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The concept of Green HRM is gaining popularity as organizations
increasingly strive for sustainability. In contrast to conventional HRM,
which generally emphasizes corporate objectives and operational
requirements, Green HRM incorporates environmental sustainability into
the framework. The key lies in integrating environmental principles into
Keywords recruitment, training, performance evaluation, employee relations, and
exit management. The study has reviewed the Resource-Based View and
Stakeholder theories, and related scholarly publications in the domain of

Sustainable Development Goals Green HRM to develop a conceptual mapping. Thereby it interviewed 30
Green HRM persons responsible for HR functions of the Engineering Industry to
Resource Based View identify current HR strategies and challenges associated with transition
Stakeholder theory from traditional HRM to Green HRM. The results indicate that the

sample industries are performing traditional HR functions although they
are performing sustainable goals in isolation. Improper leadership
approach, maintaining status quo, improper environment knowledge,
improper innovation capability, traditional marketing and over profiting
mentality are impacting implementation of Green HRM. To promote
Green HRM, corporate-level strategy need to integrate Sustainable
Performance Goals concerning the United Nations SDGs.

1. Introduction concepts into all phases of the employee lifecycle,
The transition from conventional Human Resource  therefore harmonizing human resource practices with
Management (HRM) to Strategic Green Human  environmental objectives [2].

Resource Management (Green HRM) has emerged as a The increasing apprehension regarding climate change,
prominent trend in organizational practices in recent  loss of resources, and deterioration of the environment
years. In contrast to conventional HRM, which primarily ~ has exerted enormous pressure on organizations to
concerns personnel management to attain operational ~ embrace sustainable practices [3]. Governments,
and business objectives, Green HRM integrates consumers, employees, and other stakeholders have
environmental sustainability into the fundamental ~ growing expectations for firms to mitigate their
aspects of HR, including recruitment, training,  environmental footprint more effectively [5]. This
performance management, and employee engagement  transition has forced organizations to surpass profit-
[1]. Green HRM aims to cultivate an environmentally ~ oriented goals and integrate corporate social
conscious workforce by integrating sustainability ~ responsibility (CSR) and sustainability into their
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strategic vision [6]. The implementation of Green HRM
enables organizations to include environmental
sustainability  into  their  activities  effectively,
guaranteeing adherence to environmental regulations
and facilitating the attraction of environmentally aware
personnel, enhancement of organizational reputation,
and attainment of long-term sustainability [2]. The
transition from conventional to strategic Green HRM
signifies a major transformation in organizations' labor
and environmental management practices [7].
Furthermore, it emphasizes the significance of HR
strategically in promoting sustainability projects
throughout the company [2]. To achieve a sustainable
competitive advantage, enhance employee engagement,
and support global sustainability  objectives,
organizations can implement Green HRM. By
conceptual mapping the shift from standard HRM to
Green HRM, organizations can gain a more
comprehensive  understanding  of  strategically
synchronizing their human resource practices with
environmental sustainability to achieve both commercial
and ecological objectives [8]. Conventional human
resource management (HRM) methods, although
successful in meeting fundamental organizational and
operational requirements, frequently do not prioritize
environmental  sustainability.  Amidst increasing
demands from regulatory authorities, stakeholders, and
the general public to embrace more environment-
friendly practices, organizations must include
sustainability in their HR operations [7]. Green HRM
refers to integrating environmental factors into many
phases of HR operations, including recruitment, training,
performance management, employee engagement, and
exit management [1], [2]. This shift is essential for
companies seeking to comply with regulatory standards,
maximize their environmental impact, and bolster their
brand image [9], [10], [11], [12], [13].

Bangladesh's engineering industry (listed in Appendix),
including those publicly traded on the Dhaka Stock
Exchange (DSE), increasingly emphasizes achieving
sustainable performance. Numerous companies embrace
environmentally ~ sustainable  practices motivated
by legislative imperatives and market requirements.
Primary focus areas are using environmentally friendly
technologies, effective waste management systems, and
energy-saving  procedures.  Business  enterprises
prioritize sustainability in their project designs,
frequently integrating renewable energy sources like
solar and wind. This realignment mitigates the
ecological footprint and improves operational efficacy
and cost efficiency. Moreover, numerous engineering
companies actively participate in corporate social
responsibility (CSR) initiatives that assist local
communities and advocate for environmental
conservation. The success of these companies on the
DSE is a clear indication of the expanding interest of

investors in sustainable practices. Their influence is
driving a significant shift in the engineering industry, as
stakeholders  increasingly  prioritize  supporting
enterprises that align with global sustainability
objectives. The engineering industry in Bangladesh is
not just transforming, but it is being shaped by the
influential decisions of these stakeholders, establishing
itself as a frontrunner in sustainable development and
making significant contributions to the country's
economic progress.
Thus, this study aims to revisit present HR practices in
the Engineering Industry Sector of Bangladesh to shift in
the entry to exit Green HRM process. Gaining a
comprehensive understanding of this shift will provide
significant knowledge on how companies in the
engineering sector can efficiently oversee their
employees to achieve both commercial objectives and
environmental goals, guaranteeing a sustainable future
for both the organization and society.

2. Literature review on
theories

underpinning

2.1 Resource-based view (RBV)

The RBV is a strategic management construct that
underscores the importance of a company's internal
resources in attaining and maintaining a competitive
advantage [14]. Contrary to the conventional perspective
on strategic management, which emphasizes external
market positioning and competition, the RBV contends
that a company's "internal resources (such as skills,
assets, capabilities, and knowledge)", which he referred
to as ‘unique’, are crucial for achieving strategic
advantage [14]. The RBV identified three fundamental
principles: (i) Companies should give priority to
resources such as patents, brand reputation, and
proprietary Knowledge; (ii) Differences in performance
are caused by variations in resources among firms; (iii)
Companies should invest in resources that competitors
cannot readily replicate [14]. The activities encompassed
are "research and development, talent acquisition, and
brand loyalty building”, (iv) prioritizing the
enhancement and utilization of internal resources, and
refraining from simply responding to external market
forces. The RBV proposed that the company redirect its
strategic attention from ‘“external competition” to
""organic capabilities." He underscored that a company's
success or ability to obtain a competitive edge relies on
the "efficient management and exploitation of distinctive
resources"[14].

Numerous academics have diligently contributed to the
expansion of the RBV and facilitated its practical use. To
achieve economic success, a corporation must prioritize
its resources that are "valuable, rare, inimitable, and
organized to capture value"[15]. Emphasizing the need
to leverage distinctive resources to achieve a competitive
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edge, a company's strategy should be based on its
available resources and competencies [16], [17] and to
sustain a competitive advantage in dynamic markets, it
must consistently adjust and develop its resources [18].
Notwithstanding its impact on the company's strategic
management, the RBV is not immune to criticism.
Opposing views maintain that to remain competitive,
companies must possess the ability to update and adjust
their resources constantly [19]. Mere possession of
valuable resources is inadequate to effectively address
society's ever-changing and dynamic demands [19].
Although few authors [20], [21] criticized the RBV for
neglecting  "transaction costs and governance
mechanisms," others emphasized that competitive
advantage cannot be solely driven by “static resources”
but rather by "knowledge-based capabilities and social
communities”" [22], [23]. Green HRM integrates eco-
friendly techniques into HR operations, creating various
benefits: by encouraging employees to engage in
environmentally responsible actions, such as conserving
energy or reducing trash, Green HRM can result in
financial savings and improved operational effectiveness
[24]. Furthermore, implementing Green HRM strategies
enhances the company's reputation as a socially
conscious entity, proving advantageous in the
recruitment and retention of clients, investors, and highly
skilled personnel [3]. Furthermore, implementing
environmentally conscious practices frequently yields
enhanced employee happiness and engagement,
fostering increased productivity and innovation [25].
The prioritization of sustainability by a firm may
engender a sense of motivation and pride among
employees [26].

By cultivating a staff equipped with specialized green
skills, such as expertise in sustainable technologies and
eco-friendly product development, the company
distinguishes itself in sectors that are progressively
prioritizing sustainability. The presence of a well-
ingrained culture of sustainability, cultivated through
Green HRM, is uncommon and challenging for
competitors to imitate [7], [27]. Green HRM promotes
leadership approaches that give priority to sustainability.
Enduring organizational processes produces leadership
of this nature, posing challenges for competitors
attempting to replicate this valuable asset [28], [29],
[30]. Through the implementation of Green HRM,
organizations can integrate sustainability into their
human resources, generating exceptional, scarce, unique,
and non-substitutable resources. These resources
facilitate the achievement of sustainable competitive
advantages, thereby allowing the company to distinguish
itself in the market, strengthen its brand, optimize
operational efficiencies, and recruit and retain
environmentally aware employees.

2.2 The stakeholder theory

The Stakeholder Theory, proposed by Freeman in 1984
in his book "Strategic Management: A Stakeholder
Approach,”" revolutionizes the conventional notion of
company purpose and accountability [31]. Instead of
prioritizing shareholder value, Freeman's theory posits
that firms should generate value for all stakeholders,
either directly or indirectly affecting the decisions and
activities of the company. A stakeholder, as defined by
the author, is any group or individual that can influence
or is influenced by attaining the organization's goals
[31]. This approach broadens the scope of enterprises to
encompass not only shareholders but also employees,
customers, suppliers, governments, local communities,
and other pertinent stakeholders. The aforementioned
strategy posits that failure to address the "needs of
diverse stakeholder groups" and prioritizing just
shareholders will lead to societal strife and
instability.[31] The Stakeholder Theory incorporates
ethical factors into corporate deliberations and posits that
companies bear moral responsibilities for their decisions
and activities, as they impact the capital providers and all
stakeholders [31]. The author highlights the need to
adopt a strategic approach to stakeholder management.
They argue for proactively involving stakeholders and
incorporating their interests into the company's strategy
to reduce risks, establish stronger connections, and
improve performance [31].

There is widespread scholarly backing for Freeman's
Stakeholder Theory. Researchers in the field contend
that firms have the potential to enhance their
competitiveness by effectively tackling social and
environmental issues [32]. Similarly, the "Triple Bottom
Line" concept underscores the need for firms to balance
the interests of several stakeholders to foster corporate
responsibility [33]. Furthermore, the Stakeholder Theory
has been streamlined by outlining the economic, legal,
ethical, and charitable (CSR) obligations of corporate
organizations [34]. Scholars amplified Stakeholder
Theory by classifying it into three distinct aspects: (i)
Descriptive correctness refers to the ability of firms to
accurately  characterize  their  functioning. (i)
Instrumental power concerns the ability of organizations
to achieve their aims. (ii) Normative validity pertains to
the ability of corporations to appraise their ethical
commitments [35]. Supporters maintained that firms
must guarantee the involvement of stakeholders in
strategic planning to achieve long-term success [36]. The
Stakeholder Theory is further extended by incorporating
ethical and strategic aspects and arguing for its
applicability in contemporary business operations [31].
Even with its widespread adoption, Stakeholder Theory
has encountered criticism. Opposing views contended
that the main obligation of firms is to optimize
shareholder value, asserting that market mechanisms and
government regulation should target societal needs [37].
Therefore, focusing more on stakeholder engagement
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could lead to managers' ambiguity and diminish
shareholders' accountability [38]. Detractors of
Stakeholder Theory mostly highlight the potential
negative impact on efficiency and shareholder value
resulting from an excessive emphasis on stakeholder
value.

Associated with Green HRM, Stakeholder Theory
underscores the need for businesses to consider and
resolve the requirements and concerns of diverse
stakeholder groups, beyond only shareholders, to attain
sustained success. The stakeholders may encompass
personnel, consumers, communities, the environment,
and regulators. Within the framework of Green HRM,
strategies that advance environmental sustainability aim
to meet the demands of many stakeholders by
harmonizing corporate objectives with environmental
and social obligations [7]. Green HRM strategies
immediately enhance employee well-being by
establishing a healthier, more sustainable, and engaging
work environment. Consequently, this improves
employee contentment, retention, and general welfare
[7]. By advocating for eco-friendly workplace practices
such as decreased chemical usage, improved air quality,
and sustainable resource management, Green HRM
enhances workplace health and safety, a primary focus
for employees [39]. Green HRM activities such as
sustainability training and eco-friendly policies (e.g.,
recycling programs and energy-efficient office designs)
enhance employee involvement and synchronize their
values with the strategic objectives of the organization
[40], [41]. Green HRM advocates for practices like
telecommuting, which mitigates pollution associated
with transportation and improves the equilibrium
between work and personal life, therefore promoting the
general welfare of employees [13].

By integrating corporate practices with broader social
and environmental objectives, Green HRM enables
organizations to make a beneficial contribution to
society. It embodies the principles of CSR and ethical
business conduct [42]. Integrating sustainable practices
into an organization's HR framework ensures that the
firm's operations contribute to wider social objectives,
such as the reduction of carbon footprints, support for
environmental conservation, and promotion of ethical
labor practices [13]. Implementing Green HRM enables
organizations to train employees for employment in
renewable energy, recycling, and other sustainable
sectors. This, in turn, facilitates the growth of the green
economy and contributes to general objectives such as
job generation and economic sustainability [43]. Green
human resource management strategies frequently
promote employee engagement in community
sustainability activities such as clean-up programs and
environmental education, enhancing the relationship
between the firm and its local community [44]. The
primary objective of Green HRM is to mitigate the

ecological consequences of organizational operations,
therefore enabling enterprises to realise their
environmental obligations and make valuable
contributions towards global sustainability objectives
[13], [45]. Green HRM promotes the sustainable
utilization of resources, including water, energy, and
materials. These practices help to decrease the collective
carbon emissions of the organization and bring the
organization in line with worldwide sustainability efforts
such as the United Nations' Sustainable Development
Goals (SDGs) [2], [7], [27], [46]. The implementation of
Green HRM indirectly impacts customers by promoting
the alignment of employees with the sustainability
mandate of the firm, thus facilitating the creation of
environmentally friendly products and services.
Customers are progressively attracted to firms that
exhibit environmental stewardship. Green HRM
enhances the company's environmental credentials,
therefore improving its reputation and increasing its
appeal to environmentally sensitive customers [2], [7],
[47]. Employees who receive training and motivation
through Green HRM practices are more inclined to
engage in innovation and develop products or services
that are eco-friendly, thus, meeting the rising consumer
demand for sustainable alternatives [2], [13].

Although stakeholder theory extends its focus beyond
shareholders, Green HRM offers investors substantial
benefits by seamlessly integrating sustainability with
long-term profitability. The implementation of Green
HRM cultivates a distinctive workforce that possesses
the ability to promote long-term sustainability, therefore
providing the organization with a competitive advantage
in sectors that prioritize environmental integrity [2],
[27]. Furthermore, Green HRM enables organizations to
conform to government rules and regulations concerning
environmental sustainability and labor standards.
Organizations safeguard their compliance with
environmental requirements, such as waste management
and energy consumption norms, imposed by
governments and regulatory agencies by encouraging
green behaviors among their employees [7], [2], [48].
Reviewing the RBV and Stakeholder theories and related
scholarly publications in the domain of Green HRM, the
following conceptual mapping (entry-to-exit process) is
developed (Figure 1). The Figure 1 also delineates
potential outcomes if the company shift from traditional
to the comprehensive Green HRM functions.

From the above review it is clear that the Green HRM
practices is advocated and valued by the scholarly
literature for the sustainable performance of industries.
Most of the studies identified what activities need to
perform for the recruitment, training, performance
management, employee relation, and exit management.
These researches focuses on the sustainable outcomes
that the business can avail if they transform, however,
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these researches fails to recognize contextual and
industry specific challenges to avail those overcomes.

HR Transition to Sustainable
Functions Green HR Qutcomes

Integrating sustainable \
development issues into the
recruitment process, Disclosing

Facilitate the attraction of
environmentally aware
personnel. enhance

i corporate environmental concerns g
Recruitment Tporate envis o organizational reputation.
in the job circular, Selecting 5
: attain long-term
environmentally conscious o =
- . sustainability
employees meeting other required -
qualifications J
h'4 Induction for recruits, Awareness \
training for more experienced.
Training programs given with all Guaranteeing adherence to
Traming & new projects and processes, environmental policies and

Training on specific green topics
for staff specifically associated
with environmental operations. and
—

coordination J
ﬂ Corporate-wide environmental
performance standards. (which cover
on-site use, waste management,
environmental audits, and the reduction
of waste) and developing green
information systems and audits (to gain
useful data on managerial
environmental performance), Pay and

reward for the attainment of specific
environmental initiatives

Development regulations

Improves sustainable
competitive advantage.
enhances employee
engagement in conserving
energy or reducing trash,
supports global
sustainability objectives,
financial savings, and
improved operational
effectiveness

Performance
Management

Employee participation in \
environmental management, Trade
union roles, Employee grievance
handling and discipline, Health and
safety concerns in the workplace,

Employee
Relation

D N

Enhances the company’s
reputation as a socially
conscious entity, retention of
clients. investors. and highly
skilled personnel, employee
involvement

Decent work, Working conditions and
environment )

Exit interview (getting feedback N
from leaving employees).
Outplacement counseling

(providing the leaving employees

the knowledge base about recent

job environment so that they might

be able to find a job elsewhere),
Severance package )

Improves existing ways of
doing. improves morale of
the existing employees.
assists leaving employees to
find a job elsewhere,
improves sacked employees’
financial safety

Exit
Management

Figure 1: Outcomes of integrating sustainability into HR functions

Source: Developed on the basis of Literature Review

3. Methodology
The study has evaluated the existing human resource
management practices of the engineering industry
sectors listed in Bangladesh's Dhaka Stock Exchange
Limited. It has developed a conceptual mapping for
green HRM (entry to exit process) so that the industry
sector can reap the benefits of sustainable business
performance. The study has reviewed the Resource-
Based View and Stakeholder theories, and related
scholarly publications in the domain of Green HRM to
develop the conceptual mapping. Thereafter, it has
conducted in-depth interviews with the 30 persons
responsible for HR functions of the sample industries
(shown in appendix) to collect primary data using an
open-ended questionnaire, which was based on the

conceptual mapping developed in Figure 1. Due to the
restriction of recording interviews, the researchers were
followed note taking strategies. After the interviews,
necessary steps were taken to code the responses through
alphabetical order. As the interview process has
limitations, the researcher has taken necessary steps
(e.g., confirm respondents through the phone call, or
personal visit) to triangulate data and verify results. The
ethical issues were in place while conducting the study
to reduce harm to participants, invasion of privacy, and
personal bias. The research has also used information
from secondary sources, such as the annual reports of the
selected industry sector, to understand its current HR
practices. Moreover, it has mainly used data from
scholarly publishers to structure the reliable knowledge
base in green HRM. Moreover, the study reviewed the
Resource-based View and Stakeholder Theory as
underpinning theories that shape the research
foundation.

4. Results and discussion

4.1 HR in the traditional management

The study found that the industries that fall in the
engineering sector have the traditional management
system (figure 2). In this system, they perform
management processes (planning, decision making,
organizing, leading, coordinating, motivating and
controlling) to optimize organizational resources (such
as human, physical, financial, market, and information)
to attain their goals efficiently and effectively. The
engineering sector has defined its goals to maximize
profit and wealth and integrate its social goals into its
operations and practices, mainly in CSR. These firms are
subject to attaining their goals by focusing on the wise
use of resources to achieve the best cost and prioritizing
customer needs and preferences to succeed. This sector
identified its human resources as skilled, dedicated, and
hardworking individuals.

Management Process

Resources Goal Attainment
Human (skillful. Defining Goal(s)
dedicated, (profit maximum, wealth
‘hardworking maximum, social

welfare)
Ways to attain goal
Efficiently

(wise use of resources to
achieve the best cost)
Effectively

(prioritize customer
needs and preferences to
be successful)

individual)
Physical (all tangible
assets)

Financial (cash, bank
Dalance. stock price)
Market (goodwill,
brand image)
Information

Figure 2: Traditional Management Process
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The organizational structure observed in the engineering
sector is shown in Figure 3, which reveals that the
conventional HRM primarily concerns the management
of personnel to attain operational and business
objectives. The personnel management functions mainly
include aiding top management in recruitment, training,
performance appraisal, and management. In this sector,
the HR department mainly performs coordinating as well
as staff functions between top management and other
departments to carry out traditional HR practices.

pr——

BOD

B

CEOMD

. Head of
Head of Head of Head of Head of :
Operations Marketing Head of HR R&D Finance Audit &
Accounts
Employees
Employees Employees Employees Employees Euployees of the
of the of the oftheHR || ofthe R&D of the Accounts &
Operations Marketing Division Division Finance Audit
Division Division Division Division

Figure 3: Traditional Management Structure

4.2 Transition to Green HRM
As discussed in the underpinning theories and literature
review section, Green HRM integrates environmental
sustainability into the fundamental aspects of HR,
including recruitment, training, performance
management, and employee engagement to cultivate an
environmentally conscious workforce by integrating
sustainability concepts into all phases of the employee
lifecycle. The transition from conventional to strategic
Green HRM signifies a major transformation in
organizations' employee and environmental
management practices [7]. Furthermore, it emphasizes
the significance of HR strategically in promoting
sustainability projects throughout the company [2]. To
achieve a sustainable competitive advantage, enhance
employee engagement, and support global sustainability
objectives, organizations can implement Green HRM.
By conceptual mapping (Figure 1) the shift from
standard HRM to Green HRM, organizations can better
understand how to strategically synchronize their human
resource practices with environmental sustainability to
achieve both commercial and ecological objectives.
Conventional HRM methods, although successful in
meeting fundamental organizational and operational
requirements,  frequently need to  prioritize

environmental  sustainability.  Amidst increasing
demands from regulatory authorities, stakeholders, and
the general public to embrace more environmentally
friendly practices, organizations must include
sustainability in their HR operations [7]. Thus, the study
proposed restructuring the organizational structure
(Figure 4) to embrace Green HRM strategically
(according to Figure 1). In this structure, it is expected
that in addition to the HR department, each manager will
perform dual roles: (i) general and administrative roles
for his/her respective department and, at the same time,
(ii) Green HR roles for the employees working under
him/her. In this process, every manager under his/her
employees are working will play dual roles in addition to
the HR department. It will enable managers of each
department to take instant action against those who
violate sustainability norms. It will also empower
practicing departments to embark on continuous
improvements to attain sustainable goals.

e,
BoD

General and
Administrative Roles [€ CEOMD sssadpl  Green HR Roles
Head of
Head of Head of Head of Head of o
Operations Marketing Head of HR R&D Finance Audit &
Accounts
Al ¥ li l!" l‘v L'-
Employees of
Employees of Employees of | | Employess of | | Emplogees of | | Employees of || "0 C o
the Operations | | the Marketing the HR the R&D the Finance & Audit
Division Division Division Division Division Division

«+9 Indicates Green HR roles = Indicates traditional coordinating functions ===+ Indicates dual roles

Figure 4: Alignment of Green HR Roles with Strategic HR Roles in Organizational Structure

In this case, Green HRM must come from the corporate-
level strategy set by the Board of Directors (BoD). The
BoD will revise its corporate-level strategy to integrate
Corporate Sustainable Performance Goals concerning
the United Nations SDGs (Figure 5).

( Y United Nations
SDGs
Corporate Level
Strategy

—

Green HRM
Functions

N/

Corporate Sustainable
Performance Goals

Figure 5: Strategic Orientation of Green HRM
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Figure 1 (shown in the literature review section)
represents sustainable outcomes that Bangladesh's
engineering sector will enjoy if it aligns its HR functions
with sustainable performance goals. By conceptually
mapping the shift from standard HRM to Green HRM,
organizations can gain a more comprehensive
understanding of how to strategically synchronize their
human resource practices with environmental
sustainability to achieve both commercial and ecological
objectives.

However, the outcomes expected to be generated from
the transformation of current HR functions and roles to
Green HRM will be affected in Bangladesh's engineering
sector due to the context-sensitive challenges shown in
Figure 6, followed by discussions.

Leadership
styles

Green HRM

pol itical
environment

Negative

Traditional
Marketing

Figure 6: Challenges of Green HRM

First, the interviews with key persons indicate that this
sector also follows the traditional leadership approach.
Usually, managers are engaged in 'in-company politics'
and segregate employees into in-groups and out-groups.
The in-group employees are those with whom the
managers keep trustworthy and informal relations in
many cases and get priority to avail the desired benefits,
leading a majority of the employees who fall in the out-
group dissatisfied. In this case, this sector must change
its leadership style to a transformative style focusing on
equality, justice, fairness, and transparency at all levels.
Second, company policy focuses on social goals through
philanthropy (e.g., donating to the Prime Minister's relief
fund, sponsoring sports, cultural activities, and education
programs). These activities are welcomed, but at the
same time, this sector must transform its traditional HR
functions into strategic Green HRM functions to achieve
long-term business, social, and environmental value.
Third, innovation capacity also affects the adoption of
Green HRM in this sector. Adherence to the latest
technological changes is a major challenge. Fourth,
'maintaining the status quo' of the employees and

managers also deters this sector from adopting new
technology because of the fear of losing jobs to many.
Proper change management strategies help this sector
stay up to date with technology. Fifth, the profiting
mentality or quick profit mentality also affects
sustainability. Sixth, like other companies in the
developed world, the engineering companies in
Bangladesh are also compelled to implement Green
initiatives due to competitive pressures, customer
demand, and public perception, all of which are shaped
by the tactical green marketing of these companies. By
doing so, these businesses strengthen their reputation,
become more competitive, and follow larger cultural
trends toward sustainability. Although tactical green
marketing helps these businesses become profitable, it
has also unfavorable consequences by encouraging
greenwashing that is not very green, putting pressure on
businesses to make quick decisions, instilling fear of the
public's reaction, and causing a disconnect between their
messaging and their actual business practices. The
engineering industry sector may take some time to
implement true green HRM practices. Seventh, a lack of
understanding of the environment might make it more
difficult for engineering sector organizations to
implement Green HRM successfully. This is because it
can result in greenwashing, inefficient policies, low staff
involvement, and lost possibilities for innovation.
Companies must have a deeper awareness of
environmental issues and be dedicated to incorporating
sustainability into HR procedures in a meaningful,
sector-specific manner if they are to fully benefit from
Green HRM. Lastly, political unrest prevents
engineering firms from implementing Green HRM by
causing uncertainty in the regulatory environment and
upsetting long-term planning. Fearing policy and
environmental regulation reversals, corporations may be
reluctant to fully commit to sustainable HR practices.
Green initiatives frequently suffer from instability as
resources are redirected towards immediate survival.
Adoption of comprehensive Green HRM initiatives may
be hampered by this uncertainty, which also lowers
investment in  sustainable practices, employee
involvement, and green training.

5. Conclusions
It is crucial to transition from traditional to Strategic
Green HRM to tackle global environmental
sustainability, particularly in developing countries such
as Bangladesh. This study demonstrates that
implementing Green HRM enables organizations to
comply with legal obligations and satisfy stakeholders'
expectations regarding environmental issues. By
harmonizing human resources activities, such as
recruiting, training, and performance management, with
environmental objectives, firms can establish a staff that
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promotes sustainability and minimizes environmental
harm. Integrating sustainability into HR processes
improves business image and attracts and maintains
environmentally aware personnel, increasing workforce
morale and involvement. The RBV emphasizes the
strategic value of human capital, and Stakeholder Theory
focuses on achieving stakeholder expectations for
environmental responsibility. Both theories aligned with
Green HRM empower organizations to simultaneously
attain commercial success and environmental objectives,
augmenting their competitiveness and making valuable
contributions towards global sustainability goals.

6. Theoretical Implication

This paper investigates the theoretical consequences of
shifting from traditional to Strategic Green HRM,
specifically in developing nations such as Bangladesh.
The integration of environmental sustainability into HR
practices expands known ideas such as the Resource-
Based View and Stakeholder Theory. Conventionally,
the RBV highlights the significance of distinct
organizational resources, such as human capital and
talents, in gaining a competitive edge. This work
enhances the RBV by expanding the concept of
sustainability as a strategic asset. The proposition is that
by integrating human resources with environmental
principles, it is possible to stimulate eco-innovation and
enhance long-term competitiveness. Green HRM
approaches, such as sustainable personnel selection,
training, and performance reviews, optimize human
capital to enhance operational efficiency and promote
environmental stewardship. This paper expands upon
Stakeholder Theory by emphasizing environmental
sustainability as a crucial concern for stakeholders, in
addition to achieving their varied expectations. Green
HRM integrates sustainability into HR practices to help
organizations meet those increasing demands, improving
their reputation and fortifying connections with
stakeholders. In emerging economies, this adaptation is
especially pertinent as global sustainability trends
substantially impact stakeholder advocacy. In brief, the
research contributes to the theoretical comprehension of
Green HRM by demonstrating its integration and
expansion of RBV and Stakeholder Theory, thereby
providing novel perspectives on attaining ecological and
organizational goals.

7. Policy Implication

Developing countries like Bangladesh must prioritize the
adoption of Strategic Green HRM, as it provides
significant advantages in terms of both the environment
and the economy. Salient policy factors encompass the
following agendas:

Regulatory bodies should integrate environmental
criteria into human resources procedures, including

requiring sustainability training, giving priority to
environmentally conscious recruitment, and
incentivizing companies that harmonize human
resources policies with environmental objectives. This
integration strategically positions HR as a pivotal
participant in sustainability. In addition, Governments
can encourage the use of Green HRM by offering tax
incentives, subsidies, or acknowledgment to firms that
include sustainability in their HR operations. Potential
measures could include promoting environment-friendly
commuting and minimizing staff carbon footprints. It
can also enhance the implementation of Green HRM by
fostering collaborations between the public and private
sectors. Regulatory bodies have the authority to establish
environmental performance standards for human
resources activities and provide financial or technical
assistance for sustainability training. The policymakers
can also allocate resources to HR professional training
and implement statewide initiatives to emphasize the
significance of Green HRM practice. This will contribute
to resolving resource and knowledge deficiencies in
Bangladesh. They can harmonize their Green HRM
policies with worldwide benchmarks such as the Paris
Agreement and Sustainable Development Goals to
improve global excellence. Government policy planners
should provide financial aid for sustainable practices and
green technology training to foster eco-innovation and
attain  long-term  economic and environmental
objectives. Finally, through the incorporation of Green
HRM into national policy, Bangladesh can effectively
harmonize sustainability with economic expansion,
paving the way for future prosperity.

8. Limitations and Avenues for Further
Investigation

Despite the useful insights this study offers about the
shift from conventional to Green HRM, there are certain
limitations. The study is primarily theoretical and
grounded on conceptual frameworks, including the
Resource-Based view, and Stakeholder Theory.
However, these frameworks may need to
comprehensively encompass the intricacies of
implementing Green HRM in real-world scenarios.
Validation of these theories in real-world organizational
situations, especially in developing economies such as
Bangladesh,  requires  empirical  investigation.
Furthermore, this study mainly concentrates on the
human resources operations inside firms, potentially
neglecting other crucial elements such as organizational
culture, and external pressures that could greatly impact
the implementation of Green HRM. Further
investigation should examine these aspects to get a more
thorough comprehension of the dynamics of Green
HRM. The scope of this study is confined to emerging
economies, so the results cannot be generalized to
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developed economies. Future research should
investigate cross-country comparisons to elucidate the
influence of cultural, regulatory, and economic
disparities on the adoption of Green HRM. Moreover,
comprehensive longitudinal studies might offer a more
profound understanding of the enduring impacts of
Green HRM on sustainability and corporate
performance.
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Appendix

List of DSE-listed Engineering Sector Companies

Aftab Automobiles Limited

Anwar Galvanizing Ltd.

Appollo Ispat Complex Limited
Atlas Bangladesh Ltd.

Aziz Pipes Ltd.

Bangladesh Building Systems PLC.
BBS Cables PLC.

Bangladesh Autocars Ltd.
Bangladesh Lamps Limited

Bd.Thai Aluminium Ltd.

Bengal Windsor Thermoplastics
PLC.

Bangladesh Steel Re-Rolling Mills
Limited

BSRM Steels Limited

Coppertech Industries Limited
Deshbandhu Polymer Limited
Dominage Steel Building Systems
Limited

Eastern Cables Ltd.

Golden Son Ltd.

GPH Ispat Ltd.

IFAD Autos PLC.

Kay & Que (Bangladesh) Ltd.

KDS Accessories Limited

Mir Akhter Hossain Limited

Monno Agro & General
Machinery Limited

Nahee Aluminum Composite
Panel Ltd.

Navana CNG Limited
National Polymer Industries
PLC.

National Tubes Limited
Olympic Accessories Limited
Oimex Electrode Limited
Quasem Industries Ltd.
Rangpur Foundry Ltd.
Renwick Jajneswar & Co
(Bd) Ltd.
Ratanpur  Steel
Mills Limited
Runner Automobiles PLC

S. Alam Cold Rolled Steels
Ltd.

Shurwid Industries Limited
Singer Bangladesh Limited
S. S. Steel Limited

Re-Rolling

Walton Hi-Tech Industries
PLC

Western Marine  Shipyard
Limited

Yeakin Polymer Limited
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