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ABSTRACT

Green Human Resource Management practices are recognized for their substantial impact on
organizational sustainability, enhancing employee retention, public image, attraction of talent,
productivity, resource efficiency, environmental protection, cost reduction, and business
opportunities. This study addresses a research gap in the Sri Lankan tourism industry, where limited
research exists on Green Human Resource Management practices. The purpose was to evaluate the
impact of Green Human Resource Management practices on organizational sustainability within this
context. The study examined various Green Human Resource Management practices, including
green recruitment, green selection, green training and development, green health and safety, green
compensation management, green performance management, and green employee involvement. The
sample comprised 22 out of 38 publicly listed hotel companies in the Colombo Stock Exchange,
selected based on market capitalization, representing the tourism sector. Data were analyzed using
multiple regression analysis to assess the impact of Green Human Resource Management practices
on organizational sustainability. The multiple R value of 0.731 indicated a strong correlation
between Green Human Resource Management practices and organizational sustainability, with R-
squared value showing that 53.4% of the variance in sustainability was explained by the practices.
Significant positive influences on sustainability were found for green compensation management,
green employee involvement, green health and safety, and green performance management.
Conversely, green recruitment, green selection, and green training and development showed an

insignificant positive influence on organizational sustainability.

Keywords: Green Human Resource Management, Organizational Sustainability, Sri Lankan Tourism

Industry.
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INTRODUCTION

Green Human Resource Management (GHRM) is an emerging concept in Sri Lankan organizations,
with many individuals and professionals still unfamiliar with it. Opatha (2013) notes that GHRM is
relatively novel to most Sri Lankans, including HR academics and practitioners. While some
organizations are beginning to adopt GHRM practices, widespread knowledge and implementation
remain limited. According to the Central Environmental Authority of Sri Lanka (2019), several
companies, such as Siam City Cement (Lanka) Ltd and Unilever Sri Lanka Limited, have been
recognized for their environmental conservation efforts and sustained commitment to clean
production. However, there remains a critical need for broader adoption of GHRM practices to
enhance organizational performance. Tourism is one of the world's largest and fastest-growing
industries. The United Nations World Tourism Organization (UNWTO) reported a 6% increase in
international tourist arrivals to 1.4 billion in 2018, outpacing the global economic growth rate of 3.7%
(UNWTO, 2019). The World Travel and Tourism Council (WTTC) noted that the sector generated
122,891,000 jobs directly in 2018, contributing 3.2% of global GDP, with projections for continued
growth (WTTC, 2019). In Sri Lanka, tourism is the fourth-largest foreign exchange earner, with
significant growth noted since the end of the separatist war in 2009. The industry saw 1.27 million
visitors in 2013, a 26.7% increase from previous years, and it continues to play a vital role in the
national economy (Sri Lanka Tourism Development Authority, 2007; Fernando, Bandara, & Smith,
2016).

The tourism industry's growth underscores the importance of examining GHRM practices within this
sector. Green practices, such as pollution prevention and energy efficiency measures, can reduce costs
and enhance sustainability (Graci & Kuehnel, 2017). GHRM and organizational sustainability are
increasingly interlinked, with GHRM processes aiming to integrate environmental stewardship into
HR practices. The World Commission on Environment and Development (WCED) defines
sustainability as meeting present needs without compromising future generations' ability to meet
theirs. Effective GHRM supports sustainability by fostering environmental responsibility and
enhancing organizational performance (Bolch, 2008; Rani & Mishra, 2014). Sustainability benefits
include improved brand image, competitive advantage, and reduced operational costs (Rogers, 2016;
Legas, 2015). GHRM aims to align HR practices with sustainability goals, addressing both macro-
level ecological concerns and micro-level organizational issues, such as resource management and
employee engagement (Ehnert & Harry, 2012; Van Veslor & Quinn, 2012). Effective GHRM can lead
to increased employee commitment and improved organizational outcomes (McWilliams & Siegel,
2001; Mesmer-Magnus et al., 2012). Studies on GHRM globally and locally have shown that GHRM
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employee engagement (Deepika & Karpangam, 2016; Bassam & Rahman, 2016; Nisa et al., 2016;
Zubair & Khan, 2019).

RESEARCH GAP

In the Sri Lankan context, research on Green Human Resource Management (GHRM) within the
tourism industry is limited. Previous studies, such as those by Siyambalapitiya, Zhang, and Liu (2018),
focused on three GHRM dimensions; green induction, green performance management, and green
employee involvement. Another study by Upamali and Darshika (2018) examined four dimensions;
green job description, green performance, green training and development, and green rewards. Given
the limited scope of these studies, which cover only a few GHRM dimensions within the Sri Lankan
tourism industry, there is a notable research gap. To address this, the present study aims to explore the
impact of a broader range of GHRM practices, specifically green recruitment, green selection, green
training and development, green health and safety, green compensation management, green
performance management, and green employee involvement on organizational sustainability. This
study seeks to provide a more comprehensive understanding of how these practices influence

sustainability outcomes in the Sri Lankan tourism sector.

RESEARCH QUESTION
Based on the above stated research gap, research question is identified as follows;

1. What is the impact of GHRM practices on the organizational sustainability?

RESEARCH OBJECTIVE
To explore the impact of GHRM practices on the organizational sustainability.

RESEARCH METHODOLOGY

This study investigates the impact of Green Human Resource Management (GHRM) practices on
organizational sustainability within the tourism sector, specifically focusing on Hotels PLCs in Sri
Lanka. The research utilizes a combination of primary and secondary data collection methods. Study
population consists of Human resource managers from 38 hotel companies listed on the Colombo
Stock Exchange (CSE) as of July 5, 2019. Out of these 38 companies, 22 were selected based on a
market capitalization of >1 billion, representing 58% of the population. This selection is intended to
ensure a representative sample of high market capitalization firms. A self-developed questionnaire,
informed by existing literature (Arulrajah, Opatha & Nawarathna, 2015, Arulrajah & Opatha, 2016,
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Obaid.& Alias, 2015, Deshwal, 2015, Likhitar & Verma, 2017, Haridas & Sivasubramanaian, 2016,
Jahan & Ullah, 2016, Nayak & Mohanthy, 2017), was administered to HR employees. Data on
organizational sustainability and GHRM practices were extracted from the annual reports of the
selected companies. Descriptive analysis was used to summarize data from the questionnaires and
annual reports to provide an overview of GHRM practices and sustainability outcomes. Regression
analysis was conducted using SPSS-25.0 to examine the impact of the seven GHRM dimensions on
organizational sustainability. The analytical model is specified as:

RESULTS
The study outcomes were as follows which are the data were analyzed using the multiple regression
analytical tool. The following tables show the study findings.

Table 4.1: Model Summary

Model | R R Square Adjusted R Square Std. Error of the
Estimate
1 7312 534 520 1.893

a. Predictors: (Constant), GEI, GR, GS, GHS, GPM, GCM, GTD.

(Source: Survey Data)
The multiple correlation coefficient (R) reveals a strong correlation between the seven predictor
variables and the dependent variable, organizational sustainability (R = 0.731). The R-squared value
indicates that approximately 53.4% of the variance in organizational sustainability (OS) is explained
by the seven predictor variables. Thus, about 53.4% of the variation in organizational sustainability is
accounted for by green employee involvement (GEI), green recruitment (GR), green selection (GS),
green health and safety (GHS), green performance management (GPM), green compensation

management (GCM), and green training and development (GTD).

Table 4.2. ANOVA Analysis for the Overall Model

Model Sum of Squares df Mean Square F Sig.
1 | Regression 992.008 7 141.715 39.565 .000°
Residual 866.796 242 3.852
Total 1858.804 249

a. Dependent Variable: OS
b. Predictors: (Constant), GEI, GR, GS, GHS, GPM, GCM, GTD

(Source: Survey Data)
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The ANOVA analysis in Table 4.2 evaluates the effect of the independent variables on organizational
sustainability in the tourism industry. The results show a p-value of 0.000, which is less than the
significance level of 0.05. This indicates that the model is statistically significant and effectively
explains the impact of the independent variables on organizational sustainability in the tourism

industry.

Table 4.3.Coefficient of Determination

Model Unstandardized Standardized T Sig.

Coefficients Coefficients

B Std. Error Beta
1 (Constant) 223 .982 227 .820
GR 027 .028 .051 .956 .340
GS .087 .076 .067 1.146 253
GTD .020 041 .034 489 625
GHS 109 .029 229 3.702 .000
GCM .165 .053 .208 3.132 .002
GPM 073 .036 130 2.036 .043
GEI 11 .040 185 2.739 .007
a. Dependent Variable: OS

(Source: Survey Data)
The B values reflect the relative impact of each dimension of the independent variables on
organizational sustainability. The analysis reveals that Green Compensation Management (GCM) has
the greatest influence on organizational sustainability, with a B value of 0.165. This is followed by
Green Employee Involvement (GEI) with a § value of 0.111, Green Health & Safety (GHS) with a 3
value of 0.109, Green Selection (GS) with a 3 value of 0.087, Green Performance Management (GPM)
with a B value of 0.073, Green Recruitment (GR) with a B value of 0.027, and Green Training and
Development (GTD) with a B value of 0.020. All seven predictors have a positive influence on
organizational sustainability. Based on these findings, the equation for the linear regression model is
as follows:
Y =0+ B1X1+ B2 X2+ B3 X3 + 4 X4 + B5 X5+ f6 X6 + p7X7+¢
0S=0.223+0.027(GR)+0.087(GS)+0.020(GTD)+0.109(GHS)+0.165(GCM)+0.073(GPM)
+0.111(GEI)
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Hypothesis Testing

This study tested seven hypotheses to evaluate the impact of Green Human Resource Management

(GHRM) practices on organizational sustainability in Sri Lanka's tourism industry:

« Hypothesis 01: Green recruitment (GR) has a significant positive impact on organizational

sustainability.

0 Result: p = 0.340 (p > 0.05). Not supported. There is no evidence that Green Recruitment

significantly impacts organizational sustainability. The Unstandardized Coefficient (B) of 0.027

indicates minimal influence.

« Hypothesis 02: Green selection (GS) has a significant positive impact on organizational

sustainability.

0 Result: p=0.253 (p > 0.05). Not supported. No evidence suggests that Green Selection positively

affects organizational sustainability.

« Hypothesis 03: Green training and development (GTD) has a significant positive impact on

organizational sustainability.

0 Result: p = 0.625 (p > 0.05). Not supported. Green Training and Development does not

significantly impact organizational sustainability, with a B value of 0.020 indicating limited influence.

« Hypothesis 04: Green health and safety (GHS) has a significant positive impact on organizational

sustainability.

0 Result: p =0.000 (p < 0.05). Supported. Green Health and Safety significantly positively impacts

organizational sustainability.

« Hypothesis 05: Green compensation management (GCM) has a significant positive impact on

organizational sustainability.

0 Result: p =0.002 (p < 0.05). Supported. Green Compensation Management significantly positively

affects organizational sustainability.

« Hypothesis 06: Green performance management (GPM) has a significant positive impact on

organizational sustainability.

0 Result: p =0.043 (p < 0.05). Supported. Green Performance Management significantly positively

impacts organizational sustainability.

» Hypothesis 07: There is no impact of green employee involvement (GEI) on organizational

sustainability.

e Result: p = 0.007 (p < 0.05). Rejected. Green Employee Involvement does impact organizational
sustainability.
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DISCUSSION OF FINDINGS

The findings show that there is an impact of GHRM practices on Organizational sustainability. Green
Recruitment: Contrary to previous studies indicating a positive impact (e.g., Weerakotuwa, 2018;
Nayak & Mohanthy, 2017; Silva & Tennakoon, 2017; Haridas et al., 2016; Arulrajah, et al., 2015), the
current study found no significant impact of green recruitment on organizational sustainability in the
Sri Lankan tourism industry. Green Selection: Similar to green recruitment, previous research (e.g.,
Nayak & Mohanthy, 2017; Arulrajah et al., 2015) suggested a positive influence, but this study found
no significant impact of green selection on organizational sustainability. Green Training and
Development: While earlier studies (e.g., Haridas et al., 2016; Uddin & Islam, 2015; Venkatsh, Lisst
& Bhatt, 2014; Nijhawan, 2014) reported a significant positive effect, this study found no significant
impact of green training and development on organizational sustainability. Green Health and Safety:
The study confirmed a positive impact of green health and safety on organizational sustainability,
consistent with findings from previous research (e.g., Arulrajah et al., 2015; Schulte, Mckernan,
Heidel, Okun, Dotson, Lentz, Geraci, Heckel & Branche, 2013; Kaluza, Hauke, Starren, Drupsteen &
Bell, 2012; Cunningham et al., 2010; Adei & Kunfaa, 2007). Green Compensation Management: The
study found a positive impact of green compensation management on organizational sustainability,
aligning with past research (e.g., Nayak & Mohanthy, 2017; Silva & Tennakoon, 2017; Haridas et al.,
2016; Uddin and Islam, 2015; Ahmed, 2015; Arulrajah et al., 2015; Nijhawan, 2014; Prasad, 2013).
Green Performance Management: Consistent with previous studies (e.g., Nayak & Mohanthy, 2017,
Owino & Kwasira, 2016; Arulrajah et al., 2016; Uddin & Islam, 2015; Nijhawan, 2014; Renwick et
al., 2008), the study found a significant positive impact of green performance management on
organizational sustainability. Green Employee Involvement: The study found that green employee
involvement positively affects organizational sustainability, supported by previous research (e.g.,
Haridas et al., 2016; Sengupta & Sengupta, 2015).

CONCLUSION

This study investigated the impact of Green Human Resource Management (GHRM) practices on
organizational sustainability within the Sri Lankan tourism industry. The analysis of the collected data
revealed that Green Recruitment (GR) found to have an insignificant influence on organizational
sustainability (B=0.027, p=0.340). Green Selection (GS) demonstrated an insignificant but positive
influence on organizational sustainability (f=0.087, p=0.253). Green Training and Development
(GTD) had an insignificant influence on organizational sustainability ($=0.020, p=0.625). Green

Health and Safety (GHS) showed a significant positive impact on organizational sustainability
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organizational sustainability (f=0.165, p=0.002). Green Performance Management (GPM) indicated a
significant positive effect on organizational sustainability (=0.073, p=0.043). Green Employee
Involvement (GEI) demonstrated a significant positive impact on organizational sustainability
(B=0.111, p=0.007).

Based on these findings, it is concluded that while certain GHRM practices such as green health and
safety, green compensation management, green performance management, and green employee
involvement significantly contribute to organizational sustainability, others like green recruitment,
green selection, and green training and development do not show a significant impact. This suggests
that organizations in the Sri Lankan tourism industry may benefit more from focusing on the practices
with proven positive effects to enhance their sustainability efforts.

143
DOI Link :: https://doi-ds.org/doilink/08.2024-13691461/U1JIR



http://www.uijir.com/
https://doi-ds.org/doilink/08.2024-13691461/UIJIR

© UIJIR | ISSN (O) — 2582-6417
AUGUST 2024 | Vol. 5 Issue 3
wWww.uijir.com

Universe International Journal of Interdisciplinary Research

(International Peer Reviewed Refereed Journal)
DOI No. —08.2020-25662434

1. Ahmad, S. (2015) Green Human Resource Management: Policies and Practices. Cogent Business
and Management [online]. 2(1), pp.1-13. Available from:
https://www.tandfonline.com/doi/full/10.1080/23311975.2015.1030817

2. Arulrajah, A.A., Opatha, H.H.D.N.P. and Nawarathne, N.N.J. (2015) Green Human Resource
Practices: A Review. Sri Lankan Journal of Human Resource Management [online]. 5(3) pp.1-16.
Available from: https://sljhrm.sljol.info/articles/abstract/10.4038/sljhrm.v5i1.5624/

3. Arulrajah, A.A., Opatha, H.H.D.N.P. and Nawaratne, N.N.J. (2016) Employee Green Performance
of Job: A Systematic Attempt towards Measurement. Sri Lankan Journal of Human Resource
Management [online]. 6(1), pp.37-62. Available from:
http://journals.sjp.ac.lk/index.php/sljhrm/article/view/2785.

4. Arulrajah, A.A. and Opatha, H.H.D.N.P. (2016) Analytical and Theoretical Perspectives on Green
Human Resource Management: A Simplified Underpinning. International Business Research [online].
9(12), pp.153-164. Available from:
https://www.researchgate.net/publication/310743543 _Analytical_and_Theoretical _Perspectives_on_G

reen_Human_Resource_Management_A_Simplified_Underpinning

5. Bassam, K. and Rahman, A.P.M. (2016) Green HRM- A Tool of Sustainable Development.
International Journal for Scientific Research & Development [online]. 4(10), pp.489-492. Available
from: http://www.ijsrd.com/articles/IISRDV41100318.pdf

6. Das, S.C. and Singh, R.K. (2016) Green HRM and Organizational Sustainability: An Empirical
Review. Kegees Journal of Social Science [online]. 8(1&2), pp.227-236. Available from:
https://www.researchgate.net/publication/320686237_Green_ HRM_and_Organizational_Sustainabilit
y_An_Empirical_Review

7. Deshwal, P. (2015) Green HRM: An Organizational Strategy of Greening People. International
Journal of  applied research [online]. 1(13), pp.176-181. Available  from:
http://www.allresearchjournal.com/archives/2015/vollissuel3/PartC/1-12-161.pdf

8. Ehnert, I. and Harry, W. (2012) Recent Developments and Future Prospects on Sustainable Human
Resource Management: Introduction to the Special Issue. Management Revue [online]. 23(3), pp.221-
238. Available from:
https://pdfs.semanticscholar.org/2b29/09ff6ac3384c4d061eb8f8eb52718215h9ee.pdf

9. Grolleau, G. and Mzoughi, N. (2012) Green not (only) for profit: An empirical examination of the
effect of environmental-related standards on employee’s recruitment. Resource and Energy Economics

(RESOUR ENERGY ECON) [online]. 34(1), pp.74-92. Available from:

144
DOI Link :: https://doi-ds.org/doilink/08.2024-13691461/U1JIR



http://www.uijir.com/
https://doi-ds.org/doilink/08.2024-13691461/UIJIR

© UIJIR | ISSN (O) — 2582-6417
AUGUST 2024 | Vol. 5 Issue 3
wWww.uijir.com

Universe International Journal of Interdisciplinary Research

(International Peer Reviewed Refereed Journal)
DOI No. —08.2020-25662434

https://www.researchgate.net/publicati0n/235976144_Green_Not_onIy_for_Profit_An_EmpiricaI_Exa
mination_of the Effect_of Environmental-Related_Standards_on_Employees' Recruitment

10. Hansla, A., Gamble, A., Juliusson, A. and Garling, T. (2008) The relationships between awareness
of consequences environmental concern and value orientation. Journal of Environmental Psychology
[online]. 28(1), pp.1-9. Available from:
https://www.researchgate.net/publication/223007799_The_relationships_between_awareness_of_cons
equences_environmental_concern_and_value_orientations

11. Haridas, P.K. and Sivasubramanaian, C. (2016) Impact of Green HRM Practices on Firm
Performance: With Special Reference to Manufacturing Industry. International Journal of Engineering
Technology  Science and  Research  [online].  3(12), pp.49-54. Available  from:
http://www.ijetsr.com/images/short_pdf/1481445410 ifuna850 _ijetsr.pdf

12. Hines, J.M., Hungerford, H.R. and Tomera, A.N. (1987) Analysis and synthesis of research on
responsible environmental behavior: A Meta-Analysis. The Journal of Environmental Education
[online]. 18(1), pp.1-8. Available from:
https://www.tandfonline.com/doi/abs/10.1080/00958964.1987.9943482

13. Kiruthiga, K. and Viswanathan, M. (2014) A study on awareness of green recruitment with special
reference to General Public. International Journal of Research and Development- A Management
Review [online]. 3(2), pp.28-31. Available from:
http://www.irdindia.in/journal_ijrdmr/pdf/vol3_iss2/7.pdf

14. Likhitkar, P. and Verma, P. (2017) Impact of Green HRM Practices on Organization Sustainability
and Employee Retention. International Journal for Innovative Research in Multidisciplinary Field.
3(5), pp.152-155.

15. Masri, H.A. and Jaaron, A.A.M. (2017) Assessing Green HRM Practices in Palestinian
Manufacturing Context: An Empirical Study. Journal of Cleaner Production [online]. 143, pp.474-489.
Available from: http://iranarze.ir/wp-content/uploads/2018/01/E5540-IranArze-1.pdf

16. Nijhawan, G. (2014) Green HRM- A requirement for sustainable organization. PARIPEX-Indian
Journal of Research [online]. 3(10), pp.69-70. Available from:
https://www.worldwidejournals.com/paripex/recent_issues_pdf/2014/October/October_2014 1413631
199  22.pdf

17. Nisa, M., Mahmood, A., Sandhu, M.A., Kanwal, S. and Igbal, J. (2016) The Effect of Green HRM
Practices on Sustainability: Evidence from Manufacturing Companies in Pakistan. Pakistan Journal of
Social Sciences [online]. 36(1), pp.177-188. Available from:
https://www.researchgate.net/publication/319261799 The Effect of Green HRM_Practices_on_Sust

ainability Evidence_from_Manufacturing_Companies_in_Pakistan_Mr_Javed Igbal_corresponding_

145
DOI Link :: https://doi-ds.org/doilink/08.2024-13691461/U1JIR



http://www.uijir.com/
https://doi-ds.org/doilink/08.2024-13691461/UIJIR

Universe International Journal of Interdisciplinary Research ©UWIR | ISSN (O) —2582-6417
AUGUST 2024 | Vol. 5 Issue 3

(International Peer Reviewed Refereed Journal) www.ijir.com
DOI No. —08.2020-25662434

18. Obaid, T.F. and Alias, R.B. (2015) The Impact of Green Recruitment, Green Training and Green
Learning on the Firm Performance: Conceptual Paper. International Journal of Applied Research
[online]. 1(12), pp.951-953. Available from:
http://www.allresearchjournal.com/archives/2015/vollissuel2/PartN/1-12-68.1.pdf

19. Opatha, H.H.D.N.P. (2013) Green Human Resource Management: A Simplified Introduction.
Proceeding of the HR  dialogue [online]. 1(1), Pp.1-15. Available  from:
https://www.researchgate.net/publication/301886703 Green_Human_Resource_Management_A_Sim
plified_Introduction

20. Owino, W.A. and Kwasira, J. (2016) Influence of Selected Green Human Resource Management
Practices on Environmental Sustainability at Menengai Oil Refinery Limited Nakuru, Kenya. Journal
of Human  Resource  Management [online]. 4(3), pp.19-27.  Available  from:
https://pdfs.semanticscholar.org/8251/935f64798d6bdb83757dd44ca5cc70e3aeff.pdf [Accessed 21
June 2018].

21. Rani, S. and Mishra, K. (2014) Green HRM: Practices and Strategic Implementation in the
Organizations. International Journal on Recent and Innovation Trends in Computing and
Communication [online]. 2(11), pp.3633-3639. Available from:
https://www.academia.edu/17635616/Green_ HRM_Practices_and_Strategic_Implementation_in_the
Organizations

22. Renwick, D.W.S, Redman, T. and Maguire, S. (2013) Green Human Resource Management: A
Review and Research Agenda. International Journal of Management Reviews [online]. 15(1), pp.1-14.
Available from:
https://www.researchgate.net/publication/230537826_Green_Human_Resource_Management_A_Revi
ew_and_Research_Agenda

23. Rogers, M. (2016) 06 benefits of becoming a sustainable business [online]. Available from:
https://www.environmentalleader.com/2016/03/6-benefits-of-becoming-a-sustainable-business

24. Sengupta, M. and Sengupta, N. (2015) Green HRM: A Tool for Organizational Sustainability.
Proceedings of the Fourth International Conference on Global Business, Economics, Finance and
Social Sciences (GB15Kolkata Conference) [online]. 18th -20th December, pp.1-11. Available from:
http://globalbizresearch.org/Kolkata_Conference/docs/KOLKATA/3.%20%20Management%20and%
20Marketing%20PDF/3.%20%20Management%20and%20Marketing%20PDF/K512.pdf

25. Siyambalapitiya, J., Zhang, X. and Liu, X. (2018) Green Human Resource Management: A
Proposed Model in the Context of Sri Lanka’s Tourism Industry. Journal of Cleaner Production

[online]. 201, pp.542-555. Available from:

146
DOI Link :: https://doi-ds.org/doilink/08.2024-13691461/U1JIR



http://www.uijir.com/
https://doi-ds.org/doilink/08.2024-13691461/UIJIR

© UIJIR | ISSN (O) — 2582-6417
AUGUST 2024 | Vol. 5 Issue 3
wWww.uijir.com

Universe International Journal of Interdisciplinary Research

(International Peer Reviewed Refereed Journal)
DOI No. —08.2020-25662434

https://www.sciencedirect.com/science/article/pii/80959652618322947

26. Upamali, D.P.E. and Darshani, R.K.N.D. (2018) The impact of Green Human Resource
Management towards Career Development of the Employees: A study of frontline employees in the
hotel industry Sri Lanka. 5th HRM Student Research Sympsium-University of Kelaniya. 5(1), pp.1-48.
27. WTTC (2018) City Travel and Tourism Impact [online]. Available from: https://www.wttc.org/-
/media/files/reports/economic-impact-research/cities-2018/city-travel--tourism-impact-2018final.pdf
28. Zubair, S.S. and Khan, M.A. (2019) Sustainable Development: The role of green HRM.
International Journal of Research in Human Resource Management [online]. 1(2), pp.1-6. Available
from:
https://www.researchgate.net/publication/334317586_Sustainable_development_The_role_of green_
HRM

147
DOI Link :: https://doi-ds.org/doilink/08.2024-13691461/U1JIR



http://www.uijir.com/
https://doi-ds.org/doilink/08.2024-13691461/UIJIR

