lasted approximately 30-45 minutes and was conducted either 
in person or through online video conferencing, depending on participant preferences. 



Interviews were audio-recorded with consent, transcribed verbatim, and anonymized for 
confidentiality. 

The quantitative survey data were analysed using descriptive and inferential statistics. 
Descriptive statistics provided an overview of demographic characteristics, environmental 
attitudes, and perceived organizational support for Green HRM. Inferential statistics, such as 
correlation and regression analyses, were used to examine relationships between key variables 
(e.g., the link between organizational support and readiness for Green HRM). Statistical 
software such as SPSS was employed to facilitate accurate analysis and interpretation of survey 
data. Qualitative Analysis Qualitative data from the interviews were analysed using thematic 
analysis, a technique that identifies, analyses, and reports patterns within the data. Transcribed 
interviews were reviewed multiple times to become thoroughly familiar with the data. Initial 
codes were generated based on recurring words, phrases, and ideas within the data. Codes were 
grouped into broader themes that represented key findings related to Green HRM challenges, 
organizational culture, and suggested strategies. Themes were reviewed and refined to ensure 
they accurately represented the data and aligned with the research questions. Clear definitions 
and names were assigned to each theme to facilitate interpretation. Themes were integrated into 
a narrative that provided a detailed understanding of the qualitative data, enriched by direct 
quotations from participants. 

By triangulating quantitative and qualitative findings, this mixed-methods approach 
ensured a comprehensive analysis of the data. The integration of both types of data allowed for 
a nuanced interpretation of Green HRM challenges and opportunities in public administration, 
grounded in both numerical evidence and narrative insights. Ethical Considerations The study 
was conducted by ethical research guidelines. Informed consent was obtained from all 
participants before data collection, and confidentiality was maintained throughout the study. 
Survey responses were anonymous, and interview data were de-identified to protect participant 
privacy. Ethical approval was sought and granted by the relevant institutional review board, 
ensuring the research adhered to ethical standards. 

Although the mixed-methods approach offers comprehensive insights, several limitations 
should be acknowledged. First, the reliance on self-reported data in surveys may introduce 
social desirability bias, as participants may respond in ways that reflect positively on themselves 
or their organization. Second, the limited sample size for interviews may affect the 
generalizability of qualitative findings, although efforts were made to capture a diverse range of 
perspectives. Lastly, the time constraints for data collection limited the scope of interviews, 
which may have restricted the depth of qualitative insights. Despite these limitations, the chosen 
methodology provides a well-rounded foundation for addressing the research questions and 
achieving the study’s objectives. 

4 Results and Discussion 

The survey responses revealed key insights into employees’ attitudes to Sward Green HRM 
practices. Over 70% of respondents demonstrated a positive orientation towards environmental 
sustainability, indicating a strong willingness to adopt green practices within their roles. 
Respondents expressed high agreement with statements related to environmental values, 
suggesting that employees generally support Green HRM and are aware of its importance in 
achieving organizational sustainability. However, there were notable variances across 
departments, with some showing higher levels of commitment than others. Departments with 



direct environmental impact (e.g., waste management, transportation) reported the highest levels 
of support for Green HRM, while administrative departments showed comparatively lower 
enthusiasm. 

Green HRM analysis of survey items related to organizational support revealed that only 
45% of employees felt that their organization provided adequate support for implementing 
Green HRM practices. Respondents indicated that while the institution promotes environmental 
values, there is a perceived lack of concrete policies, resources, and training specifically geared 
toward green initiatives. This perception was particularly strong among lower-level employees, 
who noted limited access to resources necessary for implementing Green HRM. In contrast, 
upper-level managers expressed slightly higher satisfaction with organizational support, 
attributing it to their access to strategic resources and decision-making authority. 

Readiness for Green HRM adoption results showed that approximately 60% of employees 
felt “somewhat ready” for Green HRM adoption, with only 30% reporting full readiness. Many 
respondents pointed to gaps in green training and a lack of clear guidance on incorporating green 
practices into their daily roles. Employees indicated that clearer policies, more targeted training, 
and better communication regarding Green HRM goals would enhance their readiness. This 
highlights a significant area where improvement in policy clarity and employee engagement 
could drive more effective adoption of Green HRM practices.  

Qualitative insights from interviews with HR managers and employees provided deeper 
insights into the challenges and potential strategies for Green HRM in the public sector. HR 
managers highlighted the need for a cultural shift towards sustainability within the institution, 
noting that traditional practices and bureaucratic structures sometimes conflict with innovative 
green policies. Employees echoed this sentiment, expressing that a stronger organizational 
commitment to sustainability is necessary for effective Green HRM adoption. Many 
interviewees pointed to budget limitations as a significant barrier. HR managers stated that 
limited funding restricts the implementation of green initiatives, such as providing 
environmentally friendly materials or developing green training programs. Some departments 
have managed to implement small-scale initiatives independently, but a lack of centralized 
funding hinders large-scale adoption. Interviewees reported that current HR policies do not 
explicitly prioritize Green HRM, leading to inconsistencies in practice. For instance, there are 
no standardized guidelines on green recruitment or performance metrics that reward sustainable 
behaviour. Employees suggested that integrating specific Green HRM policies could create 
clearer expectations and more accountability across the organization. Both HR managers and 
employees noted that leadership plays a critical role in championing green initiatives. 
Departments with leaders who actively promote green values reported higher engagement in 
sustainable practices. However, a lack of leadership consistency across departments leads to 
varying levels of Green HRM adoption. 

Alignment with research objectives, the study’s findings align closely with the research 
objectives, revealing critical factors influencing Green HRM adoption in public administration. 
The survey results show that while employees are generally supportive of environmental 
initiatives, there are significant gaps in organizational support, training, and policy clarity. These 
findings indicate that while there is a strong foundation of employee willingness, successful 
Green HRM implementation requires more robust institutional backing. Green HRM Readiness 
and Policy Implications The data on readiness for Green HRM adoption highlight an essential 
area for policy intervention. Given that 60% of employees feel only “somewhat ready,” public 
sector institutions need to develop specific, actionable policies that clarify the roles and 
responsibilities of employees within the framework of Green HRM. Clear policies would not 



only enhance readiness but also provide a standardized approach that aligns with sustainability 
goals, addressing the inconsistencies noted in both survey and interview data. 

From a policy perspective, the organization could benefit from integrating green training 
programs that directly address employees’ specific roles. These findings support existing 
literature on the importance of tailored training in facilitating Green HRM adoption, further 
underscoring the need for public administration to invest in employee development as a means 
of promoting sustainability. Resource and Funding Challenges The theme of resource 
constraints is consistent with previous studies in public administration, where budget limitations 
often restrict the implementation of innovative policies. In this study, both HR managers and 
employees identified limited funding as a barrier to Green HRM practices, especially in 
providing necessary resources for training and green initiatives. Addressing this issue would 
require reallocating or supplementing budgets to support Green HRM programs, potentially 
through partnerships with environmental organizations or grants targeting sustainability 
projects. Future research could explore case studies of public institutions that have successfully 
navigated budget constraints to implement Green HRM, providing best practices that other 
organizations could adopt. 

The findings underscore the critical role of organizational culture and leadership in 
fostering Green HRM adoption. Departments with proactive leadership demonstrated higher 
levels of green engagement, which aligns with existing studies emphasizing the importance of 
leadership support in sustainability initiatives. To foster a culture of sustainability, public sector 
leaders must prioritize Green HRM as a core organizational value and actively demonstrate 
commitment to green initiatives. The variation in leadership commitment across departments 
suggests the need for a unified leadership strategy that includes sustainability as a key 
performance indicator for managers. By incentivizing leaders to champion green practices, 
organizations can create a more consistent approach to Green HRM across all departments, 
driving a stronger cultural shift toward sustainability. Develop standardized Green HRM 
policies that outline specific roles, responsibilities, and expectations for employees. Such 
policies could include green recruitment guidelines, performance metrics for sustainable 
behaviour, and incentives for departments that achieve environmental targets. Implement green 
training programs tailored to the unique roles of public sector employees. Training should 
address practical ways to incorporate green practices in everyday tasks, helping employees build 
the skills necessary for sustainable work. Explore funding opportunities through external grants, 
partnerships with environmental agencies, or reallocating internal budgets. Adequate funding 
would support the development of green infrastructure and resources essential for Green HRM. 
Encourage a top-down approach where leaders are evaluated on their commitment to 
sustainability goals. Incorporating sustainability as a key performance metric for managers 
would foster a unified approach to Green HRM across the organization. 

This research contributes to the field of public administration by providing empirical 
insights into the challenges and opportunities of Green HRM. While private sector studies on 
Green HRM are abundant, this study addresses a gap in public sector literature, offering valuable 
recommendations for institutions aiming to align HRM with sustainability goals. The findings 
highlight the need for tailored, flexible approaches to Green HRM that account for the unique 
constraints of public administration, such as budget limitations and bureaucratic structures. 
Future research could expand on this study by examining the long-term impacts of Green HRM 
policies in public institutions, exploring case studies of successful implementations, and 
investigating specific green performance metrics suited to public administration. Additionally, 
comparative studies across different government levels could provide insights into best practices 
and challenges unique to local, regional, and national contexts. 



5 Conclusion 

This study presents critical insights into the potential of Green Human Resource 
Management (Green HRM) within the public sector, especially as public administration 
increasingly aligns with environmental sustainability goals. Through a comprehensive analysis 
of employee attitudes, organizational support, and readiness for Green HRM adoption, as well 
as the barriers and facilitators identified through qualitative interviews, this research emphasizes 
the need for adaptive, structured Green HRM practices in public institutions. Findings revealed 
that public sector employees are generally supportive of Green HRM practices, reflecting a 
positive attitude toward environmental sustainability. This indicates a strong foundation for 
implementing Green HRM, as employee alignment with environmental values can catalyse the 
transition to sustainable practices. However, the degree of commitment varied across 
departments, suggesting that strategies need to be tailored to different organizational contexts 
to maximize engagement. 

Despite employee willingness, many expressed concerns about the limited organizational 
support for Green HRM. The lack of concrete policies, resources, and standardized practices 
poses a significant barrier to effective adoption. Addressing these limitations requires a strategic 
shift in resource allocation and policy development, ensuring that employees have the necessary 
tools and support to engage in sustainable practices. This aligns with existing studies suggesting 
that institutional commitment is a prerequisite for successful Green HRM implementation in the 
public sector. The study underscores the importance of well-defined policies that provide a clear 
framework for Green HRM within public institutions. Policies should delineate employee roles 
and responsibilities, establish standards for green recruitment and training, and integrate 
performance metrics that reward sustainable behaviour. Clear policies not only enhance 
readiness but also promote accountability, enabling organizations to monitor progress toward 
sustainability goals effectively. 

Leadership emerged as a pivotal factor influencing Green HRM adoption. Departments 
with leaders who actively promoted green practices demonstrated higher levels of engagement, 
highlighting the impact of leadership in fostering a culture of sustainability. A unified leadership 
strategy that includes sustainability as a core performance indicator for managers could 
standardize Green HRM efforts across all departments, encouraging a consistent commitment 
to environmental goals. This research contributes to the field of public administration by 
highlighting Green HRM as a practical pathway for integrating sustainability into the public 
sector workforce. While Green HRM has been widely explored in the private sector, this study 
addresses the unique challenges and opportunities of applying these practices in public 
institutions. Public administration faces distinct barriers, including budget limitations, 
regulatory constraints, and rigid structures, which require tailored, flexible approaches to Green 
HRM. By providing empirical evidence and actionable recommendations, this study supports 
the development of adaptive HRM strategies that align with green governance objectives, 
making a valuable contribution to both public administration and sustainability fields. 

Furthermore, the findings reinforce the importance of cross-sectoral collaboration in 
advancing sustainable governance. Public sector institutions can benefit from partnerships with 
environmental organizations, funding agencies, and private sector entities to secure resources 
for Green HRM initiatives. Such collaborations can help alleviate budget constraints and 
provide access to expertise, enabling public institutions to implement green practices more 
effectively. 

Public sector institutions should establish standardized policies that outline specific roles, 
responsibilities, and expectations for employees in supporting environmental goals. These 



policies should include guidelines for green recruitment, training, and performance metrics that 
incentivize sustainable behaviour. Tailored green training programs are essential for equipping 
employees with practical skills to incorporate sustainable practices into their roles. Training 
should be relevant to specific job functions and provide hands-on guidance, making it easier for 
employees to adopt green practices. Securing funding is crucial for the successful 
implementation of Green HRM. Public institutions should explore external grants, and 
partnerships with environmental organizations, or reallocate internal budgets to support green 
initiatives. Leaders play a critical role in driving Green HRM adoption. Public sector managers 
should be evaluated on their commitment to sustainability goals, with incentives for those who 
actively promote green practices. A top-down approach ensures consistent Green HRM efforts 
across all departments, fostering a stronger culture of environmental responsibility. 

This study opens several avenues for future research, particularly in exploring the long-
term impacts of Green HRM policies in public administration. Comparative studies could 
examine how different levels of government (local, regional, and national) approach Green 
HRM, providing insights into best practices and challenges unique to each level. Additionally, 
longitudinal research could assess the effectiveness of specific Green HRM policies over time, 
offering data on their impact on employee engagement, organizational performance, and 
environmental outcomes. Further research could also investigate the role of public-private 
partnerships in supporting Green HRM and identifying strategies for effective cross-sectoral 
collaboration in sustainable governance. In conclusion, this study underscores the potential of 
Green HRM as a transformative approach for public administration to align with sustainability 
goals. By addressing employee attitudes, organizational support, resource constraints, and 
leadership influences, this research offers a roadmap for public institutions striving to implement 
sustainable HRM practices. Green HRM not only supports environmental goals but also 
enhances employee satisfaction, organizational commitment, and community resilience. As 
public administration continues to evolve in response to environmental challenges, Green HRM 
provides a strategic framework for fostering a workforce capable of supporting sustainable 
development, making it an indispensable component of modern governance. 
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