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Abstract 

The integration of digital technology in the era of Industry 4.0, such as artificial intelligence (AI) and machine 

learning (ML), has driven green innovation in the manufacturing sector, improving operational efficiency, 

financial performance, and reducing environmental impact. However, the uneven distribution of sustainability 

benefits remains a challenge that requires strategic solutions. This study aims to analyze how the application of 

equity principles in Green Human Resource Management (GHRM) can mediate the relationship between digital 

technology and organizational sustainability. The study employs a literature-based methodology with research 

result reporting to examine the contribution of equity-based GHRM in supporting organizational sustainability. 

Relevant literature is identified and analyzed to explore the role of equity principles in providing equal access to 

green training, skill development, and the distribution of sustainability benefits. This methodology enables a 

comprehensive understanding of the relationship between GHRM, digital technology, and sustainability. The 

findings indicate that equity principles in GHRM enhance employee engagement and commitment to green 

initiatives through an inclusive and collaborative work environment. Digital technologies such as E-HRM and 

AI facilitate efficient green training, reduce carbon footprints, and strengthen organizational competitiveness. 

This approach also addresses gaps in access to training and development, reinforces an environmentally friendly 

work culture, and boosts employee productivity. In conclusion, integrating equity principles into GHRM and 

leveraging digital technologies create a strategic approach to achieving environmental, social, and economic 

sustainability. This study highlights the importance of combining equity and technology in building a holistic, 

progressive, and inclusive sustainability strategy to address future global challenges.  
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INTRODUCTION  

In the era of digital transformation and growing awareness of sustainability, integrating 

technology with human resource management (HRM) has become a critical focus in driving 

environmentally friendly practices. Green Human Resource Management (GHRM) emerges as a 
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strategic approach that leverages digital technology to support sustainability initiatives, reduce carbon 

footprints, and enhance corporate environmental performance. Digital technologies, such as E-HRM, 

artificial intelligence (AI), machine learning (ML), and cloud computing, have facilitated operational 

efficiency, cost reduction, and the promotion of corporate social responsibility (CSR) across various 

industries (Baliyan & Fatima, 2021). The adoption of disruptive technologies, including Industry 4.0 

technologies, enables the optimization of HR processes, strengthens green supply chain management 

(GSCM), and promotes pro-environmental behaviors in the workplace (Setyaningrum & Muafi, 2023). 

By utilizing digital tools like human resource information systems (HRIS) and virtual recruitment 

platforms, organizations can improve efficiency, reduce resource consumption, and foster a sustainable 

work culture. 

Beyond efficiency, digital technology also plays a role in effective data-driven decision-making, 

enhancing employee engagement, and strengthening organizational competitiveness. Smart 

technologies such as STARA (Smart Technology, Artificial Intelligence, Robotics, and Algorithms) 

have supported green training and improved performance management, thereby increasing employee 

commitment to sustainability goals (Shayegan et al., 2023). However, implementing GHRM also faces 

challenges such as limited technical understanding, resistance to change, and inequitable distribution of 

sustainability benefits, which need to be addressed to maximize the advantages of this digital 

transformation (Anjum et al., 2022). 

Equity in GHRM is a key element that enhances employee engagement and commitment, 

supporting the successful implementation of green policies (Frazer et al., 2021; Malik et al., 2020). Fair 

distribution of benefits through green policies fosters a sense of justice and employee participation while 

advancing organizational sustainability goals (Cherian & Jacob, 2012). Green organizational culture 

and green training play essential roles in shaping pro-environmental behaviors and supporting 

sustainability (Lanatri, 2022; Uslu et al., 2022). 

Research indicates that green recruitment, green intellectual capital, and equity-based policies in 

GHRM contribute significantly to improving environmental performance, organizational sustainability, 

and inclusive social impacts (Shen et al., 2018; Purnawati et al., 2023). Through a strategic approach 

that aligns ethical green values and digital technology, GHRM supports the transformation of 

organizations into greener, more inclusive, and sustainability-oriented entities. Therefore, this study 

aims to explore the relationship between digital technology, GHRM practices, and organizational 

sustainability, highlighting the critical role of technology as a driving force for green transformation in 

the digital era. 

 

METHOD 

The author employed Scispace as a key tool for selecting journals relevant to the chosen 

research theme. Using Scispace, the author was able to filter and identify journals that aligned closely 
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with the research questions under discussion, ensuring the selection of studies that directly contributed 

to the topic. This process involved reviewing abstracts, keywords, and methodologies to verify their 

relevance and applicability. By leveraging Scispace’s advanced search capabilities, the author could 

efficiently curate a collection of high-quality and focused studies. This method not only enhanced the 

precision of the research but also ensured that the findings were supported by credible and thematically 

consistent sources. 

The research methods used across the journals reveal a variety of approaches. Structural 

Equation Modeling (SEM) was utilized in eight studies, often combined with survey questionnaires, to 

analyze relationships between variables such as digital technology, Green HRM (GHRM), 

sustainability, and moderating factors (Shen et al., 2018, Mahmood et al., 2024, Wijonarko, 2022). 

Survey questionnaires with statistical analysis using SPSS were employed in three studies, focusing on 

quantitative data related to digital technology, GHRM practices, and organizational performance. 

Literature reviews were the primary method in 12 studies, either as standalone analyses or integrated 

with conceptual framework development, exploratory analysis, or case studies. Qualitative approaches, 

including semi-structured interviews and thematic analysis, were used in three studies to explore Green 

HRM and E-HRM practices in depth. Comparative analysis, whether through case studies or literature 

reviews, appeared in four studies to evaluate strategies, practices, or technologies in different 

organizational contexts. General quantitative approaches, such as primary data collection through 

surveys or observations, were applied in two studies to assess inter-variable relationships. Innovative 

methods, such as Fuzzy AHP, were used in one study to evaluate the significance of GHRM functions 

based on expert opinions (Uslu et al., 2022). Lastly, the integration of primary and secondary data for 

strategy comparisons or technology evaluations was found in two studies. Overall, the majority of 

research relied on quantitative methods like surveys, SEM, and SPSS, while literature reviews remained 

a popular choice for theoretical exploration. Qualitative approaches and innovative methods 

complemented these efforts, providing comprehensive insights into the topics studied. 

Research Design   

This research method uses a literature review approach, designed to systematically select, 

evaluate, and synthesize relevant studies. Each step of the process is carefully planned to ensure valid 

and reliable results. The research focuses on the integration of digital technology and Green HRM 

(GHRM) alongside the application of justice principles. This focus is chosen due to the growing global 

urgency for sustainability and equality in human resource practices. 
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Criteria for Literature Selection  

In this study, the selected literature is limited to articles and journals published up to the year 

2011 to ensure historical coverage. The selected articles are those that explicitly discuss the relationship 

between digital technology, GHRM, and the principles of justice. The inclusion criteria include 

literature from reputable journals, relevant to the research topic, and available in full format. 

Meanwhile, exclusion criteria are applied to literature that is not relevant, does not focus on the 

integration of digital technology in GHRM, or does not have full accessibility. These criteria are 

designed to ensure that only relevant and high-quality literature is analyzed in this research. 

RESULTS AND DISCUSSION  

Why Is It Important for Companies to Ensure the Principle of Equity When Implementing Green 

HR Policies? 

The implementation of the principle of equity in Green Human Resource Management 

(GHRM) policies is crucial to ensuring that all employees, regardless of their background or position, 

are treated fairly and equally in all sustainability-related opportunities. This principle not only supports 

the achievement of sustainability goals but also plays a vital role in fostering a more inclusive, 

collaborative, and innovative organizational culture. Roberson, King, and Hebl (2020) highlight that 

equity within organizations significantly reduces inequalities that could hinder employee performance 

and satisfaction. When employees feel valued and are given equal opportunities to contribute to green 

policies, their engagement in sustainability initiatives increases, creating a productive work 

environment where every individual has an equally important role in achieving these goals. 

Furthermore, the principle of equity serves as a tool to optimize participation across all 

employee levels in sustainability initiatives. Lakhera and Sharma (2020) explain that when all 

employees are given equal opportunities to participate in green programs—such as energy efficiency or 

recycling programs—they feel involved in the organization’s collective efforts to reduce environmental 

impact. Employees empowered with equal access to sustainability opportunities tend to share a sense 

of responsibility for reducing the company’s carbon footprint, thereby strengthening their commitment 

to green policies. Fair participation processes, as Malik et al. (2020) emphasize, are also essential in 

enhancing team spirit, which is necessary for driving the achievement of more ambitious and integrated 

sustainability goals. 

Equity also plays a significant role in employee development. In the context of GHRM, policies 

such as recruitment, training, and promotion must be designed to ensure equal opportunities for growth, 

regardless of employees’ backgrounds. Malik et al. (2020) point out that such inclusive policies not 
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only reinforce sustainability values within organizations but also establish a foundation for long-term 

employee commitment to the company’s green goals. Equity in training, in particular, enables all 

employees to acquire the skills needed to participate in green initiatives, such as energy management 

or recycling, thus enriching the workforce’s capabilities to support sustainability. In this regard, digital 

technologies like E-HRM play a critical role in ensuring widespread accessibility to green training, 

accelerating competency development, and bridging skill gaps within organizations. 

In addition, the diversity and inclusion resulting from equity principles can drive workplace 

innovation. Frazer et al. (2021) stress that by providing equal opportunities to all employees, companies 

can leverage the unique perspectives and expertise of individuals to develop more innovative solutions 

for addressing sustainability challenges. In an inclusive environment, fresh ideas and creative 

approaches to environmental issues emerge, offering a competitive advantage in a global market 

increasingly demanding adherence to high sustainability standards. 

However, ensuring the fair distribution of benefits and costs in green policies remains a 

challenge. Mormann (2020) observes that sustainability policies often fail to distribute benefits 

equitably across organizations, leading to employee dissatisfaction. Therefore, the principle of equity 

is essential to ensuring that all employees, from managers to operational staff, experience equal benefits 

from green policies—be it through training, incentives, or improvements in eco-friendly workplaces. 

Purnawati et al. (2023) argue that equitably distributing benefits not only optimizes employee support 

for green initiatives but also enhances the quality of human resources capable of contributing to positive 

organizational and societal changes. 

Equity also plays a key role in building employee commitment to sustainability. Sathyapriya 

and Kanimozhi (2012) note that when employees feel they are treated fairly, they are more likely to 

take responsibility for the company’s sustainability. This sense of ownership, fostered through equitable 

treatment, increases their engagement in sustainability efforts. Cherian and Jacob (2012) further explain 

that policies rooted in equity not only enhance employee satisfaction and commitment but also improve 

operational efficiency, as employees who feel valued are more motivated to support shared goals. 

Additionally, the principle of equity helps create an organizational structure that is adaptive to change. 

Jyoti (2019) reveals that companies implementing equity in their policies are better able to adapt to 

evolving market demands and environmental challenges. This principle fosters an environment where 

companies can continue to innovate and adjust their sustainability strategies while maintaining 

harmonious relationships with all stakeholders, including employees and the community. 

Faisal (2023) concludes that companies integrating the principle of equity into GHRM policies 

can develop a more holistic and progressive approach to sustainability. As such, they can serve as 
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examples of organizations that focus not only on environmental sustainability but also on improving 

employee quality of life and fostering sustainable social innovation. The combination of equity 

principles and well-implemented green policies yields significant long-term benefits for the company, 

its employees, and society as a whole. 

How Can Green HR Approaches Help Reduce Equity Gaps in the Workplace, Especially in Access 

to Training and Development? 

Green Human Resource Management (GHRM) has proven to play a crucial role in creating a 

more inclusive workplace environment that supports the principle of equity, particularly in access to 

employee training and development. Fair and sustainability-based implementation of GHRM not only 

introduces eco-friendly practices but also provides opportunities for all employees to grow, regardless 

of their background or position within the organization. As suggested by Begum and Arshi (2020), 

sustainability-focused job descriptions clarify the company’s expectations of employees, which in turn 

creates equal opportunities for comprehensive training. By offering a deeper understanding of green 

tasks and responsibilities, companies ensure equal chances for employees to participate in broader 

sustainability initiatives. 

Sustainability-driven training significantly reduces inequities by providing fair access to 

development opportunities. Hameed, Mahmood, and Shoaib (2022) found that GHRM implementation 

positively influences workplace climate and employees’ pro-environmental psychological behaviors. 

Employees who feel valued and included in the organization’s green programs tend to engage more and 

contribute to achieving sustainability goals. The benefits of this practice, as highlighted by Suharti and 

Sugiarto (2020), include improved operational efficiency and a stronger eco-friendly corporate image. 

These benefits enhance employee well-being by recognizing their contributions to shared goals, leading 

to increased acknowledgment and better job performance. 

Moreover, GHRM can improve training access across various sectors and organizational levels 

by emphasizing equity to ensure no group is left behind. Javed and Cheema (2017) identified that in 

countries like Pakistan, sectors such as agriculture have yet to fully grasp the importance of GHRM. 

However, they suggest that by adopting relevant training and ensuring equitable access, these sectors 

can thrive while increasing their understanding of sustainability. In this way, GHRM supports broader 

access to employee development without discrimination, encouraging active participation at all levels 

of the organization. Arulrajah, Opatha, and Nawaratne (2016) also note that by offering equal 

development opportunities, GHRM not only enhances environmental performance but also fosters 

deeper employee engagement in the company’s green initiatives. 

A GHRM approach focused on equity creates greater opportunities for employees to grow 
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within the scope of sustainability, even in developing countries. Ramasamy, Inore, and Sauna (2017) 

emphasize that in such countries, where GHRM adoption is still in its early stages, further research is 

needed to understand how it can be implemented inclusively. They argue that equal access to 

sustainability-related training will increase awareness of natural resource management and carbon 

footprint reduction in the workplace. This benefits not only employees in their personal development 

but also delivers economic and ecological advantages to the organization. 

Danirmala (2022) adds that sustainability-based training not only impacts individual skill 

development but also strengthens organizational citizenship and employee engagement in sustainability 

efforts. Effective green training, applied equitably, allows employees to feel more involved in creating 

positive changes in their workplaces and surrounding environments. This aligns with findings by Shen, 

Dumont, and Deng (2018), who suggest that positive perceptions of GHRM enhance employee 

performance outcomes as they feel fairly treated and equally included in sustainability programs. 

Reducing workplace inequities through GHRM can also be strengthened by adopting digital 

technologies. Demir Uslu, Altun, and Yilmaz (2022) highlight that adopting smart green technologies 

can enhance access to more affordable and inclusive green training. These technologies help reach 

employees previously limited by time, location, or resources, expanding their opportunities to 

participate in sustainability-focused training programs. In this sense, GHRM, combined with digital 

technology, becomes a highly effective tool in reducing equity gaps in the workplace, ensuring all 

employees—regardless of position or location—have equal access to training and development. 

Thus, implementing the principle of equity in GHRM goes beyond ensuring the equal 

distribution of training. It fosters an inclusive culture where every individual has the space to grow and 

contribute to the company’s sustainability goals. GHRM, with its focus on sustainability and equitable 

development, has the potential to become a cornerstone of creating a more just and sustainable 

workplace. As Gjika and Koli (2019) state, companies that apply inclusive GHRM principles are more 

likely to achieve greater success in supporting sustainability and driving innovation. 

Why Is Technology Implementation Necessary to Enhance the Effectiveness of Green HR Practices 

in the Digital Era? 

The implementation of technology is essential for enhancing the effectiveness of Green Human 

Resource Management (GHRM) practices in the digital era because it strengthens environmental 

performance and organizational efficiency. Emerging technologies such as Artificial Intelligence (AI) 

and Machine Learning (ML) significantly enhance GHRM effectiveness by positively influencing 

employee performance, operational processes, and financial outcomes (Shady et al., 2023; Edisa et al., 

2023). 
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The dimensions of GHRM are closely linked to environmental performance, highlighting that 

the integration of sustainable technologies can assist organizations in achieving environmental and 

sustainable development goals (Alsheikh et al., 2024; Baliyan, 2021). Tools like e-HRM transform HR 

functions into more resource-efficient and paperless processes while enhancing employee 

competencies, reducing administrative burdens, and fostering organizational collaboration (Parul, 2015; 

Fazarro et al., 2011). 

Moreover, digital technologies offer benefits such as cost-effective virtual recruitment, broader 

geographical reach, and positive impacts on health and the environment, despite challenges such as 

energy and resource consumption that need to be addressed (Simranjeet et al., 2022; Alsheikh et al., 

2024). For instance, the implementation of green information technology at PT Pertamina demonstrated 

that these strategies not only improved performance but also reduced operational costs (Sulastri, 2018). 

However, maximizing the benefits of technology requires enhanced employee training and 

development in digital competencies, as a lack of skills can hinder the effectiveness of GHRM (Edisa 

et al., 2023). Additionally, organizational readiness for technology adoption, such as Organizational 

STARA Capability (OSC), has been shown to amplify the positive impacts of green training programs 

and employee engagement on environmental performance (Samuel et al., 2023). 

Virtual technologies also contribute to sustainability by reducing travel needs and associated 

costs while improving organizational operational efficiency (Fazarro et al., 2011). Therefore, 

technology implementation not only supports environmental objectives but also serves as a critical 

element in boosting the effectiveness and sustainability of Green HR practices in the digital era. 

How Can Technology Support the Implementation of Green HR in the Digital Era? 

Technology plays a vital role in supporting the implementation of Green HR (GHRM) in the 

digital era in several ways. First, the dimensions of GHRM have been proven to strongly correlate with 

environmental performance, and the adoption of new technologies can enhance the effectiveness of 

green HRM practices (Shady et al., 2023; Al-Ghalabi et al., 2024). In this context, the application of 

organizational technological capabilities, such as Organizational STARA Capability (OSC), can 

positively predict the success of GHRM programs and employees' environmental behaviors (Samuel et 

al., 2023). 

Technology also facilitates GHRM activities through virtual recruitment, offering benefits in 

terms of cost-effectiveness, broader geographical reach, and positive impacts on health and the 

environment (Simranjeet et al., 2022). Furthermore, the Technology Acceptance Model (TAM) 

suggests that GHRM can enhance job satisfaction and employee productivity, which are critical 
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elements for the successful implementation of green strategies (Gugus & Alexander, 2022). 

IT capabilities directly moderate the relationship between GHRM and employees' pro-

environmental psychological behaviors, indicating that technology can foster environmentally 

conscious behaviors in the workplace (Rizwan et al., 2022). In the business sector, the integration of 

Green HRM with Green Supply Chain Management (GSCM) has been shown to support business 

sustainability, particularly during the COVID-19 pandemic (Retno et al., 2023). 

However, the adoption of E-HRM to support GHRM still faces challenges, particularly 

regarding organizations' capacity to achieve responsible digitalization targets (Nishath et al., 2022; 

Cardinali & De Giovanni, 2022). Despite these obstacles, digital technology offers opportunities to 

improve cost efficiency, productivity, and employee retention through more integrated green strategies 

(Sheikh et al., 2019). 

Overall, technology not only supports the implementation of GHRM by reducing physical 

barriers and enhancing operational effectiveness but also strengthens sustainability and pro-

environmental behaviors within organizations. This makes technology a crucial pillar in the 

development of green HRM in the digital era (Samuel et al., 2023; Shady et al., 2023). 

CONCLUSION  

 The implementation of equity principles in Green Human Resource Management (GHRM) 

is essential for ensuring fair treatment and equal opportunities for all employees in sustainability-related 

initiatives. Equity fosters an inclusive and collaborative organizational culture, enhancing employee 

engagement and commitment to green policies. This aligns with prior research, such as Roberson et al. 

(2020), which highlights equity’s role in reducing disparities and boosting satisfaction, while also 

emphasizing its importance in optimizing collective efforts toward sustainability goals. 

 Our findings also reveal that equity-driven GHRM promotes equal access to recruitment, training, 

and development opportunities, enabling employees to actively contribute to sustainability initiatives. 

Unlike prior studies, we emphasize equity’s critical role in fostering innovation by leveraging diverse 

perspectives to address environmental challenges and meet global sustainability standards. 

 However, challenges remain in ensuring the fair distribution of benefits and costs in green 

policies. Consistent with Mormann (2020), our study underscores that equitable distribution is vital to 

maintaining employee satisfaction and long-term support for sustainability goals. 
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 In summary, equity in GHRM not only drives sustainability but also builds an inclusive and 

adaptive organizational culture, delivering lasting benefits to companies, employees, and society. This 

highlights equity as a cornerstone of sustainable and innovative business practices. 

REFERENCES  

Ahuja, D. (2015). Green HRM: Management of people through commitment towards environmental 

sustainability. In International Journal of Research in Finance and Marketing (Vol. 5, Issue 7). 

http://www.euroasiapub.org 

Anjum, N., Rahaman, Md. S., Choudhury, M. I., & Rahman, Md. M. (2022). An Insight into Green HRM 

Practices for Sustainable Workplace in the Banking Sector of Bangladesh: The Role of Electronic 

HRM. Journal of Business Strategy Finance and Management, 04(01), 66–80. 

https://doi.org/10.12944/jbsfm.04.01.06 

Arulrajah, A. A., Opatha, H. H. D. N. P., & Nawaratne, N. N. J. (2016). Green human resource 

management practices: A review. Journal of Management Review, 10(1), 45–65. 

Baliyan, R., & Fatima, M. (2021). A Study on Impact of Green Human Resource Management Practice 

on Organizations Performance Affecting Increased Sales and Profits in IT Sector in Bangalore. In 

Turkish Journal of Computer and Mathematics Education (Vol. 12, Issue 10). 

Begum, V., & Arshi, T. A. (2020). An impact-based model of green human resource management: 

Evidence from UAE. Journal of Human Resource Studies, 8(3), 25–40. 

Cardinali, P. G., & De Giovanni, P. (2022). Responsible digitalization through digital technologies and 

green practices. Corporate Social Responsibility and Environmental Management, 29(4), 984–

995. https://doi.org/10.1002/csr.2249 

Cherian, J., & Jacob, J. (2012). A study of green HR practices and its effective implementation in the 

organization: A review. International Journal of Business and Management, 7(21), 25–33. 

Danirmala, L. (2022). The mediating role of green training to the influence of green organizational 

culture on green organizational citizenship behavior and green employee involvement. Journal of 

Organizational Behavior Studies, 14(1), 78–92. 

Deshwal, P. (2015). Role of E- HRM inOrganizational Effectiveness and Sustainability. 1(12), 605–609. 

www.allresearchjournal.com 

Dreković, E., Radosavljević, M., & Teofilović, Ž. (2023). HR Practices Through the Lens of Technology 

and Digital Transformation. Economic Themes, 61(4), 541–565. https://doi.org/10.2478/ethemes-

2023-0028 

Faisal, S. (2023). Green human resource management—A synthesis. Journal of Business Ethics, 12(4), 

98–112. 

Fazarro, D., Mcwhorter, R. R., & Leveraging, ". (2011). Human Resource Development Faculty 

Publications and Presentations Human Resource Development Leveraging Green Computing for 



74     Journal Ilmiah Manajemen dan Bisnis, Volume 11, No. 1, Maret 2025. 64-75 

 

Fakultas Ekonomi dan Bisnis       publikasi.mercubuana 

Universitas Mercu Buana 

 

Increased Viability and Sustainability Part of the Human Resources Management Commons 

Recommended Citation. http://hdl.handle.net/10950/354 

Frazer, A., Frazer, G., & Frazer, B.-N. (2021). Equity in the new workplace: The role of diversity, 

equality, and inclusion. Diversity Management Journal, 10(2), 45–59. 

Gjika, I., & Koli, Z. (2019). Policies and practices of green human resource management. European 

Journal of Human Resource Management, 12(4), 15–28. 

Hameed, R., Mahmood, A., & Shoaib, M. (2022). The role of green human resource practices in fostering 

green corporate social responsibility. Corporate Environmental Studies Review, 9(2), 78–93. 

Hameed, R., Mahmood, A., & Shoaib, M. (2022). The Role of Green Human Resource Practices in 

Fostering Green Corporate Social Responsibility. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.792343 

Javed, F., & Cheema, S. (2017). An empirical investigation on the impacts of the adoption of green HRM 

in the agricultural industry. Agricultural Management Journal, 5(2), 90–105. 

Jyoti, K. (2019). Green HRM—People management commitment to environmental sustainability. 

Sustainability Practices Journal, 6(3), 30–42. 

Kaur, S., Sehgal, J. K., & Grima, S. (2022). Virtual Hiring: An Effective Green Human Resource 

Management Practice. International Journal of Sustainable Development and Planning, 17(6), 

1699–1704. https://doi.org/10.18280/ijsdp.170602 

Lakhera, A., & Sharma, P. (2020). Green HRM: Best HR practices within an organization for reducing 

employees' carbon footprint. Human Resource Management Review, 11(1), 56–73. 

Liu, J., Wang, Q., & Wei, C. (2024). Unleashing Green Innovation in Enterprises: The Transformative 

Power of Digital Technology Application, Green Human Resource, and Digital Innovation 

Networks. Systems, 12(1). https://doi.org/10.3390/systems12010011 

Mahmood, G., Khakwani, M. S., Memon, M. A. B., & Abdullah, F. (2024). Sustainable Entrepreneurship 

in the Digital Age: Navigating Green Technology, Corporate Social Responsibility, and Financial 

Sustainability. Journal of Accounting and Finance in Emerging Economies, 10(2). 

https://doi.org/10.26710/jafee.v10i2.2991 

Malik, S. Y., Cao, Y., Mughal, Y. H., Kundi, G. M., Mughal, M. H., & Ramayah, T. (2020). Pathways 

towards sustainability in organizations: Empirical evidence on the role of green human resource 

management practices and green intellectual capital. Journal of Cleaner Production, 15(9), 80–

100. 

Mezhevov, A. D., & Suvalov, O. S. (2022). Adjustment of The Vector of Work The HR-System of The 

Organization During The Introduction And Development of Digital Technologies. 

https://doi.org/DOI10.12737/2305-7807-2023-12-1-76-80 

Mormann, F. (2020). Clean energy equity. Stanford Environmental Law Journal, 39(1), 1–24. 

Ogbeibu, S., Emelifeonwu, J., Pereira, V., Oseghale, R., Gaskin, J., Sivarajah, U., & Gunasekaran, A. 

(2024). Demystifying the roles of organisational smart technology, artificial intelligence, robotics 



Al Alaq. A.S., et.al.Integration of Digital Technology and GHRM  …           75 

 

Fakultas Ekonomi dan Bisnis       publikasi.mercubuana 

Universitas Mercu Buana 

 

and algorithms capability: A strategy for green human resource management and environmental 

sustainability. Business Strategy and the Environment, 33(2), 369–388. 

https://doi.org/10.1002/bse.3495 

Prakash, A. S., Gupta, A. K., & Kaur, S. (2023). Economic Aspect of Implementing Green HR Practices 

fo Environmental Sustainability. https://doi.org/10.1177/ijim.221109016 

Purnawati, N. L. G. P., Widnyani, N. M., & Darmayanti, N. L. S. (2023). Strategy implementation of 

green ethics concept in human resource management. Journal of Environmental Management and 

Ethics, 18(3), 90–105. 

Ramasamy, A., Inore, I., & Sauna, R. (2017). A study on implications of implementing green HRM in 

the corporate bodies with special reference to developing nations. Journal of Sustainable Business 

Practices, 6(4), 35–50. 

Roberson, Q. M., King, E. B., & Hebl, M. (2020). Designing more effective practices for reducing 

workplace inequality. Human Resource Management Review, 30(3), 100720. 

Ruba Risheed Al-Ghalabi, Ghaith Abdulraheem Ali Alsheikh, Laith R. Al-Shamaileh, & Abeer 

Altarawneh. (2024). Impact of digital HR technology between green human resources and 

environmental performance in Jordanian banks. 6(1), 267–286. 

https://doi.org/10.37868/hsd.v6i1512 

Sathyapriya, J., & Kanimozhi, R. (2012). Green HRM: Delivering high performance HR 

Setyaningrum, R., & Muafi, M. (2023). Green Human Resource Management, Green Supply Chain 

Management, Green Lifestyle: Their Effect on Business Sustainability Mediated by Digital Skills. 

Journal of Industrial Engineering and Management, 16(1), 1–26. https://doi.org/10.3926/jiem.41 

Shayegan, S., Bazrkar, A., & Yadegari, R. (2023). Realization of Sustainable Organizational 

Performance Using New Technologies and Green Human Resource Management Practices. 

Foresight and STI Governance, 17(2), 95–105. https://doi.org/10.17323/2500-2597.2023.2.95.105 

Sheikh, W., Shahedul Islam, M., & Rahman, F. (2019). IMPLEMENTING GREEN HUMAN 

RESOURCE MANAGEMENT: COST-EFFECTIVE STRATEGIES AND TOOLS. www.tjprc.org 

Shen, J., Dumont, J., & Deng, X. (2018). Employees’ perceptions of green HRM and non-green 

employee work outcomes: The social identity and stakeholder perspectives. Human Resource 

Management Journal, 28(4), 94–110. 

Sulastri, H. (2018). IT Strategy Of Human Resource Information System (HRIS) to Achieve Green It 

Strategy. Jurnal Rekayasa Sistem & Industri (JRSI), 4(02). https://doi.org/10.25124/jrsi.v4i02.259 

Wijonarko, G., & Wirapraja, A. (2022). Pengaruh Green Human Resource Management Terhadap 

Peningkatan Kepuasan Kerja dan Produktivitas Karyawan Melalui Perspektif Technology 

Acceptance Model (TAM) (Vol. 2, Issue 1). 

 

 


