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Abstract:
Nowadays companies are implementing EMS (Environmental Management System) a
strategic tool, to gain competitive advantage. This system provides better control of firm’s
environmental impacts. It includes commitment, policy, planning, implementation,
measurement and evaluation, review and improvement of HR systems that fit with
organization’s culture and long-term goals.
Marketing your organization and its policies not just as 'Employee friendly' but also as 'Eco
friendly' can bring in lots of high potential candidatures during recruitment. Survey data in
the United Kingdom shows that high-achieving graduates judge the environmental
performance and reputation of a company as a criterion for decision-making when applying
for jobs. Moreover, using technology for pre-screening, interviews, joining formalities, etc.
can save lots of paperwork, travelling and time ultimately reducing the carbon footprints for
both the employer and the job seekers. Induction for new recruits is seen to be needed to
ensure they understand and approach their corporate environmental culture in a serious way.
Therefore sustainable development issues must be integrated into the recruitment process.
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Introduction:
Using performance management (PM) in environmental management (EM) presents the
challenges of how to measure environmental performance standards across different units of
the firm, and gaining useful data on the environmental performance of managers. Some firms
have installed corporate wide environmental performance standards (which cover on-site use,
waste management, environmental audits, and the reduction of waste) to measure
environmental performance standards, and developing green information systems and audits
(to gain useful data on managerial environmental performance). HR systems such as e-HR
can be introduced to be able to help management and employees track their own carbon
emissions. It is suggested that if environmental criteria are integrated into the process of staff
appraisal (by writing such responsibilities into all staff action plans), then a learning culture
in EM can be encouraged. Also the managers can ask employees to bring specific green ideas
pertaining to their individual jobs to their performance evaluation meetings. These ideas can
be brainstormed together to include them into the objectives for the upcoming year. Attaining
these objectives would be the basis of performance evaluation.
Employee training and development programmes should include social and environmental
issues at all levels, from technical health and safety considerations on the shop floor, to
strategic sustainability issues at executive management and board level. They should cover
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the full range of social, environmental and economic risks and opportunities involved with
the business and the means to identify them. In this program, they should inform the
employees about the green procedures and policies including the vision / mission statement
of the company, the sustainability oriented benefits, company-wide initiatives like reducing
greenhouse gases, creating green products etc. Training is a key intervention to manage waste
(in terms of both prevention and reduction), and occurs through organizations training teams
of front-line employees to produce a waste analysis of their work areas. It is suggested that
green teams can be established in each department, producing general awareness and specific
training.
An important way in which employee involvement and participation can be encouraged
within the organization is to seek entrepreneurs within the company who are socially or
ecologically
oriented
known
as
eco-entrepreneurs.
They have the ability to organize existing financial, human and natural resources in a way
that adds value to the company’s products or services where it didn't exist previously. The
findings suggest that employees need to be involved in formulating environmental strategy,
so that they can create and expand the knowledge needed to market ―green products.‖
Organizations are encouraging employees to think of ideas to reduce carbon emissions and
save
energy.
There are two ways in which the workers can participate: a suggestion program and problem
solving circles wherein the specialist staffs is more involved in project initiation while line
level workers are more likely to participate in project implementation. Other ways in which
employees can be encouraged are to pursue green commuting habits like allowing flexible
work weeks, establishing a car-pool program, offering free or discounted free transportation
passes, adding car sharing as a employee benefit and setting up transportation savings
account.
In general terms, grievance and discipline in firms encourages internal environmental
breaches. The need to raise grievances is seen in high risk operations (for their safety record),
and in such cases disciplinary procedures are attached to environmental rules and duties
where noncompliance occurs. Indeed, expert legal opinion is that some firms may eventually
move to ensure that environmental obligations are secured by including clauses in staff
contracts to do so, i.e. that environmentally unfriendly behaviour may constitute a breach of
contract and therefore possible grounds for dismissal.
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A variable pay element can be added to the compensation system by linking the pay to ecoperformance. Work organizations can benefit from rewarding waste reduction practices
that teams develop. For example, when implementing a green suggestion a portion of the
savings that accrued from its results can be returned back to the team or the employee who
suggested the idea. Reward packages are related to acquiring designated skills and
competencies (and not just for performance), as they are seen to be important factors in
performance over the long-term. Disincentives include negative reinforcements like
suspensions, criticisms and warnings and may be needed to get employees to make
environmental improvements, e.g. if employees engage in lapses in the handling of hazardous
waste.
Organizations
may
wish
to
engage
in
giving
employees
positive rewards in terms of verbal feedback from supervisors, as such informal verbal and
written feedback which might help motivate employees towards environmental
improvements.
Improved employee morale, stronger public image, increased consumer/customer confidence,
employee loyalty and brand recognition, position as an employer of choice, increased
workforce productivity and employee retention are few of the many advantages and benefits
an organization can have by implementing and developing such Green HRM techniques.
3. Green initiatives for HR
Lado and Wilson (1994) defines HRM system as a set of distinct but interrelated activities,
functions, and process that aims to attract, develop, and maintain a firm’s human resource.
Organizations generally organize HR practices into systems that are consistent with their
culture and business strategy (Boselie et al., 2001).We can say that green initiatives included
in HRM manifesto is a part of corporate social responsibility in the long run. Today,
organizations are implementing and integrating green initiatives in their agenda with the help
of their human resource. Managers make sure that their HR is utilizing green human resource
practices in appropriate manner. As an addendum to the statement, several authors have
suggested that it is important to promote a great deal of technical and management skills
among all employees of the organization in order to implement an effective corporate green
management system in companies (Daily, Bishop, & Govindarajulu, 2009; Unnikrishnan &
Hegde, 2007).
Organizations across the world are incorporating and working toward implementing GHRM
practices to gain competitive advantages among the corporate world. Complete adoption and
integration of GHRM in business is not impossible but requires a changed approach toward
the existing HR practices on part of both the management as well as employees
simultaneously. A key role for HR environmental executives could be to guide line managers
in terms of gaining full staff co-operation toward implementing environmental policies which
means HR needs to nurture supporters and create networks of problem-solvers willing to act
to change the current status quo (Sathyapriya, Kanimozhi, & Adhilakshmi, 2014, p. 32).
There are numerous issues related to GHRM that is to be taken into account by HR
department before implementing green initiatives and, all of them can be not contained within
a single document. Owing to the space limit the following section of the paper briefly focus
upon some of the major green initiatives for HR departments.
3.1. Green building
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The organizations round the globe are considerably opting for green building as their
workplace and offices as an alternative to traditional offices. The phenomenon is quite trend
setting as Green buildings fulfill certain criterion for reducing the exploitation of natural
resources that are utilized in their construction. Furthermore, green buildings include some
enhanced features related to green practices such as energy efficiency, renewable energy, and
storm water management. Recent years have witnessed a great upsurge in adoption of green
buildings by organizations at a fast pace. The business world has become increasingly aware
of the significant role played by green buildings while dealing with environmental issues.
Green buildings also serve as a platform for financial savings for organizations as their
construction and engineering involve low cost. Business giants like Ford, Pepsico, etc. are
committed to sustainability and have included green building design principles into their
buildings. Fortune 1000 companies are adopting company-wide sustainability policies that
have increased the demand for work space in Green or sustainable buildings.

3.2. Paperless office
Most of the work in the office is managed on paper but, with introduction of IT, the
consumption of paper has been reduced. Today E-business and learning have changed the
methods and procedures at offices converting them into paperless offices. Paperless office is
a work place where the use of paper is either restricted or eliminated by converting important
official documents and other papers into automated workflows. The practice greatly reduce
the consumption of paper, the costs of paper-related actions including copying, printing, and
storing, and also save the time used for searching paper documents. Jamie Garratt started Idea
Rebel, a Vancouver-based digital agency in 2008, which is a complete paperless office
(Borzykowski, 2013). At Idea Rebel, pay stubs are emailed to employees and notes are taken
on tablet devices and whiteboards. Designers are allowed to bring in a pad of paper but they
have to take the pad to their home at the end of each day. Finally, we assert that by reducing
the use of paper, we can directly conserve natural resources, prevent pollution, and reduce
wastage of water and energy.
3.3. Conservation of energy
Conservation of energy in the office has the potential for a great environmental impact. In an
effort to provide more efficient and eco-friendly services, offices around the world have
implemented several energy conservation initiatives to reduce the environmental impact. The
HR department at the UK arm of Sky has started a campaign where the employees are asked
to turn off PCs, TVs, and lights when leaving, to use 100% renewable energy, and introduced
solar lighting (Davies & Smith, 2007), Whereas the HR department of other British
organizations is emphasizing upon their travel policy which promotes car sharing and the
increased use of public transport (Simms, 2007). In addition, HR systems such as e-HR are
seen to be able to help management and employees track their own carbon emissions
(Beechinor, 2007). Organizations are also promoting the extensive use of energy star-rated
light bulbs and fixtures which undoubtedly consumes at least two-thirds less energy than
regular ones.
3.4. Recycling and waste disposal
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Recycling is the methodology of processing used up materials (waste) into new and useful
products. Recycling reduces the use of raw materials that would have been otherwise used to
produce new products. Consequently, this practice saves energy and reduces the amount of
waste that is thrown into the dustbins, thereby making the environment cleaner and the air
fresher. As a part of their green initiatives, several organizations are implementing recycling
program to increase the amount of recycled products and decrease the amount of waste.
Ever since the organizations embraced the concept of saving money, focusing simultaneously
on the environment and sustainability, several human resource professionals were assigned
the task of creating company recycling programs and monitoring office thermostats. In the
process, many HR professionals ascertained that green initiatives were a necessary aspect of
overall corporate social responsibility. At present, the whole corporate world is reciting the
old mantra of three Rs—Reduce, Reuse, and Recycle to save the environment.
Types of CSR
There are four types of CSR according to its beneficiaries:
1. Environment-Focused Corporate Social Responsibility (CSR)
This type of CSR focuses on reducing detrimental effects of the corporation’s operations on
the environment. The corporation innovates in its manufacturing stage to reduce the
production of environment harming by-products. It also promotes the use of non-renewable
energy sources to prevent harm caused to the environment by burning of fossil fuels.
2. Community-Based Corporate Social Responsibility (CSR)
The corporation joins hands with other organizations (usually Non-Profit ones) to ensure the
welfare of a local community’s people. These organizations either fund or receive funding
from corporations to perform tasks that can improve the living conditions of the community’s
people.
3. Human Resource (HR)-Based Corporate Social Responsibility (CSR)
Corporations focus on the well-being of their own staff and improve their living conditions.
The companies may extend compassionate leaves like paternity leaves so that the employee
can look after his newborn. They can also provide medical insurance to their employees to
take care of accidents caused due to occupational hazards.
4. Charity Based Corporate Social Responsibility (CSR)
In a charity-based CSR, corporations donate to organizations or individuals (usually through
a charity partner) to improve their financial condition and for their general upliftment. This is
the most common form of a CSR activity. Most corporations provide direct financial support
to organizations or individuals who require such assistance.
Advantages Corporate Social Responsibility
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Now that we know what CSR means and what its forms are, we will read about CSR’s
advantages.


Improvement in the image of the Corporation

The most obvious advantage that a corporation can obtain by implementing CSR policies is
that of an increased goodwill value. This serves a dual purpose – Firstly, people will want to
buy the product that the corporation is selling because of its good and clean image. Secondly,
other enterprises will want to do business and be associated with the corporation. This
increases the corporation’s prestige to such a high level that its name may become
synonymous with reliability and goodness.
People always want to be associated with the best and the most popular, so in that respect, the
corporation rises in stature and becomes an important player in its market.


Increased Attraction and Retention of Employees

Companies having solid CSR commitments find it easier to recruit and retain employees.
People want to work for companies that care about the well-being of their employees and
provide good working conditions. Compassionate attitude towards employees is highly
desired by both new recruits and old employees alike. Appraisals, financial assistance in
times of need, and attention given to personal achievements and special days (like birthdays)
make employees want to remain with the company.
This is a huge advantage when there is a tight labor market situation. This will reduce the cost
of training new recruits and free up incentives for existing employees. Incentives induce
efficient work out from employees. In short, if the company’s workforce is happy, the
company gets more profits due to increased efficiency in production.


Regulatory Authorities become less hostile

A corporation with strong CSR programs will not be scrutinized by regulatory authorities as
much as companies without CSR programs. The authorities will be lenient in their regulation
because they feel that the company must be complying with all regulations as it is supported
by firms and people alike for its welfare work. A company with strong CSR programs will
always work within regulations to get benefits (other than profits) from these CSR programs.
The authorities will give fast-track preference to this company. It may also forego
cumbersome paperwork that is required to set up projects if it thinks that this project is going
to help the community to improve.


Attracts more Capital Inflow from Various Sources

A company’s image plays a huge role in attracting investors. If the company is engaged in
CSR programs, its image gets a massive boost, and so, people invest in its operations heavily.
This company will attract capital even from abroad in the form of FII, thus, helping the
country to get valuable foreign exchange. It will also attract investment from other firms and
industries, and it will become a name that can be trusted easily.
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Even the Government of the country may be willing to invest in the company, leading to
lesser regulation and red-tapism.


Generation of Clean and Renewable Energy from Environmental CSR

If the company has invested in an environmental CSR program, it will make sure that its
operations do not harm the environment in any way. Inventing machines and techniques to
reduce the harmful effects of its operational activities will give the community a clean
environment. It will also give the company a chance to explore the usage of renewable energy
for its operations.
This will reduce the cost of acquiring fossil fuels and can reduce the cost of production by a
one-time investment in renewable energy production.


Positive Publicity

A popular business principle is that any publicity is good publicity. You should be known to
the people to sell your product. A good CSR program will always give good publicity and
even act as an advertisement for the company.
It also sets the company apart from its competitors. They may be selling a similar product at
lower rates, but you are keeping the interests of your environment and community intact, and
so the people do not mind a little extra charge for this thoughtfulness.

Conclusion:
It is not a hidden fact that human resource is the most important asset of an organization that
plays an important role in managing the employees. At the moment, the recent increased
trend of corporate focus on greening the business, the modern HR managers have been
assigned with additional responsibility of incorporating the Green HR philosophy in
corporate mission statement along with HR policies. Changes in corporate perspectives
related to the environmental initiatives can be seen in written policy statements,
environmental job titles, marketing strategies, capital investments, auditing practices, new
product design and development, and production processes (Molina-Azorín, Claver-Cortés,
Pereira-Moliner, & Tarí, 2009; Sharfman & Fernando, 2008). Green process and policies are
now making their way through within the HR space complementing the existing green
practices and initiatives. Green HR efforts have resulted in increased efficiencies, cost
reduction, employee retention, and improved productivity, besides other tangible benefits.
Though the green movement and Green HR are still in the stages of infancy, growing
awareness within organizations of the significance of green issues have compelled them to
embrace environment-friendly HR practices with a specific focus on waste management,
recycling, reducing the carbon footprint, and using and producing green products. Clearly, a
majority of the employees feel strongly about the environment and, exhibit greater
commitment and job satisfaction toward an organization that is ever ready to go ―Green.‖ The
effects of GHRM practices are multifaceted and require constant monitoring to recognize
their potential impact on HRM issues. The Greening HRM involves specific HR’s policies
and practices aligned with the three sustainability pillars—environment, social, and economic
balance (Yusliza, Ramayah, & Othman, 2015, p. 1) The responsibility of the present
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generations, HR managers are to create awareness among the youngsters and among the
people working for the organization about the Green HRM, Green movement, utilization of
natural resources and helping the corporate to maintain proper environment, and retain the
natural resources for our future generation i.e. sustainable development(Mathapati, 2013, p.
2).
The future of Green HRM appears promising for all the stakeholders of HRM, be it the
employers, employees, practitioners, or academicians. We propose that GHRM has
substantial scope for research in management field but lacks behind in practice within
academic arena; hence, there is a need to bridge the gap between professional GHRM
practices and preaches in research and teaching environmental management. Pushing further,
we look forward to see more research on this topic in near future, which can highlight the role
of HRM activities in supporting green initiatives and to some extent even influencing
environmental management strategies. Studies that observe the overall impact of GHRM
systems rather than individual practices would be particularly helpful in this respect. Such
studies can help organizations to reduce degradation of the environment become healthier
both physically and financially and, make the world a cleaner and safer place to live. On the
concluding note, we would like to add that HR is the major role player in implementing
GHRM practices and policies. Apart from this, they have a crucial role to play in recruitment
of new employees who are more responsible toward green business practices thus, indirectly
saving the Earth. Last, but not the least, HR has significant opportunity to contribute to the
organization’s green movement and plays important role in enthusing, facilitating, and
motivating employees for taking up green practices for greener business.
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