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ABSTRACT:
Environmental concerns and sustainability are central to corporate strategies in the contemporary world. The amalgamation of Green HRM (Green Human Resource Management) with Knowledge Management (KM) and Knowledge Management Systems (KMS) is one of the prominent brewing strategies for attaining sustainability. Green HRM converges on entrenching environmental sensitivities into human resource (HR) practices to foster a sustainability culture and reduce ecological impact. Concurrently, Knowledge Management ensures that valuable organisational knowledge is effectively captured, shared, and utilised to enhance decision-making and operational efficiency. Knowledge Management Systems, as technological enablers, provide tools for knowledge storage, retrieval, and dissemination of the KM process. This chapter explores the synergy between Green HRM and KM/KMS, emphasising how the alignment of these domains can drive sustainable business practices. By leveraging KM and KMS, organisations can support Green HRM initiatives, such as green training, employee engagement in sustainability, and eco-friendly policies, thus creating a robust framework for environmental stewardship. Implementing these integrated strategies effectively promotes organisational sustainability and enhances overall performance and competitive advantage.
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1. INTRODUCTION: 
Incorporating knowledge management (KM) and green human resource management (GHRM) is crucial for accomplishing organisational and environmental objectives as businesses increasingly realise the value of sustainable practices in their core business operations.
Green HRM aims to promote environmentally conscious behaviour among employees and incorporate ecological factors into HR policies. This strategy cultivates an environmental responsibility culture within the workforce and strengthens the company's commitment to sustainability. Knowledge management enables staff members to make meaningful contributions to environmentally friendly projects by allowing the exchange and use of knowledge about sustainable practices. Organisations can attain a synergistic impact that fosters innovation in sustainable practices, increases employee engagement, and improves organisational performance by aligning HR and KM via the lens of GHRM. Due to this integration, the workforce can become more informed and motivated to adopt sustainable practices. The workforce will also be more aware of environmental challenges. This strategy highlights how crucial it is to match knowledge management systems with human resource strategies to develop a sustainable organisational culture and address the urgent environmental issues businesses face.

2. SUSTAINABILITY:
Sustainability is a procedure that considers ecological balance and environmental conservation while tying together economic and social dimensions. This concept lies without disturbing future demands and fulfilling the present requirements of a country's social, financial, and environmental growth. Organisational sustainability is applied at several levels, including organisational, regional, and national. Sustainability is perceived as "a competitive strategy that embodies an organisation's philosophy and strategy" [1]. The UN Brundtland Commission sparked a conversation on sustainability. The Brundtland Commission adopted a broad definition of sustainable development that was long-term, global, and considered a range of stakeholders [2]. The three pedestal sustainability points are 3 Cs: communal, commercial, and climate. The following are different theories which give their broader views towards sustainability. 
· Brundtland Theory: Brundtland's business sustainability theory considers both external and internal impacts on stakeholders, focusing on short—and long-term sustainability [3]. 
· Stakeholder Theory: The stakeholder theory of sustainability is guided by an open-systems framework, recognising the interconnectedness of various stakeholders, organisational systems, social systems, and the environment [4]. 
· Responsibility Theory: The responsibility-oriented theory of sustainability, based on the open systems model, emphasises responsibility to various stakeholders for their own sake rather than focusing on the economic interests of the organisation's owners. It assesses performance through metrics like employee and community well-being [2].
· Substance Theory: The substance-oriented sustainability theory focuses on maintaining organisational resources, particularly HRs, to ensure future survival through resource consumption and reproduction. [2].
· Open System Theory: According to open system theory, social, economic, and political issues all impact an organisation's operations and performance.
The literature on sustainable HRM addresses the dynamic nature of HRM, its interdependence with internal, external, and individual factors, and its economic, social, and ecological effects on stakeholders [4]. Three distinct conceptual approaches may be used to identify the sustainability of HRM: sustainable work systems, sustainable resource management, and sustainable HRM. Sustainable resource management aims to make the relationship between an organisation and the environment more transparent and suggest solutions for the resource shortage. Work systems emphasise the social component of sustainability and seek to broaden public understanding of the processes leading to the deployment and enhancement of human resources [5]. In addition to job security and health promotion, flexible work arrangements, participative leadership, a value-added economy, self-reliance, and work-life balance, sustainable HRM also helps to build an influential organisational culture [6].
Socially Responsible HRM (SRHRM), Green HRM (GHRM), Triple Bottom line HRM (TBLHRM), and Common Good HRM (CGHRM) are different types of sustainability [7].
SRHRM involves HR procedures that integrate worker needs with business requirements. It aims to improve job experiences and satisfy personal and societal expectations using contemporary strategies and technologies. In SRHRM, the organisational perspective is inside-out, and the goal is to lower business risks [8].
TBLHRM focuses on economic, social, and environmental goals, enabling financial advantages through social responsibility and ecological sustainability. It redefines success assessment for organisations by implementing ESG (Environmental and Social Governance) and guiding business goals. TBLHRM aims to achieve financial, environmental, and societal goals from an inside-out organisational approach. [9].
The concept of CGHRM, which aligns business demands with environmental and societal needs, is being studied in academic settings. It involves elevating the community and positively influencing its surroundings. Although promising, it's still a long way from being implemented.
The concept GHRM of human resource management involves eco-friendly projects, cost reduction, and improved staff engagement, with HR technology offering paperless processes like digital onboarding and robotic interviewing. In GHRM, the organisational perspective is inside-out, and the goal is to fulfil environmental and financial objectives. Additionally, opinions differ about how well GHRM approaches address stakeholder concerns and have an excellent environmental impact [10]. According to a common good approach, businesses have a primary duty to "make an effective contribution to resolving the sustainability challenges we are collectively facing"[11], and their long-term self-interest is in ensuring our shared means of subsistence [12]. As a result, Common Good HRM prioritises group interests over, or more accurately, on par with, the needs, wants, and wishes of individuals [13].
Green HRM (GHRM): "Adopting HRM strategies and practices that enable the achievement of financial, social, and ecological goals, with an impact inside and outside of the organisation and over a long-term time horizon while controlling for unintended side effects and negative feedback" is the definition of "green human resources management"[6].  The term "green human resources management" (GHRM) refers to a collection of procedures, processes, and policies that encourage environmentally conscious, resource-conscious, and socially conscious behaviour among workers in a corporation [14]. Through the use of HRM linkages for recruiting, selection, adjustments, reorganisations, trade union creation, and distribution, GHRM can directly enhance the ability of green employees to comprehend, inform, and practice green work and sustain its green aims. GHRM adopts an ecological perspective and seeks to provide a green workplace that motivates employees to carry out their duties in the most ecologically friendly way possible [15]. Green innovation and GHRM practices are crucial for improving environmental performance in environmentally conscious sectors. HR managers can set goals and implement exemplary measures to reduce waste and pollution. Green campaigns can motivate employees to adopt sustainable practices. GHRM can be a visible aspect of a company's responsibilities and CSR measures, ensuring the success of any organisation [15].

2.1 Need for the transformation of HRM: 
Organisations must reform their human resources (HRM) to promote operational excellence, generate higher value, and adjust to the shifting business landscape. The following are some of the leading causes of the need for HRM transformation:
Talent Management (TM) also aims to develop and deploy the right people at the right job at the right time and provide them with the right environment to showcase their abilities in the best possible way for the organisation. Organisations should be able to recognise the people and capabilities that may create value and deliver a competitive advantage [16].
Businesses must optimise their HR procedures and strategies in light of their growing financial problems [17].
The increasing importance of knowledge, originality, critical thinking, and problem-solving skills in today's knowledge-based, digitally-driven employment environment necessitates focusing on change for Human Resource Management (HRM) [18].
As enterprises' influence on society becomes increasingly apparent, HR plays a critical role in environmental management by including workers in decision-making to limit economic activity and ecological harm [19].
To organise environmental programs successfully, it is necessary to apply eco-friendly HRM policies.
3. MOVING TOWARDS GREEN HRM
Moving towards Green means organisational development by preserving knowledge capital and ecological protection. HRM policies to encourage inclusive HR practices and the organisation's sustainability from an economic, social, and environmental perspective are known as "GHRM." The goal is to adhere to the rules and procedures that encourage the organisation's staff to adopt and pursue initiatives advantageous to the organisation and the people, society, business, and environment [20]. GHRM encourages employees to use their best efforts to accomplish the work more quickly and responsibly. GHRM practices, such as flexible work schedules, electronic filing, car-sharing, job-sharing, teleconferencing, virtual interviews, recycling, telecommuting, online training, energy-efficient office space, etc., help organisations reduce employee carbon footprints by incorporating environmentally friendly HR practices for sustainable resource use that result in more efficiencies, less waste, improved job-related attitudes, improved work/private life, lower costs, and improved employee performance and retention [21]. Evidence suggests that an organisation's financial success can be positively impacted by its environmental performance, a concept known as the "Green pays" argument [22].
3.1 Green HRM Practices (GHRMP):
GHRM is a set of practices that creates a sustainable and environmentally friendly work environment. It focuses on integrating environmental concerns into traditional HR processes, such as recruiting, training, compensation, and performance management. GHRM practices can lead to several benefits, including improved employee engagement, reduced environmental impact, and enhanced organisational reputation. Some critical aspects of GHRM include [15, 23, 24]:
Green job design: Creating positions incorporating environmentally friendly responsibilities and contributing to the organisation's sustainability goals.
Green recruitment and selection: Attracting and hiring employees with green awareness and promoting environmentally responsible behaviours.
Green education and development: Providing training and development opportunities that focus on green skills and sustainability.
Green performance appraisal: Evaluating individual and team performance based on their contributions to environmental sustainability and the organisation's green goals.
Green compensation and reward: Implementing incentives and reward systems that encourage employees to engage in environmentally responsible behaviours and contribute to the organisation's sustainability efforts.
Green training and development: Educating employees about environmental issues and providing opportunities for skill development in green areas.
Centralize document storage and use paperless office supplies: This will reduce paper use and promote the use of electronic documents and communication.
Green measures: Implementing energy-saving measures, such as adjusting the temperature and using energy-efficient equipment.
Sustainable practice Promotion: Encouraging employees to adopt sustainable practices in their work and personal lives.
4. KNOWLEDGE MANAGEMENT
In the late 20th century, the organisations are struggling to gather business knowledge buried in information silos. The top management is a dearth of expertise dormant in the silos. The information silos are mostly disorganised and unable to provide any form of information at short time. Many person-hours are spent on extracting, organising, compiling, and presenting the knowledge extracted.  Sometimes, the extracted knowledge becomes obsolete, and the managers are running behind information extraction from capacious silos. The majority of organisations are losing commercial advantage due to vibrant market changes. Top management is tumbling to make apt decisions with scant information. Even managers or employees cannot meet their information requirements to make decisions. 
According to a McKinsey report (2012), one out of five employees hired is engaged in information gathering and searching without any potential work done. This is a scary situation in organisations [25].
Employee knowledge exchange is an essential procedure, but it's not what usually occurs [26].
	Top management of traditional organisations observed that new organisations are growing faster than conventional organisations. Moreover, traditional organisations are boundary-based, whereas new organisations are boundaryless. Old-fashioned organisations are inflexible and stubborn, but modern firms are distinguished by their capacity to adapt and change. In contrast to conventional establishments, contemporary organisations exhibit higher agility, possessing an array of business tactics and an increased readiness to undertake measured risks in response to evolving circumstances. For their internal and international work, they heavily rely on networking, information and communication technology, and flexibility. They also emphasise cooperation heavily. Conversely, conventional companies are centralised, hierarchical, risk-averse, and have fixed, unchangeable corporate strategies and processes.  They have a lower chance of succeeding with innovation and change. These companies adjust to new business procedures and technology more slowly than others and lose competitive advantage. It is discerned that the success or failure of an organisation is determined by its ability to gather, store, disseminate, and efficiently handle its collective knowledge to achieve its objectives [26]. When knowledge is readily available, the employees are more productive as individuals and as teams. The concept of knowledge is shown in Fig 2. On the other hand, deliberate and efficient knowledge availability enables teams to promptly retrieve all relevant data and follow up with internal specialists for further inquiries [27]. It is apparent that in contemporary epistemology and philosophy, knowledge is viewed as a framework or tool that facilitates effective behaviour [28].
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Knowledge management (KM) has existed for many years in one form or another. In the early 1980s, as the internet gained popularity and exposure, management consulting organisations promptly assessed and recognised the potential of intranets [29]. Peter Drucker is credited with coining the phrase in the 1980s. KM gained scholarly recognition in the 1990s. It may be argued that KM has existed for millennia in gathering, preserving, and disseminating knowledge. However, KM gained popularity in the late 1980s [30].
KM is organising, producing, applying, and disseminating collective information inside an organisation. Keeping information accessible is a necessary component of effective KM [31].
Organisational knowledge mobilisation for business objectives is KM's responsibility. It can be enabled with KM Systems. Aino et al. studied an employee's job satisfaction, which is positively affected by KM [32]. All that occurs within your company depends on knowledge, information, and data. KM integrates information, process, practice, improvement, people, insights, advice, and technology [33]. 
4.1 Importance and need of KM:
KM's importance and needs include increased staff growth and development, better business process efficiency, faster problem-solving, faster decision-making, shorter information retrieval times, increased innovation, total time savings, enhanced workplace collaboration and trust, increased employee satisfaction, effective risk management, stakeholder satisfaction, and more organisational agility [34]. 
KM is integral to modern companies, as knowledge is varied and complex, encompassing explicit and tacit competence. Making thoughtful decisions and original ideas requires addressing this complexity well. Businesses may minimise operational costs and increase worker productivity using KM. A key element of effective knowledge management is storing data in a place that facilitates easy access, sharing, and updating business knowledge. An organisation's capacity to solve issues and make decisions more swiftly and successfully may be enhanced by KM. It is essential for continuous learning and growth inside the organisation. One additional benefit of KM is knowledge retention [34].
KM transforms raw data and scattered information – files, note files, documents, spreadsheets, books, repositories, logs, messages, social media, processes, circulars, notices, etc.- into a treasured and valuable asset [35].
4.2 Types of Knowledge:
The types of knowledge can be categorized as follows [36 – 38], and Fig. 2 shows this.
· Explicit Knowledge: This is structured information, such as reports and performance metrics, that is easy to document, share, and learn.
· Implicit Knowledge: The application of learned (explicit) knowledge.
· Tacit Knowledge: This is personal, context-specific, and harder to formalise, and it is not easily documented or shared.
· Declarative Knowledge: It refers to factual knowledge that can be explicitly stated.
· Procedural Knowledge: This type of knowledge is about how to do something, including processes and methods.
4.3 Explicit Knowledge: 
Explicit knowledge can be documented, disseminated, and learned by others. The information is arranged and readily shared. Exact information may be found in several locations, such as standard operating procedures (SOPs), product specifications, and reports. Some key characteristics of explicit knowledge include [36, 37, 39]:
· Ease of documentation: Explicit knowledge can be smoothly recorded and stored in a structured format, such as a document or a database.
· Ease of sharing: This knowledge can be easily transmitted and shared among team members or across the organisation.
· Learnability: Explicit knowledge can be learned by others, making it easier for individuals to acquire new skills and knowledge.
· Structured format: Explicit knowledge is typically organised in a structured manner, such as in a knowledge base or a document management system.
Performance measurements, product standards, and standard operating procedures are a few instances of explicit knowledge. Gathering, organising, and disseminating explicit knowledge improves decision-making, problem-solving, and overall organisational performance.

4.4 Implicit Knowledge:
Implicit knowledge is the application of learned (explicit) knowledge, which is structured and can be easily shared. It is personal, context-specific, and harder to formalise than explicit knowledge. Implicit knowledge is often gained through experience and practical application of explicit knowledge. The critical characteristics of implicit knowledge include:
· Context-specific: Implicit knowledge is tied to a particular context or situation, making it harder to transfer and share than explicit knowledge.
· Experience-based: The type of information is obtained from instruction, independent study, real-world application, firsthand experience, and mistakes. 
· Unspoken: Implicit knowledge is considered tacit, as it is not easily documented or shared formally.
· Application of explicit knowledge: Implicit knowledge involves applying explicit knowledge, which is structured and can be easily shared.
Technical proficiency, problem-solving techniques, and industry or organisation best practices are a few instances of implicit knowledge. Organisations may enhance decision-making, problem-solving, and efficiency by developing methods to collect, organise, and communicate explicit and implicit information. This can be achieved by recognising the distinctions between the two forms of knowledge.
4.5 Tacit Knowledge:
The knowledge that is difficult to articulate or extract is known as Tacit knowledge, and it is frequently acquired through insight, intuition, and firsthand experience. Comparatively speaking, it is more challenging to convey and exchange than explicit knowledge since it is subjective, informal, and context-specific. Hands-on engagement in a particular setting is frequently the method of acquiring implicit information firmly embedded in personal experiences. Leadership, language, humour, and intuition are a few areas of tacit knowledge. Because it is hard for rivals to imitate and provides access to insightful information that might boost productivity at work, tacit knowledge is crucial to having a competitive advantage. Organisations can enhance their ability to make decisions, solve problems, and operate more efficiently by recognising the traits of tacit knowledge and creating plans to gather, arrange, and disseminate it effectively.
Tacit Knowledge is also known by other names such as Experiential Knowledge, Tribal Knowledge and know-how knowledge. Tacit knowledge base enhances the business with a competitive advantage. It is irreplaceable [40].
Examples of tacit knowledge include artistic skills, professional expertise, cultural understanding, motor skills, etc.
4.6 Declarative Knowledge: 
Explicit information concerning concepts, ideas, themes, histories, principles, and facts is declarative knowledge. Theory knowledge, descriptive knowledge, and propositional knowledge are some other names for it. Declarative knowledge is often obtained via education, experience, and observation. It may be represented verbally and in writing using declarative phrases. The essential characteristics of this knowledge include ease of documentation, ease of sharing, learnability, and structural format. This knowledge is easily recordable and stored in a well-defined format, such as documents or databases. The teams that share can quickly acquire this knowledge. The learning curve of this knowledge is low [41]. Factual information on a subject, such as the elements in the periodic table or the capital of France, is an example of declarative knowledge. Declarative knowledge serves as the cornerstone for curriculum design and establishes learning objectives, making it crucial for creating a solid foundation for learning and growth [42].
4.7 Procedural Knowledge: 
Knowledge of processes, techniques, or equipment operation is procedural knowledge. It is understanding how to carry out a specific skill or task. Procedural knowledge is intricate and complex to express clearly since it is frequently acquired by practice, experience, and hands-on engagement. The characteristics are practical knowledge, goal orientation, difficulty expressing, and learning through experience [43].
Technical expertise, problem-solving strategies, and organisational best practices are also part of procedural knowledge at work. Organisations can enhance their ability to make decisions, resolve problems, and run more efficiently when they understand the characteristics of procedural knowledge and develop efficient methods for collecting, organising, and disseminating both types of information [44].
	[image: ]

	Fig. 2 Types of Knowledge Management



4.8 Principles of Knowledge Management:
According to T. H. Devenport, the KM principles [45] are as follows:

KM is expensive:
KM costs may encompass the price of technology, such as knowledge management systems, and the labour and supplies needed for efficient information control [46]. Better decision-making, innovation, and overall performance are the only advantages of efficient knowledge management that could offset the expenses [47].
An effective KM requires hybrid solutions of people and technology:
A balance between technology and mankind is an absolute necessity for KM. Though KM is predominantly the responsibility of individuals in an organization, it can be effectively used to collect, organise, and disseminate knowledge through technology such as Knowledge Management Systems (KMS). Organisations may increase productivity and save costs by utilising a strong KMS, which facilitates timely access to pertinent information, supports correct decision-making, and fosters creativity and teamwork [33].
KM is highly political.
KM is indeed highly political, especially in the context of policy impact and the public sector. The political nature of KM is evident in the need for knowledge brokers to consider the political context when presenting information to policymakers [48].
KM requires knowledge managers.
The role of knowledge managers is highlighted in the context of aligning the tone for a culture of knowledge storage and sharing, ensuring that the righteous knowledge reaches the right people without information overload [33].
KM benefits more from maps than models, more from markets than from hierarchies:
Knowledge maps serve as indispensable tools, offering distinct advantages like precise gap identification, Efficient Knowledge Asset Location, Holistic Knowledge Asset Linking, Strategic Decision Enhancement, and Optimized Knowledge-Centered Support [49]. Knowledge maps play a pivotal role in precise KM. They offer a focused approach to gap identification, streamlined access to knowledge assets, and a visually cohesive representation, ultimately enhancing strategic decision-making and optimising knowledge-centred support within the organisation [50].
Sharing and using knowledge are often unnatural acts:
Numerous sources bolster the assertion. Sharing information can be perceived as unnatural as people may be reluctant to impart their expertise to others. A rigid corporate culture and structure may make sharing knowledge even more problematic [51]. A lack of incentive to share knowledge may also result from someone believing that doing so may jeopardise their job. Motivating people to perform such labour is difficult since transferring information into a system and learning from others can be intimidating and time-consuming. However, overcoming these challenges and encouraging information exchange is essential, as doing so may improve output, inventiveness, and judgement [52]. Consequently, among many others, it is critical to promote a knowledge-oriented culture that supports knowledge creation and sharing, assigns clear accountability for knowledge management, and effectively uses technology to capture and disseminate knowledge. It encourages knowledge sharing and utilisation within an organisation. This is due to the possibility that using and disseminating information would look odd [53].
KM means improving the knowledge work process:
KM is organising, producing, using, and exchanging knowledge within a company. This means providing information in a format that offers seamless access to all organisation members. KM seeks to increase organisational effectiveness and preserve information in a readily available format. This is achieved by capturing and organising knowledge in a knowledge management system, sharing knowledge with other beneficiaries, and improving processes and technology to provide easy access to knowledge. KM also improves knowledge of work processes, reduces business operation costs, and increases employee productivity. This discipline encourages the identification, capture, assessment, retrieval, and sharing of all information assets within an organisation in an integrated manner. Since enhancing knowledge work processes is a core objective of knowledge management, the statement "KM means improving knowledge work processes" is true [33] [54]
Knowledge access is only the beginning:
The first step in efficiently utilising knowledge inside an organisation is gaining access. Through KM, people may foster the creativity and cultural shifts required to advance the company and adapt to shifting market demands. KM facilitates quick and easy access to the organisational knowledge base, fosters the development of a standard organisational memory, and encourages more informed decision-making. Furthermore, KM fosters teamwork, enables workers to be more effective and productive, and offers a central location to keep corporate data accessible to all staff members. Thus, while knowledge availability is essential, knowledge application and utilisation strategies are just as critical to accomplishing organisational objectives, fostering innovation, and arriving at well-informed decisions [55 – 58].
KM never ends:
KM is a continuous process. KM involves developing, capturing, distributing, and utilising knowledge within an organisation. It is a cyclical process that continuously refines information, encourages a culture of learning and adaptation, and requires routine assessment, adjustment, and improvement [27]. Effective KM is a continuous process that evolves as knowledge changes and new information is generated. It involves various stages, such as knowledge creation, sharing, structuring, using, and auditing, and is a dynamic activity that must be integrated into the corporate culture. Therefore, KM accurately captures knowledge's perpetual and evolving nature [59].
KM requires a knowledge contract:
A knowledge contract is an agreement that outlines the expectations and responsibilities of knowledge management participants, ensuring a mutual understanding of the process. It is an essential component of effective knowledge management. The concept of a knowledge contract is emphasised in the context of successful knowledge management strategies and developing efficient and effective knowledge management solutions for government and commercial agencies. The existence of a knowledge contract is considered fundamental for the successful implementation of knowledge management within an organisation [33] [41] [60][61].
5. KNOWLEDGE MANAGEMENT SYSTEMS
An organisation's ability to manage and use knowledge efficiently depends on its knowledge management systems or KMS. Knowledge is gathered, stored, arranged, and distributed within an organisation using KMS tools and software. The creation of a knowledge-oriented culture, the assignment of specific responsibilities, the use of technology for knowledge capture and sharing, and the understanding that knowledge management is a political process requiring a knowledge contract are all crucial parts of their role in the knowledge management process. KMS helps organisations maintain information that is easily accessible and actionable for everyone, improving efficiency and productivity and facilitating better decision-making. KMSs are an integral component of KM, enabling organisations to manage, share, and utilise their knowledge resources [61]. The KMS architecture is shown in Fig 3.
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KMS is an IT system that includes content, search, guidance, and insight, and it is used to organise documentation, frequently asked questions, and other information into easily accessible resources. KMS can exist within organisations or teams and can also be used to centre a knowledge base for users or customers. The system stores and retrieves knowledge to improve understanding, collaboration, and process alignment.  The KMS is crucial to the success of businesses because it helps improve efficiency, productivity, and customer service. It includes various components such as content, search, guidance, insight, process, practices, people, and culture. Implementing a KMS involves capturing, organising, updating, and analysing knowledge to ensure it is easily accessible and beneficial for the organisation and its customers. Furthermore, KMS should be regularly updated and integrated with analytics to track its success and impact. Challenges such as obsolete technology and lack of employee buy-in are essential for successfully implementing a KMS [61].
5.1 Knowledge Management and its Components (KMC)
The components of the KM include People, Process, Content /IT and Strategy
People: People are the key to knowledge creation and sharing. They lead, support, and encourage knowledge sharing within the organisation. In addition to creating, gathering, and sharing information, people must mentor and advise their coworkers.
Processes: Well-defined processes are required to regulate and measure information flows. They are in a position to produce, gather, and share information and offer advice and experience to their colleagues.
Content/IT: Information content and IT resources are essential for connecting people to the proper knowledge. This entails producing, preserving, overseeing knowledge assets and offering platforms and tools for information access and exchange.
Strategy: A clear strategy is necessary for utilising KM to fulfil the organisation's goals and objectives. The strategy outlines how KM will be implemented, managed, and measured, ensuring it aligns with the organisation's objectives.
Green Knowledge Management:
Green Knowledge Management (GKM) is a framework that integrates environmental sustainability into knowledge management practices. The innovative idea of "green knowledge management" (GKM) aims to include environmental or green factors in every facet of knowledge management. The environmental issues have led to a considerable growth in the need for green expertise. Recently, there has been much discussion concerning ecological concerns [62]. Ecologists deserve praise for their tenacious efforts to educate the public about the loss of natural resources and the damage that comes to the environment from businesses throughout the world using resources too quickly [63].
Businesses have begun to focus more on sustainable development with the release of the Brundtland Commission report by the United Nations.  They are trying to integrate the knowledge about nature and society into new concepts and theories. Green knowledge is not solely about information about a natural condition; it has a broad spectrum of how we should react to that situation and consider following a more sustainable environmental, social, and economic development path [64].
It involves systematically creating, sharing, and applying green knowledge within organisations. GKM aims to promote sustainable practices, reduce the environmental impact of human activities, and enhance organisational green performance and innovation. The components of GKM include green job design, recruitment and selection, education and development, performance appraisal, compensation and reward, training, and sustainable practices. GKM is essential for organisations to enhance their green performance, achieve sustainable development, and capitalise on green innovation. GKM is gaining momentum, and there is a growing need to measure and integrate green or environmental aspects into all dimensions of knowledge management. The development and validation of scales for measuring GKM reflect the increasing importance of integrating environmental concerns into traditional knowledge management processes [65].
The businesses may analyse and gauge the effectiveness of their Green Knowledge Management (GKM) procedures by creating and assessing a GKM scale. With this scale, organizations may determine their adherence to GKM standards and pinpoint areas needing development [66]. Furthermore, companies can gauge how GKM affects environmental performance metrics like waste reduction and carbon footprint. In addition, they may monitor staff involvement and GKM activities, such as how many staff members attend green training sessions or how many green ideas they come up with [67]. Organisations may also evaluate how well GKM practices work by looking at how they affect performance and innovation, for example, how many green patents are submitted or how much money is saved by using green practices. Organisations can identify areas for development and maximise their GKM framework to meet their sustainability objectives by evaluating the efficacy of their GKM activities [68][69].
6. CONFLUENCE OF GHRMP AND KMC FOR SUSTAINABILITY: 
Integrating GHRM techniques with knowledge management has produced several advantages.
1. Improved cooperation and openness about environmental projects: We aim to foster collaboration on various ecological issues, from biodiversity conservation and sustainable resource management to environmental protection.
2. Enhanced staff knowledge exchange and access to best practices: Technology can help transfer knowledge within an organisation in various ways. First, a centralised knowledge management system makes information, documents, and best practices easily accessible and shared among staff members. Wikis, collaboration platforms, and intranets can all be used for this.
3. Making decisions based on data to maximise environmental initiatives: Analysing data gives environmental intelligence the information it needs to make sustainable decisions. Organisations may pinpoint areas for improvement and put plans in place to reduce their adverse environmental effects by examining data like energy use, emissions, and resource consumption.
4. Creation of a sustainable culture via involvement and ongoing education: Organisations might try to involve staff members in sustainability efforts by forming cross-functional teams devoted to eco-friendly projects. This can be accomplished by asking staff members for their ideas and providing a forum for them to share their knowledge.
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