
 

Volume 17, Issue1, 05 Februari 2026, Pages. 220-229 

Jurnal Manajemen (Edisi Elektronik) 
Sekolah Pascasarjana Universitas Ibn Khaldun Bogor 

http://dx.doi.org/10.32832/jm-uika.v17i1.21813 

 

Implementation of Green Human Resources Management (HRM) 

Practices in PT Unilever Tbk's 2024 Sustainability Report  

Echa El Sabheta*, Endah Kurniawatib 
abUniversitas Islam Kadiri, Indonesia 

* Corresponding author e-mail: echaelsabhet10@gmail.com 

 

A R T I C L E  I N F O 

 
DOI: 10.32832/jmuika.v17i1.21813  

 

Article history:  
Received:  
21 Oktober 2025 
Accepted:  
20 November 2025 
Available online:  
05 Februari 2026 

 

Keywords: 
sustainable workforce, 
employee wellbeing, diversity 
and inclusion, corporate 
sustainability, human capital 
development. 

 

A B S T R A C T 

The article analyzes the application of Green Human Resource 
Management (GHRM) methods in the 2024 Sustainability Report 
of PT Unilever Indonesia Tbk. GHRM emphasizes incorporating 
environmental and social sustainability concepts into human 
resource policies to connect business strategy with the demands of 
multiple stakeholders. This research used a qualitative document 
analysis methodology to examine Unilever's initiatives in 
sustainable recruitment, staff training and development, 
performance management, well-being, and diversity and inclusion. 
The report indicates that Unilever has adopted inclusive 
recruitment and equitable employment practices, utilized the 70-
20-10 learning model to cultivate future-ready, environmentally 
aware employees, and improved employee well-being through 
digital health applications. Fairness, diversity, and inclusion 
initiatives, such as gender parity and support for individuals with 
disabilities, enhance the company's social sustainability and 
embody the tenets of stakeholder theory, highlighting responsibility 
to both internal and external stakeholders. The study conceptually 
extends the GHRM framework by incorporating social and 
psychological well-being while offering guidance for firms seeking 
to integrate sustainability into human resource strategies. 
Unilever's experience illustrates that GHRM serves as both an 
environmental program and a strategic approach to achieving 
enduring sustainable value creation. However, the report 
primarily provides descriptive data; further primary research is 
needed to evaluate the direct impact of GHRM on employees’ 
green behaviors. 
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INTRODUCTION 

Nowadays, environmental issues in the context of sustainability are a significant concern across 

various industrial sectors. The increasing global awareness of the climate crisis is driving many 

companies to implement green business practices in their operations. The application of this 

concept results in a management strategy that is more focused on sustainability, improving 

resource efficiency, and strengthening the company's image as an organization that is 

responsible to the environment and society (Darmawan et al., 2025).  

In the World Economic Forum's Annual Report 2023–2024, environmental sustainability is 

highlighted as one of the main priorities, representing a company's operational responsibility to 

society (World Economic Forum, 2024). In line with this, international organizations such as 

the OECD (Organisation for Economic Co-operation and Development) and the UN (United 

Nations) through the Sustainable Development Goals (SDGs) emphasize the importance of 

adopting corporate governance policies that support long-term sustainability and business 

resilience, so that companies can meet stakeholder expectations, strengthen social legitimacy, 

increase competitiveness in the market, and mitigate environmental and operational risks that 

could threaten business continuity (OECD, 2023; Shayan et al., 2022). 

To achieve the concept of going green, companies rely not only on environmentally friendly 

technology but also on human resources (HR) with awareness and commitment to sustainability 

(Hameed et al., 2022). Human resources aligned with green values can be developed through 

work practices and a culture that supports them within the organization (Gazi et al., 2024). In 

this context, one approach that integrates environmental aspects into human resource 

management is Green Human Resource Management (Green HRM). According to Renwick et 

al. (2013), Green HRM aims to incorporate environmental elements into human resource 

management policies and practices, so that HR strategies can align with environmental 

strategies to support the achievement of the SDGs.  

The implementation of Green HRM is becoming increasingly important because it can help 

companies build sustainable businesses. According to Setyaningrum & Muafi (2023), Green 

HRM not only improves operational efficiency and reduces environmental impact but also 

strengthens the strategic role of human resources in supporting the company's sustainability 

practices. Human resources with environmental awareness can be the driving force for creating 

an environmentally friendly work culture and accelerating the transformation toward a green 

company (Pham & Paillé, 2019). 

Furthermore, the concept of Green HRM encompasses integrating environmentally friendly 

principles across HR functions, such as recruitment, training, performance evaluation, and 

employee engagement (Palupiningtyas, 2024). Through this implementation, companies can 

improve operational efficiency, reduce environmental impact, and demonstrate corporate social 

responsibility to stakeholders. Conversely, research by Utama et al. (2022), indicates that 

companies that neglect Green HRM practices tend to experience a decline in consumer and 

stakeholder reputation, leading to reduced customer loyalty and employee motivation. 
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Efforts to implement Green HRM and sustainability within a company are often represented 

through sustainability reports as a form of transparency to the public (Torelli et al., 2020).  In 

the context of a public company like PT Unilever Tbk, publishing an annual sustainability 

report is both an obligation and a means of communicating with stakeholders. This report not 

only presents the company's performance from economic, social, and environmental 

perspectives but also serves as a tool to demonstrate the company's accountability (Unilever, 

2024). Based on stakeholder theory by Freeman (1984), companies need to create value for all 

stakeholders, including society, employees, shareholders, and the environment. In the context 

of Green HRM, this theory emphasizes that sustainable human resource management practices 

are crucial for holding companies accountable to stakeholder demands regarding sustainability 

issues (F. Ahmad et al., 2023). 

Through Unilever's 2024 Sustainability Report, the company demonstrates its commitment to 

responsible business practices, including information on efforts to reduce its environmental 

footprint, promote social inclusion, and improve employee wellbeing. Thus, publishing a 

sustainability report is one of the strategic steps PT Unilever is taking to strengthen 

transparency, build trust, and meet the expectations of its stakeholders (Unilever, 2024). 

However, despite extensive research on Green HRM in developed countries, studies examining 

its application in Indonesia, particularly through the analysis of sustainability reports, remain 

limited. Most previous research has focused on the impact of Green HRM on organizational 

performance, rather than on how companies communicate and integrate these practices into 

their sustainability reports. This condition indicates a research gap that should be addressed 

through a more contextual and descriptive approach. 

This research aims to evaluate the implementation and characterization of Green HRM practices 

in PT Unilever Tbk's 2024 Sustainability Report as a method of corporate accountability to 

stakeholders. This research utilizes the stakeholder theory framework and document analysis 

methodology to identify four key dimensions of Green HRM: fair recruitment and employment; 

competency development and continuous learning; employee performance and wellbeing; and 

diversity, equity, and inclusion (DE&I). The findings of this research are expected to enrich the 

literature on Green HRM in Indonesia and serve as a reference for other companies seeking to 

integrate sustainable HR practices into their corporate strategies and operations. 

Based on the qualitative nature of this research, the primary focus of this study is to analyze the 

ideas and practices of Green HRM as described in the 2024 Sustainability Report of PT 

Unilever Tbk. Based on the findings of this research, Green HRM practices are not merely 

administrative regulations, but rather a strategic means that demonstrates the organization's 

commitment to social responsibility and environmental sustainability. The purpose of this 

analysis is to investigate the integration of the concept of Green HRM into the company's 

narrative and reporting on its sustainability efforts. These principles include green recruitment, 

sustainable training and development, performance appraisal, employee wellbeing, and 
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diversity and inclusion (ED&I). This approach is considered essential for understanding how 

green human resource practices are developed and disseminated within organizations, enabling 

businesses to demonstrate to stakeholders that they are responsible and accountable for their 

actions. 

RESEARCH METHODS  

The research design is a systematic framework for organizing research procedures. According 

to Waruwu (2024), a research design is a comprehensive framework for collecting, analyzing, 

and interpreting data to answer research questions. Sugiyono (2017) also states that the research 

design includes procedures systematically arranged during data collection and hypothesis 

testing, ensuring the reliability of the research results. 

This research uses a qualitative approach with document study. This approach was chosen 

because it is suitable for gaining an in-depth understanding of the meaning, context, and 

representation of Green HRM practices in PT Unilever Tbk's 2024 Sustainability Report. In 

line with Ridwan et al. (2021), a qualitative research design enables researchers to conduct in-

depth analysis of organizational texts and social contexts, thereby uncovering the implicit 

meanings behind data presentation. 

This research uses secondary data obtained through document review. The primary data source 

is the 2024 sustainability report of PT Unilever Tbk. Additionally, the researchers also used 

supplementary sources such as books, scientific articles, reports from international 

organizations, and other relevant company documents. This approach supports source 

triangulation to enhance the credibility of the analysis results (Creswell & Poth, 2016). 

The methodology used is a literature review and document analysis, which involves identifying, 

examining, and evaluating documents relevant to the research subject. Document analysis was 

conducted on texts describing Green HRM policies, strategies, and practices in sustainability 

reports. This process includes selecting documents based on their relevance to Green HRM 

issues and stakeholder theory, initial coding to identify key themes related to Green HRM 

practices, and categorizing themes to group data into Green HRM dimensions such as green 

recruitment, green training, green performance management, and green employee relations. 

The Miles and Huberman model was used for data analysis, which consists of three steps: data 

reduction, data presentation, and conclusion drawing. 

1. Data Reduction: At this stage, the researcher focuses on issues relevant to the research 

objectives and stakeholder theory after sorting and selecting information from 

sustainability reports related to Green HRM practices.  

2. Data Presentation: The reduced data is then presented in thematic descriptions to 

facilitate interpretation. This presentation helps researchers identify patterns, 

relationships, and meanings of Green HRM practices found in the report.  
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3. Drawing Conclusions and Verifying Conclusions: The initial conclusions were tentative 

but became stronger after being compared with stakeholder theory and relevant 

literature. 

This approach allows researchers to conduct an in-depth conceptual interpretation of Green 

HRM practices reported in company documents and understand how these practices reflect 

sustainability responsibilities toward stakeholders. This research uses a qualitative approach 

because its primary goal is not to measure, but to understand the meaning, context, and company 

strategies for implementing Green HRM practices in sustainability reports. To determine how 

a business fulfills its responsibilities to stakeholders, qualitative analysis enables researchers to 

interpret explicit and implicit messages in sustainability reports and relate them to stakeholder 

theory. Therefore, this method offers a broader conceptual and contextual understanding than 

quantitative approaches (Creswell & Poth, 2016). Additionally, this approach is relevant to the 

way the phenomenon is being studied, namely, sustainable Green HRM practices and their 

representation in narrative, interpretive, and unmeasurable company documents. 

RESULTS & DISCUSSION 

Fair Recruitment and Employment Management, through a fair and open recruitment 

process, Unilever Indonesia demonstrates its commitment to the principle of fair employment, 

free from discrimination based on race, religion, gender, disability, or educational or cultural 

background. Programs like Inspiring Unileader, which attracted 1,125 participants, demonstrate 

the implementation of equal employment opportunities in accordance with GRI 401-1 standards 

(Unilever, 2024). 

This aligns with the findings of Renwick et al. (2013), which indicate that Unilever's Green 

HRM approach conceptually produces employees who value sustainability and possess 

technical skills. The method Unilever is using is also in line with stakeholder theory (Freeman, 

1984), which emphasizes that businesses must create value for all stakeholders, including 

potential employees from vulnerable groups and external communities. By leveraging diversity 

as social capital to support environmental and social agendas, Unilever can strengthen its social 

legitimacy and enhance its innovation capacity. 

However, these results raise some important questions. The sustainability report does not 

explicitly show metrics linking inclusive hiring with employees' green behavior. For example, 

they do not show retention rates, the number of workers from vulnerable groups who then 

participate in environmental programs, or their direct contribution to green innovation. The 

results data must show that Green HRM practices are successful, not just programs or policies 

(Koman & Boršoš, 2024; Soekotjo et al., 2025). Therefore, although Unilever's policies are 

generally favorable, it is not yet clear whether they are effective in promoting green behavior. 

Overall, Unilever's sustainability-based recruitment strategy also includes social justice. This 

strategy demonstrates that the business complies with social regulations and integrates diversity 
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and inclusion into green human resource management. Further research using primary data, 

such as green behavior surveys, interviews with new employees, and retention analyses of 

vulnerable groups, is highly recommended to strengthen the claim that this inclusive 

recruitment truly supports green innovation and organizational transformation. 

Competency Development and Continuous Learning, to enhance employee competencies, 

Unilever Indonesia implements the 70-20-10 principle, focusing on on-the-job training, 

mentoring, and conventional learning. During 2024, the company provided 2,051 online 

training modules to 1,763 participants, delivering 173,939 hours of training. To support 

sustainable business, digital platforms like Degreed can help employees become more skilled 

and proficient (Unilever, 2024). 

The data analysis results show that Unilever has conceptually implemented green education and 

developed a training program that enhances technical skills, raises environmental awareness, 

and improves resource efficiency. This aligns with J. Ahmad et al. (2023), who found that 

sustainability-based training can shift employee behavior toward greener practices and 

strengthen organizational green culture. Additionally, the use of digital platforms like Degreed 

demonstrates an interest in energy efficiency and reducing the use of physical materials. This 

aligns with the recommendations of Yafi & Tehseen (2021), regarding environmental learning 

systems. 

However, Unilever's sustainability report has not explicitly explained, from a qualitative 

perspective, how the training has affected each worker's green behavior or performance. This 

result aligns with the criticism of Nugroho et al. (2022), who stated that many companies only 

implement green training symbolically without evaluating actual behavioral changes in the 

workplace. Therefore, to ensure that Unilever's 70-20-10 learning model effectively drives 

green cultural transformation, empirical evidence is still needed, such as surveys or in-depth 

interviews with participants. 

Theoretically, this continuous training method supports the implementation of stakeholder 

theory by Freeman (1984). Unilever can build an adaptable, environmentally conscious 

workforce ready to meet the demands of the global green economy by prioritizing green skills 

development. 

Employee Performance and Wellbeing, Unilever adopted the Naluri application, which 

provides access to psychologists, fitness coaches, nutritionists, and 24/7 teleconsultations. 

Employee participation in the health program increased by 9% from 2023. Additionally, 

continuous performance evaluation with two-way feedback and results transparency is 

conducted through the Always ON system (Unilever, 2024).  

This indicates that Unilever prioritizes employee wellbeing as part of its Green HRM strategy, 

as healthy and supported employees are more likely to engage in environmental initiatives 

(Wang et al., 2025). The digital health experience through the Naluri app demonstrates 

efficiency and innovation, aligning with recent research on environmental engagement, which 

finds that easy, sustainable access to environmental services enables employees to participate 
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in environmental programs actively. 

The company creates value for its employees, who are internal stakeholders, as part of its social 

responsibility, making this policy consistent with stakeholder theory (Freeman, 1984). This 

finding supports the idea that developing a green culture in organizations contributes to 

employee wellbeing (J. Ahmad et al., 2023) 

However, the report does not provide quantitative data linking better employee health levels to 

specific green behaviors. Green behavior can include participating in environmentally friendly 

initiatives, green innovation, or reducing one's carbon footprint. This aligns with the criticism 

by Nugroho et al. (2022) that it remains challenging to determine how effective welfare 

programs are at promoting green behavior without measuring outcomes. 

Overall, Unilever's digital health practices and sustainable performance assessments 

demonstrate the integration of Green HRM principles into the company's social strategy. To 

determine whether this practice can increase green engagement and employee readiness to 

support the sustainability agenda, further primary data research is needed. 

Diversity, Equity, and Inclusion (DE&I), Unilever reaffirms its commitment through three 

pillars: gender equality, disability inclusion, and the elimination of discrimination. This is 

evidenced by the 443 female employees participating in the Women in Engineering Leadership 

Fellowship (WULF) program, which represents women at the senior management level and 

reaches 44.8% of the workforce (Unilever, 2024). 

This shows that Unilever incorporates the principle of social sustainability into Green HRM, 

where diversity and inclusion are seen as social and innovative capital. According to 

Yunaningsih et al., (2024), organizations with broad gender representation and structural 

inclusion programs tend to be better able to implement green innovations. Additionally, the 

WULF program enhances women's leadership and strengthens a sustainability-oriented talent 

pipeline, as companies create value for employees as internal stakeholders, aligning with 

stakeholder theory (Freeman, 1984). 

However, data linking participation in ED&I programs to concrete contributions to 

sustainability practices or green innovation has not yet been included in the report. This aligns 

with the recent literature by AlKetbi & Rice (2024), which found that diversity programs that 

are only formal or symbolic do not automatically lead to changed employee behavior toward 

environmental agendas. 

Overall, Unilever's ED&I strategy focuses on sustainable and inclusive human resource 

development. The company's social legitimacy and opportunities for green innovation are 

strengthened by programs such as WULF and by high female representation. However, to 

determine the extent to which this initiative truly influences green behavior and employee 

contributions to sustainability, further primary data research is needed. 
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Synthetic Results, analysis of PT Unilever Indonesia's 2024 sustainability report shows that 

the company's Green HRM approach integrates sustainability principles into various aspects of 

human resource management. According to stakeholder theory (Freeman, 1984) and recent 

research on green recruitment, fair and inclusive recruitment practices enhance organizational 

social legitimacy and innovation capacity. Consistent with the findings J. Ahmad et al. (2023) 

dan Yafi & Tehseen (2021) regarding green learning, developing competencies through digital 

platforms and the 70-20-10 model supports sustainable learning and resource efficiency. A 

study conducted by Wang et al. (2025), showed a positive relationship between employee 

support and participation in green practices. Consistent with Yunaningsih et al. (2024) dan 

AlKetbi & Rice (2024), a commitment to diversity, equity, and inclusion (DE&I) affirms that 

a fair and diverse work environment enhances employee participation and green innovation. 

Overall, these findings reinforce the idea that GHRM can be a strategic mechanism for 

companies, making a tangible contribution to social, environmental, and economic 

sustainability. 

CONCLUSION & SUGGESTION 

Overall, Unilever Indonesia's green human resource management (GHRM) approach 

demonstrates a commitment to social, environmental, and economic sustainability. 

Sustainability reports, however, only include descriptions of policies and programs and lack 

data demonstrating the actual contribution of employees' green behavior. Therefore, further 

research is needed to evaluate the effectiveness of the Green HRM method in promoting green 

cultural transformation, using primary data such as observations, surveys, or interviews. 

Additionally, companies can create green performance indicators for employees to measure 

how recruitment, training, wellbeing, and ED&I programs impact sustainability goals. By 

following these steps, Green HRM can function as a more measurable strategic mechanism to 

drive green innovation and corporate social legitimacy. 
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