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Haseaeno pesyabratu HayKoOBHX AOCAipXeHDb ydacHuKiB XX MikHapoaHOI HayKOBO-
IIPaKTUYHO]I iHTepHeT-KoHepeHIlil «KoHKypeHTOCIIpOMOKHICTD Ta iHHOBail: IpobAeMu Hay-
kH i mpakTuku> Ha decth 9S-pivus XHEY imeni Cemena Kysuens, npucssyeHoi BupaTHOMY
BueHomy-exoHomicTy O. I Aibepmany. PosrasHyTo icTopuKO-TeOpeTHdHi 3acaau iHHOBAIHIHO-
IO IMAXOAY AO eKOHOMIKHU AEP3KaBHOTO CEKTOPa; IIUPPOBI MOAEAI TPOAYKTHBHHUX YIIPABAIHCHKIX
BIAHOCHH y CyYacHHX OpPraHI3alisX; pOAb CTIMIKHX iHHOBAIiil y 3abe3IedeHH] AOBIOCTPOKOBOL
KOHKYPEHTHOI IlepeBark; METOAOAOTIYHI OCHOBH YAOCKOHAACHHS 30BHIITHbOEKOHOMIYHOI 10~
AiTrky YKpaiHH B yMOBAaX AOGAAbHOI KOHKypeHIii; ocobanBocTi TpaHcpopmariii 1uppoBoi
eKOHOMiKHM Ha 0CHOBi AocBipgy €C; 1upoBisariito IleHTpiB HAAAHHS AAMiHiCTPATHBHUX IIOCAYT
i 3MilJHEHHS CTIHKOCTi AFOACBKUX PeCYPCiB y pOMaaax YKpaiHu, 110 ¢opMye HOBi OPiEHTHPH ITip-
BUIEHHS X KOHKYPEHTOCIPOMOXKHOCTI. Bci MUTaHHSA pO3TASHYTO B KOHTEKCTi CyYacHHUX YMOB
BOEHHHX Aill i HOBOEHHOTO BIAHOBAGHHS €KOHOMIKHM YKPaiHHU, BpPaXOBYIOUM AOCBiA iHIINX KpaiH
CBiTY.

BupaHHs cKAapaeThCs 3i 30ipKU Te3 AOIOBiAell yJacHUKIB KoH(epeHuil. ITpeacTaBAeHnit
MarepiaA MOXe OyTH KOPHCHHM AAS BUKOPHUCTAHHS y IIOAAABIIMX HAYKOBHX AOCAIAYKEHHSX,
MPAKTUYHIN AISIAPHOCTI MIATPMEMCTB i OpraHisalliil AAS i ABHIEHHS KOHKYPEHTOCIPOMOXKHOC-
Ti ¥ IHHOBAIIITHOTO PO3BUTKY. PekoMeHAOBaHO QaxiBIAM pi3HHX raAy3eil eKOHOMIKH, AepKaB-
HHM CAY>XOOBIISIM, IIPEACTABHHUKAM 0i3HeCy, HAyKOBHX, OCBITHIX i FPOMAaACBKUX OpTraHi3alliil.
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In the modern business landscape, the urgency of implementing
sustainable development to gain a competitive advantage has increased
across various industries. Organizations are increasingly recognizing the
profound importance of transforming HR policies toward environmen-
tally conscious practices, both for ethical reasons and to achieve opera-
tional resilience in an ever-changing and highly competitive environment.
In this context, the concept of Green Entrepreneurial Orientation (GEO)
has emerged as a key driving force. The complex interaction between en-
vironmental entrepreneurial orientation and human capital in the imple-
mentation of Green Human Resource Management strategies requires
thorough investigation.

Green Entrepreneurial Orientation (GEO) reflects an organization’s
proactive tendency to identify and exploit green business opportuni-
ties, demonstrating a commitment to environmental responsibility while
striving for innovation [1]. This orientation is inherently intertwined with
Green Human Capital (GHC), which refers to the collective knowledge,
skills, and experience of employees concerning environmental issues and
sustainable practices [2]. Recognized as a vital driver of environmental
sustainability, GHC enables organizations to smoothly restructure their
operations through green initiatives. Companies endowed with substan-
tial GHC can initiate innovative environmental methodologies, thereby
enhancing their overall resilience.

Green Human Resource Management (GHRM) is a practice that
functions as a system supporting environmentally friendly business or-
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ganization and management. Green practices enhance employees’ aware-
ness of long-term sustainable development practices, encouraging them
to follow green concepts within the framework of collaboration. An orga-
nization can demonstrate respect and importance toward its employees,
environmental laws, and the community in which it operates by adopting
sustainable substandards aligned with social requirements [3]. Effective
environmental management today can be significantly influenced by the
implementation of Green Human Resource Management (GHRM) strat-
egies.

Human resources and the development of human capital are gener-
ally considered the primary sources of competitive advantage for cor-
porations. A successful corporation integrates sustainability aspects by
establishing a rigorous environmental policy that lays the foundation for
the process of cultural transformation within the organization. The Hu-
man Resources Department must continuously motivate employees to
embrace all organizational initiatives in favor of environmental protec-
tion [4].

Green Human Resource Management (GHRM) encompasses all types
of activities, including job planning and analysis, recruitment and selec-
tion, training and development, compensation methods, performance re-
views, employee relations, and empowerment related to the environmen-
tal management of employees, as well as other activities connected to the
process of acquiring environmentally conscious talent (Figure I).

The main motivation for studying Green Human Resource Manage-
ment is to understand the importance of developing employees’ skills
and knowledge and transforming their attitudes in order to achieve the
organization’s sustainable development goals within the digital environ-
ment.

Green Human Resource Planning (GHRP) can easily become the first
crucial step toward the ultimate goal of implementing green human re-
source management practices.
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Green Employee Green Workplace Green Organizational
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and Selection and Development Management

Fig. 1. Main Areas of Activity within the Green Human Resource
Management (GHRM) System

Source: developed by the author

An organization should implement strategic initiatives when applying
environmental human resource management practices to retain talented
and highly skilled employees. In addition, organizations can introduce
environmental performance management systems, which will become
a key element in the implementation of GHRM. Corporations should
evaluate employee performance separately based on their environmental
effectiveness and traditional productivity indicators, allowing for a more
accurate assessment of each employee’s contribution. The connection be-
tween green recruitment and performance management demonstrates
how hiring environmentally conscious employees leads to measurable
sustainability outcomes while supporting corporate environmental re-
sponsibility.

The green recruitment process does not support paper-based job ap-
plications. Instead, it accepts applications online or through electronic
submission, encouraging candidates to gradually adopt more environ-
mentally friendly behaviors over time [5].

Green recruitment and selection practices also include the use of in-

ternal job portals that provide access to job application documents (of-
fer letters, certificates, references); the integration of an environmental
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dimension into every job description by including ecological skills as
transversal competencies for all positions (tasks and responsibilities); the
assessment of candidates’ environmental knowledge and skills during the
hiring process; and the incorporation of the company’s environmental
values into job advertisements.

The green reward system is another essential component that cor-
porations can establish to motivate employees to work in alignment
with the organization’s standardized environmental practices. It can be
implemented in two forms: monetary and non-monetary rewards. Some
organizations prefer to offer monetary incentives such as financial bo-
nuses, cash prizes, or other payments for improving environmental per-
formance.

Others choose to adjust employees’ salaries based on their positive
environmental achievements. Companies also provide non-monetary re-
wards, such as profit-sharing or special recognition, as these incentives
have been shown to enhance employee performance in many cases [6].
The integration of green practices into employee training and develop-
ment is a key prerequisite for their effective implementation, as it requires
raising environmental awareness and ensuring that each individual un-
derstands their role in the process.

Thus, in the context of digitalization, the transformation of HR prac-
tices through the integration of Green Human Resource Management
(GHRM) into corporate management is extremely important due to vari-
ous factors, such as its positive impact on the environment, its ability to
improve employee retention, and its potential to enhance the overall at-
tractiveness of companies.
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