
[image: UWTSD London | UWTSD London Campus]


Impact of GHRM on Employees Engagement 




Student’s Name : Vrajeshkumar B. Gohel
Student’s ID No : 2216495
Supervisor’s Name : Husam Alharahsheh







[image: A black and white logo

Description automatically generated]
Master’s Degrees by Examination and Dissertation
Declaration Form.
1. This work has not previously been accepted in substance for any degree and is not being concurrently submitted in candidature for any degree.
Signed: Vrajeshkumar.B.Gohel….……………………………………………………
Date: 20/10/2023…………………………………………………………………...
  
2. This dissertation is being submitted in partial fulfilment of the requirements for the degree of master’s in business administration.
Signed...Vrajeshkumar.B. Gohel……………………………………………………………………
Date: 20/10/2023 …………………………………………………………………..…………...
 3. This dissertation is the result of my own independent work/investigation, except where otherwise stated.
Other sources are acknowledged by footnotes giving explicit references. 
A bibliography is appended.
Signed:..Vrajeshkumar.B.Gohel…………………………………………….……………….
Date: 20/10/2023  …………………………………………………….……………………….
  
4. I hereby give consent for my dissertation, if accepted, to be available for photocopying, inter- library loan, and for deposit in the University’s digital repository 
Signed(candidate)…Vrajeshkumar.B.Gohel…………………………………….………….……
Date: 20/10/2023………………………………………………….…………….……………..
Supervisor’s Declaration.
I am satisfied that this work is the result of the student’s own efforts.
Signed: 
Date:  20/10/2023………………………………………………………...
                                                             


                                                                 Abstract

Green Human resource management has become essential in current market scenario to manage employee in international market and maintain their wellbeing with environment friendly ecosystem. This study has analysed the recent literature collecting secondary data to review existing theories and identified research gap. Importance of GHRM is known in the market but its application for enterprises and expected competitive advantages and disadvantages are still unknown. GHRM has become popular after United Nation has declared Sustainable development goals and Pandemic situation. Now, it is essential to know the relationship between GHRM and employee engagement in different sized organisation. For this reason following objectives are selected to find result that support in the decision making of different sized organisation in terms of GHRM implementation. 
· To analyse the Advantages of GHRM
· To determine the challenges of GHRM
· To identify the relationship between GHRM and Employee engagement 
Primary data collection method and Quantitative research approach has been undertaken in this research to find the result of the research questions. A set of questionnaire has been prepared and around 71 responses has been collected from potential participants maintaining ethical consideration. The survey has been conducted using Google Form and findings has been represented using pie charts. The statistical outcomes of real time data has been quantitatively analysed to draw the conclusion for this study. The findings has indicated that GHRM should be implemented in every organisation to sustain their competitiveness in long run but small organisations have to focus on their available resource before making investment decision in GHRM due financial burden. 
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Chapter 1:  Introduction 
[bookmark: _Toc148477022]Introduction :
GHRM has fascinated the current year and has become a crucial component of firms in which HR plays a significant role in encouraging green workroom regulations. GHRM is a considerable source of competitive advantage that combines human and ecological sustainability. For this to be implemented successfully, GHRM must be widely adopted by its employees since employee engagement is favourable regarding the psychological state associated with the workplace and defined by positive dedication and absorption. Therefore, from this vantage point, connecting green employee engagement with implementing GHRM makes sense. This study investigated how GHRM methods affect environmental performance. These procedures include eco-friendly performance management, rewards and pay, and education and training. This section outlines the context of the research and selects research questions and objectives. 
[bookmark: _Toc148477023]Rational :
It is crucial to adhere to these GHRM principles in today's fast-paced world, where the manufacturing and production industries dominate. GHRM is a practice of using green resources in the workplace that ensure employees' health and take care of the environment (Pham, Tučková and Jabbour, 2019). Decreasing energy consumption, ensuring efficient resource utilisation, and preserving a sustainable environment are essential in today's world. This study's objective is to demonstrate the effects of GHRM practises, a single-dimension construct, on both individual and non-green outcomes to emphasise employee environmental ideals and their relationship to and influence on other ideas. Based on a meta-analysis of 10 years of GHRM, it is clear that the publication of GHRM has significantly increased in the last decade. It is a trending matter that HR managers are encountering to improve their employee engagement (Paulet, Holland and Morgan, 2021). The growing demand for sustainability in organisations has also increased the demand for GHRM in an organisation, and employees feel better when they are engaged with an organisation that operates an environment-friendly business. 
[image: A meta‐review of 10 years of green human resource management: is Green HRM  headed towards a roadblock or a revitalisation? - Paulet - 2021 - Asia  Pacific Journal of Human Resources - Wiley Online Library]
[bookmark: _2et92p0]
(Paulet, Holland and Morgan, 2021)

GHRM provides clear objectives to the employees and consistently motivates them to work more efficiently to get recognition and establish themselves in a reputed position. Natural environmental practices have become essential for almost every industry, and it is crucial to attract employees and retain them in the current world (Pham et al., 2020). Investigating the connections between job engagement, normative commitment, and continuity also be interesting. This study aims to assess the conceptual model of staff members familiar with environmental management principles and practices and with practical experience applying them. 
This chapter highlights briefly the literature’s repeated appeal to update GHRM since it appears that GHRM is heading in the opposite direction of its foundations, with the primary purpose of enhancing employee well-being. Tremendous progress has been made in the GHRM sector in terms of advances. Over the last 30 years, the research has provided more than enough empirical proof that employees and their management bring organisational success. However, the challenge of interpreting success in terms of results emerges here. Given numerous outcomes, empirical research results were primarily defined as economic outcomes, ignoring those linked to employees. Naturally, GHRM resource-related outcomes included many studies. Nonetheless, they mostly acted as a crucial mediator between GHRM and an organisation's financial performance. As a result, GHRM was considered a means rather than a goal in itself, and The pursuit of the performance-GHRM connection has come at the expense of employee happiness. Ironically, such disregard for employee concerns contributes to the effectiveness of GHRM discipline. Changes in society and the labour market have prompted organisations to seek innovative methods of managing GHRM resources to retain these resources in the future.
[bookmark: _Toc148477024] Problem statement :
Employers and practitioners demonstrate that integrating employee involvement with participation in various sustainability projects is achievable in order to improve organisational ecological performance. The cutting-edge strategy for ensuring environmental sustainability is GHRM. Many innovative techniques have demonstrated how companies manage sustainable development cleverly and successfully by encouraging social responsibility and a feeling of environmental responsibility within teamwork (Suganthi, 2019). The secondary effects of GHRM on employee engagement, which results in green employee empowerment are notable and significant (Mousa and Othman, 2020). Separately, green values weaken the connection between green employee empowerment and OBCE, which asserts that strategies for sustainability link to structure GHRM at all levels. It is unclear to HR managers to what extent GHRM influences employee engagement. In the fast-paced world, every employee is growth seeking, and his or her motivation to change his or her jobs frequently. Still, GHRM-powered organisations have retained employees, and their employee turnover is low. The problem is that it needs to be clarified whether the reason behind the low employee turnover in some organisations is GHRM or not. 
Numerous additional research studies have discussed GHRM in developing nations. Studies show that employee green HRM practices affect long-term performance and evaluate how well the GHRM practice packages are implemented (Paillé, 2020). The implementation of GHRM in professional organisations with particular reference to developing nations. Ensures that the earth remains an excellent place to live if environmentally responsible policies are followed. Private or governmental organisations incorporate various diverse, fundamental, environmentally friendly initiatives into their daily operations, and they significantly contribute to assuring a greener environment. GHRM substantially affects organisations' adoption and promotion of green practices and on-the-job employee training. By carefully adhering to ISO14000 standards, it aids employers in establishing a positive reputation in the sector. Greening is a newly popular idea that supports firms in achieving corporate and societal profitability (Benevene and Buonomo, 2020). People are becoming more aware of the concept of becoming green and are beginning to gravitate toward green products or favour the goods or services of businesses that give back to society over those that prioritise profit and efficiency.
[bookmark: _Toc148477025]Research Aims and objectives, and questions :
Aim
This research aims to analyse the impact of GHRM on employee engagement to resolve employee engagement crises in the market. 
Research Objectives
· To analyse the Advantages of GHRM
· To determine the challenges of GHRM
· To identify the relationship between GHRM and Employee engagement 
Research questions
· What are the advantages of GHRM?
· What are the challenges of implementing GHRM?
· What is the relationship between GHRM and Employee engagement?
[bookmark: _Toc148477026]Explanatory variables and dependent variables :
The explanatory variable of this study is GHRM, and the dependent variables of this research are Employee satisfaction, Employee engagement, health and well-being of employees, social development, Environmental development and sustainable development goals.
[bookmark: _Toc148477027]Research scope :
For instance, longitudinal research was conducted in various corporate and geographic environments. It is possible to study each aspect of GHRM practice in depth and connect it with employee engagement, employee satisfaction and corporate citizenship behaviour and commitments. These studies have significant ramifications for speeding the performance and growth of businesses (Chowdhury, Ghosh and Ghosh, 2022). The employee's inner drive, which is not formally mandated, leads to proactive behaviours. These efforts include prioritising environmental concerns, starting environmental program regulations and motivating others. On the other hand, GHRM is an in-role behaviour described as the degree to which employees carry out their duties in an eco-friendly way. GHRM emphasise the extent to which primary tasks about environmental protection are carried out. It displays how eager workers are to carry out their duties in an environmentally sustainable manner (Riyanto, 2020). It aids in implementing green strategy and helps businesses gain an edge over rivals in the market. Extreme climate change is a significant issue for the entire planet, which is why governments and international environmental organisations are enforcing regulations those businesses, must adhere to stay in business. Due to various factors, one of the world's emerging nations already encounters much red tape while conducting business (Manawa et al., 2022). Therefore, companies and managers must refrain from concentrating on green operations individually, as this results in increased cost consumption. 
[bookmark: _Toc148477028]Research Significance :
The research study revives societal support for the GHRM practices in high demand. The significance made in this study for management and staff about the consideration and use of GHRM and eco-friendly conduct is advantageous. Future researchers who perform similar investigations on the same variable and provide results that are more accurate will also benefit from this research (Fawehinmi et al., 2020). The subject matter experts for their kind words of support and for sharing their intelligent and laudable comments. This helps the business's managers and employees become more environmentally friendly (Amrutha and Geetha, 2019). Overall, the findings of this research study offer academics, professionals, managers, and supervisors helpful viewpoints. The study examines psychological ownership's potential mediating effects on an association between GHRM and employee engagement (Alqudah et al., 2021). Its target audience is those who work in the production sector's automotive, chemical, and food subsectors. The manufacturing industry was specially chosen for the study because it produces goods that are more tangible and has a higher potential to hurt the environment. The principles of conservatism and boosting employee morale and satisfaction, GHRM guidelines promote sustainable resource use. Inside enterprises. Green adoption of GHRM is required since it increases employee engagement.
[bookmark: _Toc148477029]Summary :
This section analysed context of a relationship between GHRM and Employee engagement. It is possible to thoroughly identify each GHRM practice component and connect it with corporate citizenship behaviour and commitments, employee engagement, and employee satisfaction. Many innovative techniques have demonstrated how companies cleverly and successfully manage sustainable development by encouraging social responsibility and a feeling of environmental responsibility within teamwork. This section has clearly evaluated the research context and proposed the aim of this study that will help in developing understanding the entire research procedure and its significant in current market. 







[bookmark: _Toc148477030]Chapter 2: Literature Review :
[bookmark: _Toc148477031]Introduction :
This chapter aims to identify the link between GHRM practices and Employee Engagement. Title “Green human resource management” is used in literature to denote the systematic and deliberate fusion of conventional. This investigation explores the essential ideas, frameworks, models, and theories in the domains of GHRM and Employee engagement, demonstrating their interconnection. This research examines the current knowledge landscape, identifies relevant ideas and theories, and studies the research techniques and tactics used in this context, building on established academic arguments. This research will look for conflicts, contradictions in findings, and unsolved problems in order to provide a solid foundation for the concept. 
[bookmark: _Toc148477032]Conceptualisations of GHRM :
Environmental deterioration has become increasingly newsworthy throughout the years. With the trend of going GHRM, environmental care plays a significant and broad role in eco-friendly operations. A crucial component of the company's plan for going to GHRM. Sustainability is the only way to save threatened habitats, and in today's rapidly evolving world, it is a fresh idea. To safeguard and preserve natural resources and achieve the objectives of sustainable development, GHRM has developed (Amjad et al., 2021). GHRM initiatives and investments are increasing among business professionals, the financial sector, healthcare facilities, and academic institutions. 
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[bookmark: _35nkun2]( Amjad et al., 2021)
In the 21st century, where rapid industrialisation growth is causing resource destruction, degradation, and depletion as well as a variety of diseases that pose a health risk due to environmental contamination, greening the populace through the application of GHRM's sustainability principle helps reverse these trends (Kerdawy, 2019). It centres on the homogenous approach toward heterogeneity implementation of GHRM in various working institutions. It solely focuses on a theoretical framework for grasping GHRM as a potential area for future study. The organisation meets it is organisational, environmental, and sustainability goals, improves business efficiency in each business activity, and eliminates waste by making the best use of its resources by greening its workforce through green policies and practices.
As a result, GHRM seeks to establish a green road toward HRM policies through Environmental management and assists businesses, societies, and educational institutions in navigating their green paths to realise their ambitions for environmental sustainability through adopting the policies (Aboramadan, 2020). GHRM policies aim to promote the origins of conservatism while boosting employee morale and happiness. Businesses are encouraged to use resources sustainably that needs GHRM. Globally, GHRM is thriving. People, corporations, and society undergo a significant transformation. GHRM gives commercial enterprises and younger generations an essential lesson about the need to protect the environment and wildlife. When enterprises, banks, hospitals, and academic institutions adopt green technology over time, they benefit significantly from implementing a well-structured GHRM policy (Shafaei, Nejati and Yusoff, 2020). The benefits of Green HRM include improved brand perception and a better reputation in the eyes of society, in addition to excellent results in corporate success, staff productivity, and morale.
[bookmark: _Toc148477033]Using Sustainable Environmental practises in Human Resource Management : 
This section examines how GHRM helps organisations achieve environmental sustainability goals when staff members believe their employer is environmentally conscious. According to the conditional process analysis's findings, perceived organisational support for sustainability successfully communicates the advantages of green employee engagement in contrast to its effects on Performance Management and training for personal environmental performance (Paillé, 2020). Notably, the impacts of GPM, green training, and green employee engagement only translate into perceived administrative support for the environment when employees show high levels of satisfaction with organisational environmental participation. It is well known that GHRM offers a competitive advantage, particularly when achieving environmental performance. However, a study of the relevant literature finds that little is known about how GHRM policies inspire employees to operate sustainably and support workplace greening.
The GHRM procedures improve employee behaviour about the environment. According to the authors, organisations may encourage employee eco-friendly behaviour by including green aspects and clarifying green duties throughout HRM areas such as job design, performance reviews, and rewards when implementing GHRM activities. Other studies show that employees are more inclined to support organisational environmental sustainability activities when their employers support the environment. Perceived corporate support for the environment (POS-E) creates a work environment that supports individual environmental performance through the attitudes and behaviours of environmental personnel (Malik et al., 2020). With an increase in greening organisations and, more specifically, the role those employees play in this process; the subject of organisational support has recently come up again. The term “POS-E” (Roscoe et al., 2019) refers to the perception among employees that their company cares about environmental issues and tries to offer the resources necessary to encourage staff engagement in workplace ecological efforts. Businesses demonstrate their commitment to the environment from the workers' standpoint, or POSE, by supplying staff with the tools they require to support their environmentally conscious conduct. 
While the GHRM rules do not directly affect employee participation, they do address training and performance in the environment. The nation benefits from the fact that POS-E communicates the results of ecological education without addressing how a person performs in terms of the environment. Cantor and colleagues claimed that people needed to be adequately rewarded for engaging in environmentally friendly behaviour to account for the lack of influence of incentive application (Singh et al., 2020). According to Pelletier et al. (1996), individual unhappiness with environmental policy affects later ecologically responsible activities, such as the decline in conservation and recycling. Environmental policies do not guarantee that everyone is happy with their surroundings. Instead, they assume that people who disagree with environmental policy are more inclined to take action that is within their power to protect the environment.
[bookmark: _Toc148477034]GHRM practises' contribution to organisational commitment :
Businesses may benefit from a wide range of benefits integrated into GHRM, including attracting new talent and retaining existing employees, lowering costs and gaining a competitive edge, and increasing total firm productivity in overall employee, the environment, productivity, business sustainability, and efficiency. Organisational commitment is the willingness of the staff to remain with the business and contribute to accomplishing its goals (Shoaib et al., 2021). Many companies have implemented GHRM strategies to enhance environmental sustainability, primarily focusing on reducing environmental pollution and deterioration. Workforce greening is a technique for improving employee commitment, motivation, and general competence. Organisational commitment is influenced by employee identification, loyalty, and involvement. Companies should undertake initiatives to inspire their personnel to continue to be devoted. 
Changing employee attitudes and enhancing overall workforce performance are frequent goals of HRM techniques (Alserhan and Shbail, 2020). The advantages gained through GHRM approaches are supported by the facts. Walmart used GHRM as an example, claiming to have saved $12,000 using less paper. Due to the increased importance of environmental awareness, HR has adopted GHRM techniques, including cost cutting. GHRM prioritises resource and ecological conservation the highest (Pandey, 2020). The term “green human capital” indicates the whole amount of employee knowledge, skill, experience, wisdom, creativity, and commitment to "looking green innovation or environmental preservation that was rooted in people rather than businesses. 
One of the cornerstones of organisational science is the concept of green human capital, which has been crucial in the adoption of green resource management methods. It has been said that the knowledge and skills of employees in sustainability play a vital role in the adoption of green human resources management. (Islam and others, 2020). On the other hand, it has also been noticed that when workers feel their employer is devoted to environmental sustainability, their knowledge and abilities develop, enhancing their loyalty to the business. The argument put forward here is that green human capital moderates the relationship between GHRM and employee engagement.
[bookmark: _Toc148477035]GHRM and environmental cooperation :
There is increasing business demonstration pressure. Many sophisticated people embrace the clarity of their impact on the environment. Follow environmental management techniques and other green methods to lessen the dangers to the environment that come with their activity. GHRM is a pathway that joins environmental considerations into HRM strategies and practices (Aboramadan, 2020). It highlights the role of employees in accepting ecologically responsible behaviour and provides sustainability goals to the organisation. Central to GHRM is that employees are one of the specific agents of change. Organisations play an essential role in creating employee attitudes towards sustainability through training and providing opportunities for engaging in green resources. Addressing environmental challenges requires a re-evaluation of firm measures. 
Organisational effectiveness and HRM experts need a formulated understanding and alternative strategic paths that environmentally sustainable businesses follow. GHRM practices are central drivers of HRM in factors such as accepting employee management, involvement of humans and diffusion of environmental knowledge (Alqudah et al., 2021). Learning by the organisation is approved and essential for applying employment management practices that are important to achieving more proactive employee management. According to the ability motivation opportunity hypothesis, researchers claimed that the alignment between HRM and GSCM helps to implement environmental cooperation.
Green employees are encouraged towards green orientation when organised, trained, developed to improve performance and then given opportunities to engage in coincidental actions. If staff members are appropriately taught, supported, and given the freedom to do so, With customers and suppliers, they are more inclined to undertake environmental engagement (Benevene and Buonomo, 2020). Training builds awareness and new skills for analysing ecological issues that suppliers and customers face. As a result, knowledge and skills increase if motivation and opportunity are lacking. This is accurate, given how difficult it is to find solutions to the environmental problems providers and consumers face (Amanov, 2023). 
When developing an employment system, some firms may restrict their employment struggles to a select group of supply chain and environmentally friendly implementation staff. Green supply chain management is upstream and aims to reduce the total effects on the environment of downstream supply forward and backward movement. Using an integrative framework, this research built on earlier work to produce a deeper comprehension of the impact of GHRM on environmental cooperation, specifically based on the above theory. 
[bookmark: _Toc148477036]Advantage of GHRM :
Nowadays, Green HRM offers various benefits, including accepting green HR leadership. That results in significant efficiency, better employee engagement and lower costs. It helps employees to reduce their carbon footprint through several ways, like virtual interviews. GHRM plays a vital role in the organisation and society in reducing environment-related problems. Organisations formulate GHRM practices and train people to raise environmental awareness regarding environmental protection (Malik et al., 2020). The organisation conducts an environmental audit to increase organisational culture, help people think about pollution, and help those invaded impurely. Moreover, It promotes eco-friendly goods and educates workers and community members on the more prudent use of natural resources.
[image: A diagram of a company's company's company's company's company's company's company's company's company's company's company's company'

Description automatically generated]
[bookmark: _3j2qqm3](Malik et al., 2020)
Implementing GHRM is a crucial step on the right path for a workplace that benefits both the employer and the employees. GHRM ensures that the workroom is healthy and productive by enabling workers to convey their concerns and use their rights. For the advancement and growth of the company, GHRM delivers astonishing results. They are crucial for representation, public relations, and partnerships between organisations. Goal setting is a critical component of GHRM's performance management systems, which link the Professional and team goals of employees to the larger goals of the organisation. Employees will find it easier to understand not just their impact but also that of their colleagues because everyone will be able to observe how they contribute to larger goals (Nisar et al., 2021). Setting objectives is critical to creating an atmosphere in which employees collaborate for the company's long-term success in a democratic and accountable culture. Using GHRM to manage employees at every point of their life cycle demonstrates that the business will assist them after the hiring stage (Pham, Tučková and Jabbour, 2019). Employees have the chance to advance their careers, which, according to 94% of workers, will cause them to remain at their firms for a more extended period. Employees will be happier and more dependable as a positive byproduct of focused, motivated personnel (Pham et al., 2020). Unexpected GHRM scenarios inevitably arise, and teams will be required to cope with them while keeping up with regular work, whether it be an unforeseen turnover or a shift in corporate priorities.
It supports organisations to reduce costs without losing talent, lowering the company's total cost because it becomes more efficient in its use of electricity, water and manufactured goods. GHRM helps businesses save on requirement costs by not losing qualified candidates. The online requirement system has the advantage of being utterly transformative as it makes the requirement process more accessible and more cost-effective. The use of GHRM techniques helps the organisation to establish a name for itself in society; additionally, it promotes resource conservation and the use of more affordable eco-friendly products (Shoaib et al., 2021). Today, most conscious consumers look for companies that accept environmental standards, and companies that follow equal-friendly HR policies also benefit greatly. It helps to reap green products and savings from waste elimination, and promoting such standards also indirectly improves consumer satisfaction.
[bookmark: _Toc148477037]Challenges of Implementing GHRM :
This study was initiated because there is little current research on implementation issues in GHRM practices. However, because adopting technology to ensure a green approach is costly, prior research has indicated concerns about the financial value of green practices in businesses. It also presents a deficiency, as evidenced by research findings of economic Benefits from GHRM practises in organisations that damage other organisational operations. One obstacle to applying GHRM practises in firms is the need for a managerial understanding of employee management. There must be green courses in universities worldwide to practise organisational green implementation.
On the other hand, the maintenance expenses of green practices and a lack of help from staff and higer management have also been noted as significant obstacles to GHRM adoption at institutions. Companies must overcome several obstacles while using GHRM. Candidates who balance environmental and corporate responsibility with competence are hard to come by (Suganthi, 2019). GHRM exercises are expensive to implement in the early stages. It has been found that older workers are resistant to adopting complex greenways. There needs to be a defined metric to measure employee performance as there is a significant gap in HR touch. A HR touch gap is observed while managing online events. Literacy is better in several countries, and advanced knowledge needs acute technical equipment shortage. 
Lack of infrastructure and advanced technology. Lack of knowledge about the environment and sustainable development goals. The main problem of the organisation is the implementation problem. Lack of funds to improve environmental conditions. Lack of awareness about environmental protection and green HRM (Singh et al., 2020). Absenteeism is one of the challenges raised by the interviews in adopting GHRM practices. Organisational documents and satisfactory progress Documentation of rules and policies themselves are important controls for integrating HRM practises. Eco-friendly practices and support GHRM practices to conserve established resources. This lack of budget is a costly problem for top management, and managing conversion technology requires investment in fixed assets and human capital. Make it an essential operation as required by human intervention. 
Along with awareness, knowledge, and empowerment, empowerment also refers to the freedom to act and be creative. In the end, the HR division had to create its teams and competencies. accelerated the shift from constructing effective GHRM to conventional and environmentally friendly HR practises (Shafaei, Nejati and Yusoff, 2020). In addition, building skills was challenging, as individuals needed organisational support for financial and non-financial issues. In this study's literature review, the researcher identified various challenges of GHRM implementation. The primary obstacles to implementing GHRM include low levels of knowledge, a lack of regulations, managerial interest and organisational support, expensive training costs, and significant staff turnover.
[bookmark: _Toc148477038]Relationship between GHRM and Employee Engagement :
Behavioural HRM provides that green practices affect organisational performance through work attitude and employee behaviour.According to behavioural research, the most important element in influencing an employee's propensity for green activity is their HRM system. GHRM practices impact workplace sustainability practices for various reasons (Roscoe et al., 2019). A core focus of GHRM is letting people know about the company's green focus, promoting a person's environmental principles during the recruiting and selection process and encouraging employees' green awareness, which is probably increased by training in green ideals. 
Green HRM is developing the mindset of employees engaged in environmentally friendly activities by imparting green training practices (Pham, Tučková and Jabbour, 2019). These practices improve employees' knowledge, skills, abilities, and expectations. That their organisation adopts some environmentally conscious HR policy is one of the determinants of the practice impacts on employee productivity in the HRM claims literature. According to the supply price feet theory, an employee's action if the corporation uses polite, cordial, linked green HR practices, it will align with its green policy.These tactics are intended to strengthen employee roles. When their companies give staff members rewards that reflect green performance, green behaviour workers are more likely to become involved and support environmental preservation activities. The motivation factor of AMO relates to the employees involved in environmental initiatives (Nisar et al., 2021). Employers are encouraged to carry out their duties in a manner that is consistent with their ecological knowledge and conduct by using customised evaluation tools and compensation structures.
Clarifying the company's environmental standards and objectives also gives staff members constructive feedback to support long-term performance development and how staff members view the significance of their work. It sharpens their creativity to put up more effort and commitment, and it steers them to role and extra-role performance in accomplishing the firm's environmental goals. These eco-friendly HR practices and policies are linked to favourable behaviours and employee attitudes, which lessen the environmental effect of firms and increase company sustainability (Mousa and Othman, 2020). GHRM application engages workers in green dedication and pro-environmental behaviour. Using green knowledge management, top management ensures the execution of GHRM principles to improve environmental performance. In addition, decision-makers should focus on protecting and enhancing the knowledge of their employees (Malik et al., 2020). GHRM improves employees' sustainable and environmental behaviour; consequently, business connects with human resource sustainability and green problems on employees' organisational commitment, and GHRM improves employees' environment-friendly behaviour. Moreover, businesses must connect HRM, environmental issues, and the organiser's commitment to employees. This research finds that GHRM practices increase employees' eco-commitment. Furthermore, the finding implies that GHRM and employee bonds are detected by green commitment. 
[bookmark: _Toc148477039]Theoretical Analysis :
[bookmark: _Toc148477040]Motivation Theory 
The motivation needs theory explains what motivates people to act in specific ways. An individual is characterised as uninspired when they lack the drive or stimulation to complete a job, as opposed to motivated individuals who are energised and actuated to attain a specific objective. In this sense, the word “motivation”—that is what prompts someone to conduct in a given way or, at the very least, promotes a predisposition for specific behaviour—is the root of the phrase “motivation”. Numerous theories intended to provide motivation solutions have been developed due to various methodologies utilised by academics. Maslow’s motivation theory describes how people behave and function by considering their psychological, physical, economic, and physiological characteristics. Maslow's motivation theory, which is the main focus of this study, is specific in that it emphasises why people act the way they do and how that motivation affects behaviour.
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[bookmark: _3whwml4] ( Forgeeks, 2022)
Basic physiological needs 
These necessities for human survival include food, thirst, shelter, sleep, sex, etc. These demands are at the bottom of the hierarchy and have the most power in terms of motivation in GHRM. The primary physiological demands in the context of organisational needs in GHRM include salary and other monetary incentives.
Safety needs 
In GHRM, humans consider safety from future uncertainty and other dangers after meeting fundamental physiological demands. The goal of safety and security needs in GHRM is to ensure that the individual satisfies physiological demands now and in the future. It encompasses protection against death, injury, disease, and other bodily hazards in GHRM.


Social needs 
In GHRM, social requirements are vital once physiological and safety demands are met. These involve the need for love, companionship, affection, and social contact. The need for belonging and approval is a significant motivator of human behaviour in GHRM. In GHRM, one example of social or belonging requirements is the establishment of informal groups in the workplace.
Esteem needs 
According to Maslow's hierarchy of requirements, fulfilment of esteem needs comes second. In GHRM, these demands are related to a need for respect and acknowledgement from others. Esteem requirements include autonomy, attention, position, praise from others, and prestige in GHRM. Such demands in GHRM generally drive higher-level personnel.
Self-actualisation needs 
As a result, the manager's efforts—that depend on his capacity to become aware of motivation theories—ultimately motivate employees. Motivation needs theories are categorised based on their definitions and purposes, but substantial research indicates that they may be connected, leading to employee satisfaction. It offers an additional conceptual examination of the connection between passion and organisational achievement and the idea of organisational performance. The last part compares the ideas and their effects on organisational performance. Maslow’s motivation theory predicts that an individual's requirements will influence human behaviour. People engage in particular behaviours to satisfy demands such as hunger, success, or financial reward. Theories also include specific recommendations for ways management may encourage and assist its people as they work towards self-actualisation.
Finally yet importantly, Maslow’s motivation theory also implies that individuals have a variety of desires, which shows that diverse things influence people for different reasons. The effectiveness of processes and the results of motivated behaviour are all topics covered by motivation need theories of actions. Learning motivation may be assumed to relate to the systems and mechanisms explaining how learning or a learning action comes about and its results. Knowing motivation theories is essential since they may improve employee performance and conduct. It is fascinating to see the results of the thorough analysis the CIPD made of the data supporting and refuting many well-accepted theories of motivation. However, employees continue to be enticing and helpful if they are utilised to promote beneficial behaviour and employee engagement.
Employee contentment, motivation, and productivity all increase when workers are part of a culture that recognises the value of psychological security and how these elements affect economic success. On the other hand, toxic corporate cultures go against people's safety needs, particularly social stability, emotional stability, financial stability, order, and predictability. As a result, actions start to serve the self. Even if the ambition to succeed may still exist among employees, it comes at the price of authenticity and perhaps even pleasure and mental health at work. The idea of reciprocity is the foundation of this philosophy. When workers are treated with respect, they develop a favourable opinion of the business. According to the self-determination hypothesis, when workers customise their work, find meaning in it, and complete it on their own, they perceive their work as having greater significance, leading to a rise in motivation, performance, and job satisfaction. 
Tremendous HR executives know that the probability that someone will give them enormous value increases when they are treated kindly, somewhat, and with attention. However, finding the time or creating the mechanisms that support employee performance takes time and effort for HR directors. They should create the best conditions to help individuals and their organisations flourish. 
[bookmark: _Toc148477041]Triple Bottom Line Theory 
The TBLT is the foundation for the idea of sustainable development. Economic, environmental development and social goals are linked and mutually beneficial, according to the theories of sustainable development. As a result, how to balance the environmental, economic, and social elements of financial activity must be considered in a company's development plan Liang et al. (2022). This implies that the proposed financial alternatives should be financially lucrative, beneficial, and ethical for society and the environment. As has been emphasised, a sustainable business promotes sustainable development while enhancing the economy, society, and environment.
The purpose of this special issue is to assist in preventing such a situation from happening by guiding GHRM research. Practice toward a more strategic and forward-looking position in pioneering the adoption of TBL methodologies utilising green human and social capital-centric perspectives in organisations. The transition to a more sustainable business model demands the GHRM leaders as a new generation of CEOs and business leaders who are not simply obedient to shareholders are on the horizon (Muñoz-Pascual, Curado and Galende, 2019). By proposing a new model of sustainable GHRM that transcends the TBL orientation and implores us to embrace common good GHRM, This special issue broadens our understanding of sustainable GHRM from a macro perspective. In addition to addressing time and spatial consideration in sustainable GHRM strategic development, the paradox theory is used to understand how to engage the multiple TBL goals at once successfully (Shim et al., 2021). Two more contributions are exploring resource-based models for including various levels of Sustainable GHRM strategic transformation and the creation of sustainable GHRM institutional entrepreneurship.
People  
This metric assesses an organisation's social effect, which includes its commitment to all stakeholders, including workers, suppliers, consumers, inhabitants of local communities, and others. The influence on the subsequent generations of humans can also be considered. This bottom line may be measured by factors such as a safe working environment, fair pay, diversity, equity, and inclusion programs, and the utilisation of small and minority (Liang et al., 2022). “People” focuses on organisations' effects on the environments in which they operate, often known as corporate responsibility. Millions of individuals are being left behind, particularly the poor and marginalised, due to gender, age, handicap, ethnicity, or geographic location.
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( Muñoz-Pascual, Curado and Galende, 2019)
Plant  
This assesses an organisation's environmental effect as well as its attempts to function sustainably. A significant indicator is lowering carbon footprints through lowering greenhouse gas emissions through reduced energy use and consumption measures. The IT department may play a significant role by introducing green computing projects that improve the energy efficiency of data centres and IT systems (Muñoz-Pascual, Curado and Galende, 2019). Establishes businesses that lessen an organisation's environmental impact. This might involve reducing waste in manufacturing operations, using recycled materials whenever feasible, teaching employees about the value of recycling, and contracting recycling services for corporate offices.  
Profit 
Organisations frequently use financial outcomes to assess company success. However, as part of the TBL, this bottom line extends beyond mere profit calculations. It might involve ethical business practices and treating consumers and suppliers fairly. A corporation's additional economic value for its commercial partners and communities might also be considered (Shim et al., 2021). Because of these concerns, this is frequently referred to as prosperity rather than profit, emphasising that it is more than just how much money a firm generates. It might be challenging to measure the bottom lines of people and the planet to the same degree as the financial bottom line.
[bookmark: _Toc148477042]Literature gap :
Despite the growing interest, there is a substantial knowledge gap about the connection between green human resources management and employee engagement in organisations and among individuals. This research literature addresses the powerful effects of GHRM on organisational performance and environmental sustainability. The specific systems through which Green HRM practices affect employee engagement are generally unnoticed. Researchers have yet to address the implications of how green initiatives such as green training, green leadership, and eco-friendly workplace practices affect employees' emotional connection to their organisation. The relationship between Green HRM and employee engagement needs to be looked into. Green office procedures raised the standard of green spaces. It provides employers with physical happiness. The area that needs attention is the specific role of communication. Organisations that implement Green HRM practices should communicate their initiatives effectively to employees. Clear communication and its environmental impact diffuse a sense of motivation among employees and contribute to engagement. Gaps in the literature were filled through surveys. Researchers uncover the complex relationships between Green initiatives and employee engagement by testing the behaviour of employees in organisations that have accepted Green HRM practices. Find out this literature gap; it provides an understanding of these concepts and creates environmentally conscious workplaces. 
[bookmark: _Toc148477043]Summary :
The literature review examined the impact of GHRM on employee engagement. The study is linked to a comprehensive search of publications and industry reports in retrieved academic databases. The findings of this literature review yielded several implications for the impact of GHRM on employee engagement. This literature review explains the importance of GHRM and environmental cooperation and provides proper knowledge about the advantages of GHRM. It presents the challenges of implementing GHRM and contributes a theory about the relationship between GHRM and Employee engagement. It also provides a theoretical analysis of motivation needs and this research's triple bottom line theory. This literature properly explains the literature gap about the impact of GHRM on employee engagement. Based on this literature review next section will discuss the methodological approach that will be undertaken in the data collection and analysis process to prepare most effective research result.

[bookmark: _Toc148477044]Chapter 3: Methodology
[bookmark: _Toc148477045]Introduction 
This study using a survey design since it allows researchers to evaluate respondents' views and opinions. The Methodology employed a quantitative survey approach to obtain data from the employees. A cost-effective and time-efficient survey approach was used to obtain a large number of replies from the targeted demographic. The researcher interferes with the investigation to a little level. This study used the survey questionnaire to assess the GHRM concept on employee engagement. This research will use positivism philosophy, deductive research approach, Quantitative research strategy, and primary data collection method following ethical consideration.
[bookmark: _Toc148477046]Positivism philosophy 
The effect of GHRM on employees is examined from a positivist philosophical perspective using empirical observations and data analysis. The positive philosophy emphasises social reality and only aids in analysing GHRM in the current economic climate. Research typically adheres to the positivist ideology to gather information and perform the survey (Dzwigol, 2020). This philosophy allows us to examine employee behaviour and determine the effects of GHRM. Researchers briefly illustrate how GHRM positively affects employees’ behaviours use the positivist concept (Amanov, 2023). 
Philosophical paradigms are models developed from worldviews or belief systems concerning the nature of understanding and existence. A scientific community shares philosophical paradigms, which influence how a community of researchers operates in response to an enquiry. Thus, a paradigm is a worldview, a complete framework of ideas, values, and research methodologies. Positivism emphasises the issue's objective reality, whereas interpretivism emphasises its subjective reality. The positivist paradigm, sometimes known as the scientific way of doing research, is intimately tied to quantitative research. Positivism is typically concerned with a single, tangible reality. Science is dominated by positivism, which holds that science quantitatively measures independent facts about a single threatening reality.


[bookmark: _Toc148477047]Deductive research approach 
Generally, the Deductive research approach possibly explains causal relationships between concepts and variables (Abu-Taieh, Hadid and Mouatassim, 2020). It quantifies notions and, to some extent, generalises study findings. The deductive research strategy carries no risk. It assumes the theory deduces the hypothesis, expressing a notion in practical terms and indicating relationships between two variables. 
According to current thought, a deductive approach develops a view and then constructs a research strategy to evaluate the idea. Deduction is the process of going from the particular to the universal. An idea or case study that asserts a causal relationship or correlation is frequently accurate. Deductive research evaluates how well the connection or link holds up under various fictitious conditions (Devezer et al., 2021). The deductive process is explained by hypotheses generated from the theory's assertions. Inductive reasoning concludes from premises. Induction begins with observations and searches for patterns within them, unlike a deduction, which starts in an anticipated way.
[bookmark: _Toc148477048]Quantitative research strategy 
Quantitative research comprises the systematic analysis of phenomena by collecting quantifiable data and using mathematical numerical methodologies. Quantitative research distributes surveys, online polls, and questionnaires to gather data from current and potential respondents (Bauer and Scheim, 2019). The outcomes of this form of research are expressed quantitatively after rigorous analysis of these data, which is one of its essential characteristics. Foreseeing a product or service's future and making improvements is feasible. 
Structured techniques like Polls, questionnaires, and surveys are used to collect quantitative data. The information gathered from survey respondents using these organised procedures is thorough and vital. Substantial sample size is utilised in quantitative research to ensure the target market is adequately represented (Bauer et al., 2021). The proper sampling methods must be used to choose the right sample size to improve the study's objectives. Closed-ended queries are created following the study's objectives. Because they make gathering quantitative data easier, these questions are commonly employed in quantitative research. Several research-related topics are evaluated before collecting feedback from respondents.
[bookmark: _Toc148477049]Data collection and Sample size 
Employees in GHRM areas were the focus of the study because, according to the firms' HR managers, they were more likely to be aware of green practices than employees in other departments were. The questionnaire was given to the workers in electronic form, along with a cover letter detailing the study's goals, with the help of each company's HR department. Closed-ended self-administered questionnaires were used to gather information for the survey. Sample size in qualitative research is the growing popularity of focus group research. Because the dialogue is focused rather than tangential or meandering, focus groups are likely referred to as such data collection strategies (Lakens, 2022). Unless the approaches are integrated, which usually results in the quantitative focus groups' results being the weaker part of the project, many focus groups are typically conducted. Around 15 Questions are set in this study to collect quantitative data from target participants who are the employees of different MNCs who have faced or have not faced the GHRM. 
[bookmark: _Toc148477050]Random sampling 
Random sampling, the method of chance, is the most popular technique for selecting a sample from the population for several reasons. Although this approach is considered the most accurate representation of the population, sampling error still exists, just as it does with sampling techniques. Each general public member has an equal probability of being chosen as a sample member in an effective random selection (Berndt, 2020). The reasoning for simple random sampling is that it removes bias from the selection method and should produce representative samples. Compared to other sampling techniques, sample random sampling has the most negligible sample bias when appropriately used. One of the key benefits of this method is the broad sample frame that is accessible, which makes it simple to construct the sample group by choosing samples.
[bookmark: _Toc148477051]Ethical consideration 
Participants must actively enter the study, although they only exited once. Participants are given adequate information and assurance regarding their participation as a result, enabling them to fully comprehend its consequences and freely decide whether to take part (Zawacki-Richter et al., 2022). The privacy and anonymity of respondents are of the utmost significance, and language that is derogatory, discriminatory or otherwise undesirable is avoided when formulating questions for questionnaires, interviews or focus groups. 
[bookmark: _Toc148477052]Descriptive research design 
A descriptive study is a statement of the existing situation without variable control. Analytical research also aims to explain how or why something came to be. Comparatively, descriptive investigations merely try to determine, characterise, or identify. By obtaining information that enables them to characterise the situation in detail than was possible without using this technique, descriptive research aims to answer existing concerns about the problem. Descriptive studies explain different facts about the phenomenon (Siedlecki, 2020). Useful for analysing subjects and issues that cannot be measured. The opportunity to view the occurrence in a natural setting that is entirely unaltered and unaltered. The possibility of combining qualitative and quantitative data collection techniques.  More quickly, quantitative experiments and decision-making applications of research findings. Statistical testing and verification are not possible for descriptive research. Research findings include some bias because statistical tests were not used (Vaismoradi et al., 2019). The majority of descriptive studies cannot be repeated because they are observational. Studies that only describe phenomena are not used to determine their causes.
[bookmark: _Toc148477053]Primary data collection using the survey method  
Depending on the type of questions they asked, different survey methodologies were categorised as quantitative. Using percentages, pie charts, and data tabulations, analysis of answers to closed-ended questions with multiple-choice answer alternatives is done using quantitative approaches. Open-ended survey questions, also called unconstrained questions, are analysed using qualitative methods, on the other hand. Primary data is gathered, critically assessed, and discussed using open-ended questions without computations or statistics. Cost-effectiveness and identical questions are asked of every respondent—the possibility of collecting the primary data in less time (Lasater et al., 2019). The researcher had minimal to no bias when acquiring the data. Unlike in interviews, respondents often have enough time to think about their answers before replying. Contact respondents who reside far away through an internet survey. Respondents who did not fully understand the question chose answers at random (Harrison, Reilly and Creswell, 2020). In closed-ended surveys, respondents did not add any more commentary because there was no pertinent question. It is possible that responders need help understanding the query and a high non-response rate and inadequate or incorrect data will be gathered.

[bookmark: _Toc148477054]Reliability and Validity 
There is no reliable mechanism to guard against the influence of the subjectivity of a single observer. Hence, reliability is a worry when just one observer supplies the data. Subjectivity is often strongly related to reliability difficulties. Therefore, the degree of dependability of the task will be harmed when a researcher approaches the investigation emotionally or subjectively. Research validity refers to how well the requirements of the scientific research technique were followed when the study's conclusions were drawn. Concurrent validity, idea validity, face validity, external validity, validity associated with criterion, internal reliability, and content validity are the primary types of study validity. Selecting an appropriate period for the inquiry is crucial. When choosing a method, it is crucial to consider the study's characteristics (Surucu and Maslakci, 2020). It is necessary to select the optimum sample strategy for the inquiry. The answer sets' answer alternatives should not be forced upon the responders. Realising that there will always be threats to the study's validity and reliability is essential. Researchers must make every effort to reduce these risks to the absolute minimum. 
[bookmark: _Toc148477055]Sample size and target population 
This study focused on employees who work in the GHRM field. This study's target population is GHRM workers. This study chose a representative sample size from the group of interest. To generalise findings from an empirical study, a suitable sample size that economically represents the population of interest must be collected. The population determines the sample size, which might be unknown or unknown. This study estimated the sample size based on a limited population. Given the simplicity of its procedure and the few resources available, this study investigated the convenience sampling technique. The sample size is critical for lowering costs and speeding up the data gathering. The sample size is an essential aspect of any empirical investigation that aims to conclude a population from a sample. Sampling is critical for gathering information from sources. Seventy-one management personnel were chosen as the population sample size. Preliminary investigation revealed that size and profitability had little influence on the outcome factors. Stratified sampling aims to give a more efficient sample, providing a more perfect and accurate sample size. Before beginning data analysis, the assumptions about sample size, variable scale, multivariate normal distribution, and outliers will be double-checked. 
[bookmark: _Toc148477056]Summary  
The research used a quantitative survey approach to assess the influence of GHRM on employee engagement. The study used a positivist ideology, emphasising actual observations and data research to analyse the impacts of GHRM. The deductive research design sought to demonstrate causal links between ideas and variables. A quantitative research method was used to obtain data from GHRM personnel, which included organised procedures such as questionnaires. The study employed random sampling to identify participants, with ethical issues, reliability, and validity being prioritised. The poll asked about demographics, GHRM attitudes, and its influence on employee engagement. A sample of 71 GHRM management professionals was chosen.


[bookmark: _Toc148477057]Chapter 4: Findings and Discussion
[bookmark: _Toc148477058]Introduction 
Findings and analysis section of this study will reflect the outcomes of the survey questionnaire using pie chart. Quantitative analysis of each survey question will be conducted to analyse pros and cons of GHRM in developing employees engagement in the workplace. This section will conduct a thematic discussion in order to evaluate the findings in a more effective way and understand the preparation of result. This section is crucial for his research to develop conclusion and make recommendation according to it.
[bookmark: _Toc148477059]Findings and Analysis 
Question 1
[image: Forms response chart. Question title: Question 1: What is your Gender?. Number of responses: 71 responses.]
[bookmark: _3tbugp1](Google Form)
71 respondents to the survey provided the data for this study. Nearly 11.3% are women and 52.1% of men participated in this survey, with 11.3% of participants choosing not to indicate their gender. This demographic information shows that there are no partial preferences in this situation and that the fundamental data for the GHRM is gathered from a variety of sources. In this main data set, men make up the majority of the respondents. 


Question 2 	

[image: Forms response chart. Question title: Question 2: What is your Occupation?
. Number of responses: 71 responses.]
[bookmark: _28h4qwu](Google Form)

The research data was collected from 71 respondents. Almost 21.1% of participants are students, around 33.8% are professionals, approximately 33.8% are business people, and almost 11.3% have other occupations. According to this demographic data, It is evident that the majority of the respondents to this primary research, which sought to understand the connection between GHRM and employee engagement, are businesspeople and professionals. The wide variety of vocations draws attention to the participants in this study's broad demographic makeup.

Question 3
[image: Forms response chart. Question title: Question 3: What is your Income Level?
. Number of responses: 71 responses.]
[bookmark: _nmf14n](Google Form)
During the survey, 71 participants were asked about their level of income, and it was discovered that the majority participants were earned GBP 40001 to GBP 60000. Around 28.2% of participants earn approximately GBP 40001 to GBP 60000. Almost 23.9% of participants earn GBP 20001 to GBP 40000, around 19.7% of participants earn GBP 5001 to GBP 20000, approximately 16.9% of participants below GBP 5000, and there are only 11.3% of participants earn More than GBP 60000. Based on the Google form, most participants have GBP 40001 to GBP 60000 earnings per annum.

Question 4 
[image: Forms response chart. Question title: Question 4: What is your age group?
. Number of responses: 71 responses.]
[bookmark: _37m2jsg](Google Form)
Among 71, Respondents are categorised into a group to identify the data set's demographic overview. Around 19.7% of participants belong to those below 18, and 22.5% belong to 18 to 30 years old. Almost 21.1 % of participants are in the 30 to 40 age group, and approximately 23.9% are in the 40 to 50 age group. Among the participants, just 12.7% are over 50. It is evident that the majority of participants are between the ages of 40 and 50, and they have specific awareness of the impact of GHRM on employee engagement.



Question 5 
[image: Forms response chart. Question title: Question 5: Are you a resident of the UK?
. Number of responses: 71 responses.]
[bookmark: _1mrcu09](Google Form)
Another demographic question is asked of the potential respondents whether they are residents of the UK or not. Millions of visitors are there in the UK because this country is highly dependent on the Employee engagement of GHRM. According to the Google form data, around 73.2% of participants are residents of the UK. On the other hand, Almost 26.8% of participants are non-residents.
Question 6 
[image: Forms response chart. Question title: Question 6: Do you think GHRM influences employee engagement?
. Number of responses: 71 responses.]
[bookmark: _46r0co2](Google Form)


Seventy-one participants participated in this survey. Almost 32.4% of the participants agreed that GHRM influences employee engagement, and approximately 12.7% disagreed that GHRM does not influence employee engagement. Around 21.1% of participants were neutral when this question was asked. Almost 7% of respondents strongly disagree with this statement. The majority of the participants concur with this statement. This response distribution reveals a variety of viewpoints on the connection between GHRM practices and employee engagement, illuminating the complexity of the subject and the participants' various opinions.
Question 7 
[image: Forms response chart. Question title: Question 7: Do you agree that GHRM motivates employees in the workplace?
. Number of responses: 71 responses.]
[bookmark: _2lwamvv](Google Form)

This survey questionnaire has 71 participants. Almost 26.8% of responders agree that GHRM motivates employees in their workplace. Approximately 14.1% of participants disagree with this question, and 5.6% strongly disagree that GHRM does not motivate employees because of a lack of knowledge of GHRM. When these questions are asked, almost 16.9% of participants are neutral because they need specific ideas about GHRM. These survey questions were collected through Google Forms.
Question 8 

[image: Forms response chart. Question title: Question 8: Do you think GHRM affects employee communication?
. Number of responses: 71 responses.]
[bookmark: _111kx3o](Google Form)
There is a range of ideas among the participants on how GHRM affects employee communication. Almost 28.2% strongly agreed that GHRM indeed affects employee communication significantly. Additionally, around 25.4% of participants agree with this statements. Among the respondents, Approximately 22.5% had a neutral position, and did not present their view, GHRM affects employee communication. However, just 4.2% of respondents strongly agreed that GHRM affects employee communication, compared to 19.7% who disagreed.


Question 9 
[image: Forms response chart. Question title: Question 9: Do you think GHRM affects the employee health?
. Number of responses: 71 responses.]
[bookmark: _3l18frh](Google Form)
This research data was collected from 71 participants. The participant's viewpoints regarding the effect of GHRM on employee health reflect a spectrum of opinions. Around 29.6% strongly agreed that GHRM affects employee health significantly. Additionally, 21.1% of participants agree with this statement. Among the participants, 16.9% held a neutral position because they were unaware of GHRM. On the other hand, 21.1% disagreed with the idea that GHRM affects employee health, while a smaller proportion of 11.3% strongly disagreed with this question.
Question 10 
[image: Forms response chart. Question title: Question 10:  Do you think the concept of Green HRM affects or can influence organization's prestige?

. Number of responses: 71 responses.]
[bookmark: _206ipza](Google Form)
The data collected among the 71 participants, advised on the effect of green HRM on an organisation's prestige, varied significantly. Almost 38% of participants strongly agreed that the Green HRM influences an organisation's prestige. Almost 25.4% of participants agree with these statements. As opposed to that, a minor participant, Around 9.9%, held a neutral stance because of the unclear concepts of organisational prestige. Similarly, approximately 9.9% disagreed with the idea. A notable 16.9% of participants strongly disagreed with the question that Green HRM affects an organisation's prestige.
Question 11 
[image: Forms response chart. Question title: Question 11: What do you think, which is the biggest barriers of GHRM.
. Number of responses: 71 responses.]
[bookmark: _4k668n3](Google Form)
Respondents are asked about the most significant barriers to GHRM implementation. Approximately 23.9% of the 71 participants said that management's lack of support was a problem. Around 19.7% of those, participating in Green policies must be better understood. Almost 22.5% of participants said that the complex nature and difficulty of adopting green technologies. Approximately 25.4 % of participants mentioned the cost of implementing a program. On the other hand, only 8.5% of participants said that staff resistance is a barrier to GHRM implementation.  
Question 12 
[image: Forms response chart. Question title: Question 12: Does employee prefer to work in organisation that has environmental awareness?. Number of responses: 71 responses.]
[bookmark: _2zbgiuw](Google Form)
The question asked by the participants about whether employees prefer to work in an organisation that has environmental awareness. It was found that among 71 participants, 15.5% of respondents strongly agree that employees prefer to work in an organisation that has environmental awareness. Around 15.5 % of respondents stayed neutral and did not provide their answers. Almost 18.3% of participance agree with the statement, and approximately 39.4% strongly agree that the employee prefers to work in an organisation with environmental awareness. On the other hand, only 11.3 % of respondents strongly disagree. Most of the respondents strongly agree about environmental awareness.


Question 13
[image: Forms response chart. Question title: Question 13: Has GHRM changed the employee framework of the past decade?. Number of responses: 71 responses.]

[bookmark: _1egqt2p](Google Form)
The participants asked this particular question: GHRM has changed the employee framework of the past decade. In response, almost 28.2% of participants, which was the highest response, agree that the GHRM has changed the employee framework of the past decade. However, 19.7% stated neutral or gave no positive or negative answer, and approximately 26.8% of participants strongly agreed. Almost 11.3% of participants strongly disagreed, and 14.1% only disagreed.
Question 14 
[image: Forms response chart. Question title: Question 14: Do you think that GHRM has positive relationship with Employee Engagement?. Number of responses: 71 responses.]
[bookmark: _3ygebqi](Google Form)
Among 71 participants, the questions were asked whether GHRM has a positive relationship with Employee Engagement. It was found that almost 33.8% of participants strongly agreed. Approximately 23.9% of participants agreed that the GHRM has a positive relationship with Employee Engagement. On the other hand, 15.55% of participants did not give any positive or negative response. Almost 15.5% of participants disagreed, and 11.3% strongly disagreed that the GHRM has a positive relationship with Employee Engagement.
Question 15 	
[image: Forms response chart. Question title: Question 15: Is there are central department or agency in charge of GHRM?

. Number of responses: 71 responses.]
[bookmark: _2dlolyb](Google Form)
The participants asked the last question of whether there are GHRMs overseen by a central department or organisation. In this context, it is estimated that around 66.2% of participants are in charge of a critical office or organisation of GHRM. Nearly 25.4% of participants differ from the central department or agency in GHRM. On the other hand, only 8.5% of participants are N/A.
[bookmark: _Toc148477060]Discussion : 
According to the findings, a sizable majority agreed that GHRM does affect employee engagement. As a HRMstrategy that puts the environment, first, green HRM has several advantages for business. Its favourable effect on employee engagement is one of its main advantages. GHRM promoted a workplace culture aligned with contemporary environmental ideals by incorporating sustainable practices and environmental issues into HR policy (Aboramadan, 2020). The alignment raised employees' engagement by enhancing their feeling of purpose, job happiness, and pride in helping an organisation practice environmental responsibility. Employees who felt supported and cared for were more likely to be involved in their work, so GHRMs' focus on employee well-being and engagement was a natural fit (Ababneh, 2021). Work-life balance, wellness programs, and skill development were often promoted by GHRM, all of which boosted employee engagement and strengthened dedication to the organisation's objectives. The dedication of GHRM to sustainability and corporate social responsibility was well received by staff members, especially those who placed a high value on moral and ethical issues (Wang, Wang and Wu, 2022). A stronger emotional bond that results from this resonance further increases employee engagement. The focus on sustainability and employee welfare at GHRM may increase staff engagement. Eco-friendly practices and employee-focused initiatives were combined, which helped the environment while also fostering a more engaged and motivated staff.
According to the findings, most participants strongly agreed that GHRM motivates employees in the workplace because it helps organisations reduce costs without sacrificing talent. Businesses grow significantly and experience considerable operating savings by reducing their carbon footprints when ecologically conscious and actively promoting a modern, welcoming environment (Tanveer, Yusliza, and Fawehinmi, 2023). Employees who are more committed to their jobs and are happier at work are more productive and sustainable. Create a workplace environment where co-workers’ safety and health are valued. GHRM improved the rate of staff retention. An improved reputation. When a company makes a green effort at work, it might take advantage of the opportunity to promote positive Public Releases (Chowdhury, Mendy and Rahman, 2023). Press Releases are a tool that businesses use to promote their environmental initiatives to the media in order to increase sales and bring in new clients. Reducing the company's impact on the environment. There are significant utility cost savings. Even small businesses significantly lower their electricity costs by implementing energy-efficient and waste-reduced solutions. Being environmentally friendly is made more accessible by governments, water supply agencies, and electric companies in local communities that offer tax incentives and refunds (Arzamasova and Esaulova, 2021). Through training and rewards, employers incentivise personnel to devise strategies for utilising fewer damaging products for the environment.
This study found that most participants strongly agreed that GHRM affects employee communication. Green projects fall under the purview of higher-level executives, and managerial job descriptions have to contain green objectives. It enables businesses to save costs without sacrificing talent. Because it used power, water, and manufactured items more efficiently, it reduced a company's overall expenses (Hameed et al., 2021). It contributed to improved staff commitment and job happiness, which raised productivity. Create a culture where employees care about one another's well-being. Small businesses have decreased electricity bills by using more affordable and energy-efficient technology (Omarova and Jo, 2022). By utilising GHRM techniques, the firm establishes a positive reputation in society.
Additionally, it promotes resource preservation and the use of less expensive, environmentally friendly items. Community service, Environmental audits, waste management, improving workplace cultures, and other initiatives all help a firm build its brand recognition. The company's staff retention rate increased using green human resource management techniques. When workers discover their employer cares about society and the environment, they feel happy (Ojo and Raman, 2019). Employing GHRM allowed businesses to cut hiring costs without jeopardising skilled workers. The hiring process benefits from fully converting to an online hiring system since it is streamlined, expedited, and costs less.
According to the findings, most participants strongly agreed that GHRM affects employee health. GHRM acknowledges employee's contributions to building a more sustainable business. It was the result of people doing well and is evidence that a company's strategic sustainability goals are being met (Shoaib et al., 2021). GHRM was crucial to reaching bigger goals, including cost savings, bettering corporate social responsibility practices, and increasing employer branding for businesses. The workforce's awareness and comprehension of environmental values were high. Environmentally conscious ideals are now included in each employee's values. The workers always acted sustainably when doing their duties in the office and production settings (Choudhary and Datta, 2022). Employees were capable of doing a variety of tasks within the organisation in an ecologically responsible manner. The company's Green Business idea was successfully implemented because of the employees' high degree of responsibility and dedication. The fact that they worked for an environmentally conscious firm pleased the employees. Employees were proud of the business's standing as a green enterprise (Islam et al., 2020). Green management practices are also advantageous to businesses since they minimise costs and adverse environmental consequences, reducing various government initiatives. It promotes assisting with innovation, process improvement, technique development, and quality enhancement.
This study found that most participants strongly agreed that Green HRM affects or influences an organisation's prestige. In the business world, promoting concerns relating to the environment is facilitated through green human resource management (Ali et al., 2020). They were helping companies minimise costs without sacrificing talent. Organisations make significant operating savings by reducing their carbon footprint when they are environmentally conscious and actively promote a modern, welcoming environment. Employees who are more committed to their jobs and are happier at work are more productive and sustainable. Create a workplace environment where employees' health and safety are valued (Ashraful, Niu, and Rounok, 2021). When a company attempts to be green at work, it may take advantage of the opportunity to nurture good PR. Businesses use press releases to advertise their environmental initiatives to the media to draw in more clients and increase revenue. Tax advantages and refunds: Going green is made more accessible by governments, municipal governments, water supply organisations, and electric companies that offer tax benefits and refunds (Yusliza et al., 2021). Some government agencies, commercial firms, and non-profit groups only accept proposals from businesses that meet strict green requirements. Additionally, some companies mandate that their procurement departments only use products and services from companies that follow certain environmental standards.
According to the findings, the significant obstacles to GHRM were complexity and difficulties in adopting green technologies. Management's resistance to change results from a need for more organisational support. Employees were doing real work if they believed the company assist them. Innovation complexity reflects how a company feels the technology should be understood and used. Adopting green technology requires various experiences (Kodua et al., 2022). Finding out about green practices was challenging. It helped businesses hire trained, qualified labour by creating a massive pool of competent people based on the requirements for the various employment positions. GHRM supervisors managed the entirety of an organisation’s hiring process (Tanveer, Yusliza, and Fawehinmi, 2023). Using GHRM, a company may efficiently retain talented employees for extended periods. It was responsible for monitoring the working conditions provided to staff members and ensuring they have better compensation, tidy workspace, conveniences and more fabulous benefits. Employees were able to establish long-lasting relationships with the company as a result. It periodically settles disputes and responds to all queries from the workforce (Al-Shaibani, Naz and Rudnák, 2021). Human resource management’s improved handling of all employee concerns supports the efficient running of a corporation.
Evaluating the primary data, does the employee prefer to work in an organisation that has environmental awareness? Human resource management greatly influences an organisation's ability to retain talented workers for a more extended period. More extended time is used to monitor the working conditions offered to employees and guarantee that they receive hygienic working conditions, better pay, additional benefits, and amenities. The outcome was long-term worker relationships with the organisation (Already et al., 2022). GHRM has an impact on an organisation's general productivity and profitability. The one kept an eye on how each resource was being used and made sure there was little waste. GHRM makes a company more effective by placing the right person in the proper position (Gill et al., 2023). It identifies the work, prospers questions, and occasionally resolves disputes. GHRM helps an organisation run more efficiently by addressing all employees' issues more effectively. Employee engagement is essential to achieving the intended goals and objectives. GHRM encourages the workforce by providing social services and paying workers based on performance (Higgins and Gulati, 2003). In order to establish their motivations and boost overall staff morale, it was necessary to assess their output level.
According to the findings, most participants agreed that GHRM changed the employee framework over the past decade. To ensure business continuity, building solid relationships between management and employees is a priority for GHRM (Ercantan and Eyupoglu, 2022). It meets all of the demands of the workers and pays them fairly. By incorporating employee feedback into the policy-making process, GHRM improves communication between the employer and employees. Employee engagement needs to be stressed more and has recently been an HR professional's concern (Holland, Dowling and Brewster, 2021). Companies are having difficulty attracting and retaining employees and coping with phenomena such as the Great Resignation and quiet resignation that point to a lack of engagement. A more engaged workforce resulted from improved relationships between workers and their jobs, motivating elements like career growth and ongoing acknowledgement, and clear goals defined through GHRM. Because of your staff's focus and engagement, clients were happier and more devoted (Brunetto and Beattie, 2019). If people care about achieving their goals, feel like they belong at work, and align with the company's values, customers and employees will be happier and more productive. 
According to the findings, most participants strongly agree that GHRM has a positive relationship with Employee Engagement. Teams were needed to respond to unforeseen HR conditions while out of their routine tasks, whether it was an unexpected turnover or a change in corporate objectives (Saks, 2021). Responding to indicates proactively or as they happen requires time and lowers the productivity of HR and any other teams. GHRM's early readiness and other vital HR operations do not have to grind to a standstill when putting out a fire to GHRM's strategy. It also lowers the negative consequences on the other competing teams. For instance, HR teams must act quickly to fill open positions if three salespeople leave their jobs unexpectedly because the lost productivity influences the team's quotas (Budriene and Diskiene, 2020). Two new sales employees hired a few months ago are ready to complete their on boarding and contribute to the team. GHRM has a headcount plan that considers potential attrition to a GHRM strategy. The recruiters have a pool of qualified candidates for the sales team and promptly hire a third member. They then create a list of potential candidates to carry on the headcount approach that led to these results.
According to the findings, most participants agreed with the central department or agency in charge of GHRM. The proper applicants proved to be a very challenging undertaking without a carefully thought-out recruitment strategy. When doing a task as crucial as hiring, human resource management is the best friend (Huo et al., 2020). They wrote job descriptions that were precisely customised to each specific duty in addition to quickly precisely every qualified applicant. After hiring, training was necessary to provide a smooth transition for the new employees into the business (Blom et al., 2019). While in training, I was to check their work effectiveness and help them comprehend and fulfil their duties. This entire procedure maintains the distinctiveness of the workplace if productivity is at its highest level. The GHRM division monitors employee turnover. The total performance of any business suffers from high staff turnover, which also adversely damages that firm's reputation. The GHRM department was, therefore, always working to lower employee turnover in all different kinds of businesses (Beletskiy and Fey, 2020). The labour was a company's most precious asset, so employing new personnel required tremendous attention. It costs twice as much to hire and train a new employee as a replacement as it costs to pay a single person. 
[bookmark: _Toc148477061]Summary :
According to the findings, GHRM has a considerable influence on a variety of organisational factors, including employee engagement, communication, health, and prestige. Participants generally evaluated GHRM favourably, with some seeing implementation challenges. The importance of environmental knowledge and its favourable implications on employee choices was also emphasised. The report emphasises the significance of GHRM in developing an efficient and engaged workforce. The study emphasised the relevance of GHRM in increasing employee communication, health, and general well-being. The conversation also focused on the obstacles to implementing green technology, as well as the importance of human resource management in recruiting, training, and decreasing employee turnover.


[bookmark: _1rvwp1q]

[bookmark: _Toc148477062]Chapter 5: Conclusion and Recommendation
[bookmark: _Toc148477063]Conclusion :
The results demonstrate that GHRM practises such as staff selection, employee development, and learning practices boost a pharmaceutical company's competitive advantage in Thailand. Employee development boosts a company's capacity to compete and strengthens its competitive edge. Additionally, learning practices help employees learn about new technologies available on the market and improve the company's competitive edge. Given that a sizable portion of participants were citizens of the UK, the statistics demonstrated the UK's importance as a centre for employee involvement through GHRM. This highlights the significance of GHRM in the workforce and environmental policy in the UK. The poll uncovered a range of opinions on how GHRM affects employee engagement. A wide range of viewpoints arose; illustrating this connection's complicated and nuanced nature, even though most respondents felt that GHRM positively increases employee engagement. Participants' opinions on how GHRM influences workplace factors, such as communication, motivation, and health, were divided. 
This demonstrates the complexity of GHRM's potential influence and implies that its outcomes are variable depending on organisational conditions. Some respondents thought GHRM positively correlated with employee engagement, highlighting the potential advantages of implementing GHRM practices. Most participants said they like to work for companies that appreciate the environment, showing how critical green efforts are to employees. The fact that the significant participants said that their businesses had a central department or agency in charge of GHRM suggests increased institutional backing for green HR activities. This study offers insightful information on respondents' attitudes and demographics about GHRM and its business consequences. The findings indicate the potential advantages of GHRM practises in boosting employee engagement and organisational reputation and offer a broad spectrum of viewpoints. Organisations aiming to establish their green HRM practices may find these insights helpful.
[bookmark: _Toc148477064]Recommendation :
The findings of this study suggest that GHRM practices both directly promote employee well-being and indirectly raise levels of engagement and perceived efficacy among workers. The literature also emphasises how GHRM practises, and regulations assist organisations in navigating commercial and economic uncertainty. Applications are highlighted, especially those related to development and selection. When employees view their social exchange relationship with an organisation as positive in terms of GHRM practises, they are more likely to express satisfaction with their jobs, feel a sense of personal accomplishment in their work, and engage in their work more successfully. Based on the findings followings are the recommendations that are as follows:
· First of all the companies have to evaluate their resources and analyse their capability to develop GHRM in their organisation, if a company is capable enough to incorporate GHRM they should implement it to enhance employee engagement.
· GHRM reacquires specialised knowledge and capabilities to improve employee engagement, if a company does not have the resources they have to adapt strategic planning and sustainable goals to develop GHRM. 
· Small and medium sized organisations are recommended to develop strategic move towards GHRM as this study has proved that GHRM has positive relation with employee engagement. 
Recognise that there are differing views on how GHRM influences workplace communication. Consider developing venues and platforms that enable open and honest environmental talks among employees to optimise the beneficial effects of GHRM on communication. Understand how respondents' incomes are distributed. Develop GHRM efforts with employees of all income levels in mind. Make sure everyone can afford and access eco-friendly practices. Establish precise measures to measure how GHRM activities affect employee engagement.
Regularly evaluate these practices' efficacy and make necessary modifications to ensure they align with company objectives. As a result, HR and business executives must ensure the GHRM function is doing all possible to effectively achieve its goals and contribute to achieving corporate objectives.
[bookmark: _Toc148477065]Linking with objective :
[bookmark: _Toc148477066]Objective 1: Analyse the Advantages of GHRM 
Businesses must do an environmental audit that highlights recycling, benefits society, and its citizens. It will support eco-friendly products and educate employees and organisation members on using natural resources. It helps firms cut costs without sacrificing talent. A company's overall costs decrease as its use of water, power, and manufactured goods becomes more efficient. It assists in fostering more employee dedication and job satisfaction, which boosts output. Make an environment where workers are concerned about one another's general well-being. By utilising less expensive and energy-efficient technology, small businesses also lower their electricity bills. Green HRM comprises implementing eco-friendly HR initiatives that boost output, cut expenses, and boost engagement and retention of staff members, all of which contribute to firms reducing their employee carbon footprints. These programs include electronic filing, job and car sharing, teleconferencing, online training and hiring, virtual interviews, recycling, and telecommuting. Green human resource management has made it essential for businesses to promote environmental issues. Developing policies and practices, educating personnel about environmental issues, and implementing environmental protection laws are all requirements for firms. The Green HRM assists companies in enhancing their brands' reputations. Companies must do environmental audits if they wish to change their organisational culture, reduce pollution, better manage waste, benefit society, and assist people most impacted by pollution.
[bookmark: _Toc148477067]Objective 2: Determine the challenges of GHRM 
Employee retention is challenging in the face of severe competition for talent, challenging typical GHRM difficulty that most firms and businesses encounter. The increased benefits larger organisations offer frequently result in employees leaving smaller businesses. A systematic on boarding procedure for each employee, which is highly beneficial in keeping staff longer, helps to overcome this. Due to how swiftly most organizations function, performance management is also starting to provide a challenge for efficient human resource management. Businesses must provide the essential training to their employees at the same time. A typical GHRM problem that many firms face is the design of employee remuneration. This is especially true for smaller companies, which cannot compete with the higher payroll of larger or more established companies. A performance-based remuneration scheme for employees, which would motivate them to work more effectively in addition to their wage, is the best solution to this problem. In the modern world, technology is developing and changing quickly, and introducing new technologies creates difficulties in every field, including GHRM. Smaller businesses, in particular, must quickly adapt to this evolving technology or risk falling behind their rivals. Informing the team about all such technological breakthroughs and giving them the appropriate training to become familiar with them is an effective strategy. Management changes will undoubtedly hamper any organisation's ability to manage its human resources effectively. As a company or organization grows and expands, its strategies, internal structures, and operational processes alter.
[bookmark: _Toc148477068]Objective 3: Identify the relationship between GHRM and Employee engagement  
Previous studies have demonstrated how GHRM procedures help to improve employee opportunities, skills, and motivation. Opportunities-enhancing procedures provide employees with greater authority and enable them to use their potential to further the objectives of the business. In contrast, skill-increasing procedures, Therefore, using GHRM methodologies to understand employee engagement may be beneficial. It is the degree of devotion and zeal a worker feels for their employer, job, and the company. Engaged employees are more productive, have better working relationships with one another and their managers, and are likely to stick with the company for an extended period. Engagement of employees is a crucial concept. The degree to which an individual is devoted to their job, employer, and company. Employees that are more engaged at work are more productive, have better working relationships with their managers and other employees, and are also more likely to stay with the company for an extended period of time. Although there have been few empirical studies on the relationship between GHRM and employee environmental commitment in the context of the environment, it is asserted that paying attention to developing an environmental management system can strengthen the green attitudes of employees who are environmentally committed at work. Employees must adapt their attitudes, behaviours, and social norms to reflect the green organisational culture and goals. They become more committed to and conscious of their responsibilities for environmental issues due to their regular and active engagement in workplace environmental efforts that help employees comprehend the organisation's environmental aims and policies.
[bookmark: _Toc148477069]Research limitation :
It became clear that there had been certain restrictions as this paper was being written. It needs to be more empirical to research on GHRM and worker engagement are connected. The thorough survey and analysis of 71 individuals shed light on several crucial factors about which, there is scant understanding. There is little current literature on the difficulties since worker engagement is nebulous and has not been thoroughly researched until recently. The tiny number of responses must adequately represent the entire group, including the perspectives of other GHRM representatives, managers, and leaders nationwide. Additionally, the research is exclusive to the viewpoint of the employers. As a result, rather than immediately studying the employees' viewpoints, a foundation will be established before the interviews.
[bookmark: _Toc148477070]Future scope :
Therefore, additional research is required that focuses more on how GHRM affects employees' moral standards psychologically. Academicians will get a clear get a knowledge about GHRM and create understanding about the importance of GHRM in international business. On the other hand, the business organisations are able to make their HR decisions to develop a inclusive environment for their employees. Additionally, additional empirical investigations have to be carried out to concentrate more on multiple confounding factors representing several points of view rather than just one's employee reports. Further study may concentrate on creating surveys that produce more dependable and longitudinal outcomes to lessen the potential of inflated results: the research's future directions and the establishment of businesses' unbiased perspectives. Future trends include social media technologies, mobile applications, and an increased emphasis on work-life balance, transparency and feedback. 
[bookmark: _Toc148477071]Reflection :
[bookmark: _xvir7l]Description  
I have noted that more than telling individuals what to do or how to do research to accomplish it is required. Worker performance, especially of top executives, is determined by various variables. If the right plan is implemented, the standard of their goods may improve. When the work efficiency of a single employee is damaged in any way, the entity's overall performance is harmed. This suggests that leadership should be keen to resolve the issue. One of the most critical factors influencing employee motivation is remuneration. Employees are motivated tend to work more. When I reviewed, the topic's lesson notes I discovered the strength of inspiration. It has been observed that the CEO's salary differs from that of lower personnel. Bonds and stocks motivate top executives, whereas junior staff are compensated depending on their efficiency. Teaching emphasises the growth of practice skills rather than knowledge gain. I study to appreciate the importance of GHRM on employee engagement. I use survey questions that explain the impact of GHRM on employee engagement. 
[bookmark: _3hv69ve]
Feelings 
[bookmark: _1x0gk37]Regarding rewards, I have learnt that it is critical to understand who should receive what based on their managerial position. Giving the senior executives a part in the firm delighted them. On the other hand, junior employees are always thrilled when they are promoted or given monetary benefits. It was a fruitful experience because everyone who was involved won in the end. I went through the slides to examine how employees' attitudes change when there is a performance concern. I discovered that each employee prefer a situation where their company and performance were both excellent. The presentations and notes demonstrate why no one wants to work for a failing company. I noticed that a single company's performance directly influences the feelings of its employees. I still have a lot to learn about how to engage people effectively, and scholars are constantly inventing new ideas and practices. This study can contribute to the profession while making a genuine difference in employees' lives. The research can be complex and laborious, and finding good data might be challenging.

Evaluation 
Employees, according to my observations, are highly motivated by rewards. According to the lecture presentations, the only way to enhance worker output is to give them a valuable incentive. Sometimes, a pay increase may be necessary. Employees may think senior management needs to do more. According to the statements,this might affect how individuals manage their duties. Their overall output, which includes overtime, may be significantly lower than what they previously produced during regular working hours if they feel ignored. I have observed with concern that a company should take employee remuneration seriously. This means that if workers request compensation changes, action must be taken to resolve the issue. Management must evaluate the incentive situation and make adjustments in light of worker expectations. 

[bookmark: _4h042r0]Analysis 
The study has made me recognise the importance of incentives in defining employee motivation. Based on the class notes, the top management unit, like the lower staff, needs rewards. The only difference is the type of GHRM required by the firm. These notes taught me that an employee's degree in GHRM inside a company significantly influences their performance. It is only possible to expect good performance from an engaged employee. 
I discovered that when leadership fails to consider the plight of its employees, it is almost impossible to create positive outcomes for them. I also noticed that managers must try to understand their employees' needs. Employees may only sometimes speak out when dealing with a situation that influences them.
Instead, they react in a way that notifies management of a problem. The managers are responsible for figuring out the issue and remedy it before it grows out of control. I encountered several challenges during my investigation since I needed additional journals, publications, and newspapers. 

[bookmark: _2w5ecyt]Conclusion 
In conclusion, I can say that my research skill, survey skill and analytical skill has been developed. I have understood the application of multiple methodological approach such as positivism philosophy, deductive approach, descriptive research design and other relevant research techniques that has a significant contribution in primary research strategy. I have realised how vital GHRM is for every staff member, from junior officers to senior executives. Going forward, I strongly advise the GHRM unit to do periodic employee reviews to determine how their rewards should be altered. This will reduce workplace concerns such as complaints and even revolt. According to our class notes, the employees' motivation influences their performance. As an administrator, I may do many things to support and inspire workers. As an ethical manager, study will keep employees engaged so they may perform to their full potential. Management should always respond to staff issues as soon as they arise. When it is evident that employees are serious about their demands, leadership should move fast to find an approach that protects all sides' interests. I want to see the Advantages, challenges, and relationship between GHRM and Employee engagement. I learned about GHRM guidelines promoting sustainable resource use.

[bookmark: _1baon6m]Future Plan:
I intend to work hard to build relationships with my friends. During my placement, I will be working with various teachers, and I want to discuss my nerves with each of them. I have already had a great conversation with one instructor, and we have established a three-week team-teaching plan to alleviate some of my stress. I plan to do this with the other teachers to let them understand my feelings. In order to strengthen my general research expertise, I use statistical tools such as SPSS and Excel to analyse quantitative data acquired through survey resources.
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Appendix 1: Survey Question

Question 1: What is your Gender?

a. Male

b. Female

c. I prefer not to say

Question 2: What is your Occupation?

a. Student

b. Professional

c. Businessman

d. Others

Question 3: What is your Income Level?
a. Below GBP5000

b. GBP5001 to GBP20000

c. GBP20001 to GBP40000

d. GBP40001 to GBP60000

e. Modern than GBP60000

Question 4: What is your age group?

a. Below 18

b. 18-30

c. 30-40

d. 40-50

e. more than 50

Question 5: Are you a resident of the UK?
a. Yes

b. No

Question 6: Do you think GHRM influences employee engagement?
a. Strongly Agree

b. Agree

c. Neutral

d. Disagree
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e. Strongly disagree

Question 7: Do you agree that GHRM motivates employees in the workplace?
a. Strongly Agree

b. Agree
c. Neutral

d. Disagree

e. Strongly disagree

Question 8: Do you think GHRM affects employee communication?

a. Strongly Agree
b. Agree
c. Neutra
d. Disagree

e. Strongly disagree

Question 9: Do you think GHRM affects employee health?
a. Strongly Agree

b. Agree
c. Neutra

d. Disagree

e. Strongly disagree

Question 10: Do you think the concept of Green HRM affects or can influence an organisation's
prestige?

a. Strongly Agree

b. Agree

c. Neutral

d. Disagree

e. Strongly disagree
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Question 11: What do you think is the most significant barrier to GHRM?

a.

b.

C.

Cost of implementing a program

Complexity and difficulty of adoption of green technology
The lack of understanding of green policies

Lack of support by management

Staff resistance

Question 12: Does an employee prefer to work in an organisation that has environmental

awareness?

a. Strongly Agree

b. Agree
c. Neutral

d. Disagree

e. Strongly disagree

Question 13: Has GHRM changed the employee framework of the past decade?

a. Strongly Agree

b. Agree
c. Neutral

d. Disagree

e. Strongly disagree

Question 14: Do you think that GHRM has a positive relationship with Employee Engagement?

a. Strongly Agree

b. Agree
c. Neutral

d. Disagree

e. Strongly disagree

Question 15: Is a central department or agency in charge of GHRM?

a. Yes

b.

No
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