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Abstract: Across the globe, we are moving to industrialization, that increases, business production, technology
and other business activities. This was not only increases human convenience, but also increases its standard of
living. But on the other side, it also increases ecological hazard that resulted ecological threats to human being.
So this is a time Peoples need to use Green practices to save the environment and most important resource of
the planet i.e. Human. Greening employees from top to bottom is not an easy task, but pro environmental plan
and implementing Green human resource management (GHRM) practices practically has produced a positive
result toward the Green environment. The paper focuses upon the GHRM, various Green Human Resource
Practices and explains the role of green human resource process in going green. Finally, the paper suggests
some social implication of Green human resource practices for green organization.
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l. Introduction

Due to growing global environmental concern and Development of international environmental
standards. There is a need for companies to adopt formal environmental practices (Daily and Huang, 2001). By
taking the base of green concept various literatures on Green Marketing (Peattie, 1992), Green accounting
(Bebbington,2001; Owen, 1992), Green Reatiling (Kee-hung, Cheng, and Tang, 2010), and Green management
in general (McDonagh and Prothero, 1997) have fertilize the area of management. There is a need of integration
of environmental management into Human Resource (HR) called Green HR (Dutta, 2012; Margaretha and
Saragih, 2013).

Numerous researchers have their contribution to support and raise the awareness of Green HRM.
(Muster and Schrader, 2011), (Beron and Gomez- Mejia, 2009), (Brio, Farnendiz and junquera, 2007),
(Farnendiz, junquera and Ordiz, 2003), (Govindarajulu and Daily, 2004), (Jabbour and santosh, 2008), (Jabbour,
santosh and Nagano, 2010), (Madsen and John P. Ulhoi,2001), (Massoud, daily and Bishop, 2008), (Ramus,
2001, 2002 ), (Renwick, 2008), (Stringer, 2009), (Wehrmeyer, 1999), (Beauregard and Henry, 2009).

These researchers give importance to adoption of environmental practices as a crucial purpose of
organizational functioning to make it significant with the strength of HRM practices (Jackson et al., 2011; Daily
and Hung, 2001; Sarkaris et al., 2010). Lee, (2009) specify ,,green management™ as the exercise whereby
companies develop an environmental management strategy to manage the environment. So there is a need of
proactive environmental management (Gonzalez-Benito and Gonzalez-Benito, 2006). But this can be possible
with employee involvement, Participation and involvement of employee is critically important for success of the
Green HRM concept, There is a need of implementing Green HRM Practices in our daily life working as well as
private (Brio, Fernandez and Junquera, 2007; Fernandezz, Junquera and Ordiz, 2003; Ramus, 2001, 2002;
Renwick, 2008). Rashid, Wahid and Saad (2006) have archived that employees™ participation in environmental
management systems has a positive effect on the character or environmentally responsible attitudes and
behavior in employees™ private life.

Il.  Literature Review

Ongoing research and introduction confirms that the need of integration between Environment
management and Human Resources Management. Need to implement such practices that directly or indirectly
related to the environment, Human resource and Human Work-Life. Studying the relation between HRM and
environmental, researchers draw the results that HRM imparts to intensify or further improve the quality, value
of environmental performances (e.g. Jackson et al., 2012; Renwick et al., 2013). Emphatically, different Green
HRM practices can develop willingness, inspiration and commitment to employees to contribute their efforts,
ideas to the greening of their organization.

2.1. Green

The Green has different meanings for a different person, but for an environmentalist or nature - lover A
green™ as an area or land that surrounded with grass, herbs, plants, trees, fresh air and natural resources but
somehow, it means something relevant to nature or natural environment.
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There is a growing awareness within organizations of the significance of “green” issues. A Green
Workplace is environmentally sensitive, resource efficient and socially responsible (Sathyapriya et al., 2014). In
order to achieve environmental sustainability goals, most firms can use suitable human resources management
(HRM) practices to stimulate their employees (Paille et al., 2013).

2.2 Go Green

Going green means Conservation of earth natural resources as well as supporting the
“Preservation of your personal resources” i.e. your family, Friends, lifestyle, communities. So that we called
Green HRM is the Conservation of Human resource their work life and Family life.

It means implementing determined lifestyle changes that will help individual to live in an eco-friendly
way. For this every individual should be a more aware about the environment and changing their behavior,
attitude and lifestyle to minimize the practices or activities that cause the degradation of the environment. Any
action that you take by keeping the sustainability of the resources it contributes a positive impact on the
environment. Every small change by every individual in their lifestyle makes a Green work-life and green
environment for us and for future generations.

2.3 Green HRM

Green HRM incorporate environment-friendly HR commencement and practices for sustainable use of
resources that resulting in more efficiencies, Less wastage, Improved Job Related Attitude, Improved
Work/Private life, lower costs, Improved employee performance and retention which help organization to
reduce employee carbon footprints by the mean of Green HRM practices i.e. Flexible work scheduled,
electronic filing, car-sharing, job-sharing, teleconferencing, virtual interviews, recycling, telecommuting, online
training, energy efficient office space etc (Margaretha and Saragih, 2013). Marhatta and Adhikari (2013) and
Zoogah, (2011) refer its use of HRM policies and Practices for sustainable use of resources within business
organizations and generally promotes the cause of environmentalism. Opatha and Arulrajah (2014) refers that
Green HRM is the use of policies, practices, and systems in the organization that make green employees for the
benefit of the individual, team, society, natural environment, and the organization. Different researchers
describe Green HRM in different ways, but somehow their intentions are same for sustainability of Human
resources and their environment.

The HR function has been renowned as the motorist of organizations green culture by place or arrange
its practices and policies with the goal of sustainability (Mandip, 2012; Cherian and Jacob, 2012). Callenbach et
al. (1993) has Intricate that in order to switch green management, employees must be arising from some external
creative impulse, give the authority or power to do something. Literature surveys have underlined the
relationship of HR practices and organizational consequences such as productivity, flexibility and financial
performance (e.g. Ichniowski et al., 1997; Mendelson and Pillai, 1999; Collins and Clark, 2003), Yet Laursen
and Foss (2003) have disclosed that not much special importance or prominence has been given on relating
these outcomes to revolution performance and environmental management initiatives (Renwick et al., 2008).

Fayyazia et al. (2015) said that there is a requirement for the amalgamation of environmental
management in Human Resource Management (HRM) because it is essentially or very important rather than just
desirable. Successful environmental management in an organization needs special efforts of human resource
management (Rothenberg, 2003). Similarly Jabbour and Santos (2008) also stated that effective environmental
performance results need human resource practices that support the whole execution and preservation of
environmental management systems in the organisations. Organizations which are able to line up HRM
practices with objectives of environmental management can be accomplished a desired aim or result in corporate
environmental management expedition (Jabbour, 2011). A study carried out by Harvey et al. (2012) concluded
that HRM plays prime role in execution of green practices and indicates the contribution of HRM to the green
performance. Green performance can be depends upon employee involvement and implementation of Green
practices in both life domain and it result the green outcome, Green outcome have a result of Green innovations:
new environmental initiatives, new techniques for efficient use of resources, solutions for waste reduction,
pollution reduction, etc. (Callenbach et al., 1993; Ramus and Steger, 2000; Ramus, 2001; Ramus, 2002;

Govindarajulu and Daily, 2004), Green outcomes: number of hours of working with natural light or
minimum number of electricity bulbs, amount of depletion of electricity expenditure, amount of depletion of
existing level of resources wastage, and level of procurement of clearly defined or identified environmental
performance targets (Russo and Fouts, 1997; Berry and Rondinelli, 1998; Kitazawa and Sarkis, 2000; King and
Lenox, 2001; Melnyk et al., 2003; Rothenberg, 2003; Daily et al., 2009). So to meet great environmental
challenges, more concentration needs to be given on innovation as a way to develop and realize sustainable
solutions (Machiba, 2010) and for these there is a need of green team who are responsible for generating new
green innovation and practices. Their contribution to the environmental management programmed, in supporting
the appearance, inspiration and maturation of these green innovations and practices. The use of green teams is
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now adopted by so many organizations, but the interlink between environmental teams and the management of
change is often overlooked" (Colin Beard Stephen Rees, 2000). All of these practices followed in the
organization create the organization as Green Building. Green buildings comprise various intensified
characteristics associated with green practices such as energy efficiency, recycling, renewable energy, and storm
water management, waste management.

Recent years the organizations have become gradually more aware of the crucial role played by green
buildings while transaction with environmental issues. Green buildings certified companies like Tata, ITC,
LandT, Wipro, Essar oil, etc. are committed to sustainability and have contained green building design
principles into their buildings. The concept of green building has a various impact on individual and
organization outcomes, Huang, Shih-Ming (2009) had studied the effects of green-certified buildings on human
resource outcomes. This observational study uses survey data to compare self-reported health symptoms (HS)
and satisfaction with indoor environmental quality (IEQS) for two intact groups of male employees working for
the same public sector employer in Taiwan: one group works in certified green building and the other works in
two non-green buildings. Study results that participants in the green building had higher indoor environmental
quality (IEQS) and health symptoms (HS) than those in the non-green buildings. But still implementing these
practices is not an easy task, there are certain obstacles comes in the way of the implementation process from
Green HRM, Fayyazia et al. (2015) have shown the obstacles that create the problem in implementing a Green
HRM and it comes out through studies that the lack of a comprehensive plan to implement Green HRM and not
having one obvious meaning of green value were in the highest level that become obstacles in a way of
implementing a Green HRM and Green HRM practices and they were considered as the most important barriers.

Now the concept of environmental sustainability is promoting increased concern among corporate,
governments/semi-government and consumers. Which attempt to find or light up the contribution of HRM
activities in reinforcing and feasibly even driving environmental management initiatives. Such a research
commitment will help organizations to reduce the environmental degradation activities and procure the benefits
of environmental conservation and further contributing to the welfare of all organizational stakeholders in the
future. (Jackson, Susan E. and Renwick, Douglas W. S. and Jabbour, Charbel J. C. and Muller-Camen, Michael,
2011).

2.4 Green Practices

Renwick, Redman, and Maguire™s (2008) introduce a comprehensive compartmentalization of Green
HRM practices that can be clearly understood, starting at the point of an employee*s organizational entry and
proceed until the point of the employee™s exit. To be ecological, economical and practical at the same time is
possible through by adopting Green Practices. Here are some environmentally-friendly solutions to stay Green.

1. Green Printing

2. Green Manufacturing and Disposal of Staff ID card

3. Job sharing (sharing a full-time job between two employees)

4. Teleconferencing and virtual interviews

5. Recycling

6. Telecommuting

7. Online Training

8. Reduce employee carbon footprints by the likes of electronic filling, Green HR involves reducing carbon
footprint via less printing of paper, video conferencing and interviews etc.
9. Energy efficient office spaces

10. Green Payroll

11. Car Pooling

12. Public Transport

13. Company Transport

14. Flexi-Work

15. e-filing

I1l.  Green HRM function and process

Human resource department plays very crucial role in translating green policy into practice (Renwick,
2008) and the creation of sustainable culture within the company (Harmon et al., 2010), therefore such green
practices help in fulfillment of green objectives throughout the HRM process from recruitment to exist (Dutta,
2012).

Cherian and Jacob (2012) identified in their study that there are certain factors which contribute
specific role in employee implementation of green principles these factors are recruitment, training, motivation
and green pay/rewards in order to make sure that the organization get right employee green input and right
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employee green performance of job.

In this part of the paper, we briefly describe the green HRM process i.e. Green recruitment,
performance management and appraisal, training and development, employee relation, pay and reward and
employee exit

3.1 Green recruitment

Green recruitment is process of recruiting new talent who are aware of sustainable process,
environmental system and familiar with words of conservation and sustainable environment. Green recruitment
make it sure that new talent are familiar with the green practices and environmental system that will support the
effective environmental management within the organization (Wehrmeyer, 1996) because In the race of
attracting most creative and innovative employees, companies increase their recruiting potential, hiring quality
staff is the very crucial challenge in the war of talent (Renwick et al., 2013) and even companies are also know
the fact that being a employer is an effective way to attract new talent (Phillips, 2007: Stringer, 2009).

There are number of companies who adopted green recruitment process, Google is a very good
example of a company who adopted green recruitment few other companies are Timberland, and yes.

Green Recruitment has not any particular definition, but somehow it means recruitment without the use
of paper that minimizes the environmental impact. To complete the paper free recruitment process digital
method like online application form, online interviews or telephonic interviews are conducted to decrease the
waste of paper, fuel consumption related to interview travel. This practices diminishing the rate of
environmental degradation.

Recruitment practices can help to improve environmental management systems by ensuring that
environmental culture and values are very well clear to the new recruits. Surveys show that job applicants are
very conscious about the organization's environmental management practices and their decision for employment
depends on it (Wehrmeyer, 1996 and Stringer, 2009).

3.2 Green performance management

Performance management is an ongoing process of communication between supervisor and an
employee that occur throughout the year, in support of accomplishing the strategic objectives of the
organization. Green performance management includes the issues related to policies of the organization and
environmental responsibilities. Integration of environmental management into performance management system
improve the quality and value of environmental performances (e.g. Jackson et al., 2012; Renwick et al., 2013). It
act as safeguard to protect environmental management against any damage (Epstein and Roy, 1997).

Green performance management plays very important role in the effectiveness of green management
work over passage of time because they guide employee performance to the environmental performances need
by the organization (Jabbour and Santos, 2008). Mandip (2012) identified in their study that effective way of
successful implementation of Green performance management is the linkage between performance management
and green job description.

3.3 Green training and development

To sustain in the race market it is very necessary to each and every organization to change themselves
with the change in the scenario and it is more important for every organization to resist that change and that
resistance to change will be done by training and development. Training and development is a practice that
directing a great deal of attention on development of employee skills and knowledge that relate to specific useful
competencies, environmental training also prevent decline of environmental management skill, knowledge and
attitudes (Zoogah 2011).

Green training and development train employee working methods that reduces waste, proper utilization
of resources, conservation of energy and reduces the causes of environmental degradation, it provide
opportunity to engage employess in environmental problem solving (Zoogah 2011). Perron et al., (2006) has
done study by taking multiple case study approach and it identified the role of Green training and development
train in promoting business value.

Similarly Daily et al., (2007) was conducted survey among 437 employees and the result of the survey
shows that the formation of effective green management system was directly dependent on environmental
training.

Numbers of companies are providing environment training to their employees The Land Rover Group
is one the example that company. The Land Rover Group provides environment training to their employees
according to their job. They take regular briefings and circulate newsletters to communicate with their staff
about environmental issues. They displayed Environmental sustainable development policy, key objectives and
environmental practice boards at all sites. They encourage employees to come up with new ideas that reduce the
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cause of environmental degradation.

3.4 Green compensation and reward

Green Compensation and reward is another potentially powerful tool for supporting environmental
management activities this may help to make effort for the attainment of environmental goals (Milliman and
Clair, 1996). Ramus (2002) examined through his research that rewards motivated the environmental behavior
and attitude of employee.

Green Compensation and reward can be given in many forms such as

Tailor packages to reward green skills acquisition
Use of monetary-based EM rewards (bonuses, cash, premiums)
Use of non-monetary based EM rewards (sabbaticals, leave, gifts)
Use of recognition-based EM rewards (awards, dinners, publicity, external roles, daily praise)
Develop negative reinforcements in EM (criticism, warnings, suspensions for lapses)
Develop positive rewards in EM (feedback)
Link participation in Green initiatives to promotion/career gains (managers advance through
supporting staff in EM)

NogaprwdE

Compensation and reward are the major elements of HRM process, this element is the most important
for maintaining employee interest to that of the organization. The reward polices are focused on attracting,
retaining and motivating the employee which lead to the achievement of organizational goal (Teixeira et al.,
2013) and improve the organizational commitment (Daily and Hang, 2001). Taylor et al., (1992) has done study
in which he takes 16 companies from 5 different countries and examined that the companies offer green rewards
to their employees for their performance were more inclined to follow the green practices. Similarly study by
Forman and Jorgensen (2001) identified that the employee commitment were increased toward the environment
management program when they were offered compensation to take environmental responsibilities. Dow
chemical is a very good example of reward and compensation; employees were motivated and given rewards
when they came up with innovative waste reduction idea.

3.5 Employee participation in green HR practices

Every company is a mixture of employees with different characteristics, interests, Perspectives and due
to this they follow the different practices in their everyday life, which have different effects on the environment
(Reusswig, 1994; Soderholm, 2010). Some followed the practices that cause the degradation of environment and
some followed the environmentally friendly practices in both the life sphere. It is to be recognized that
employees who are energetic, vigorously involved in environmental management fundamental may play a
crucial role in arriving at more desirable or effective environmental stratagies to be implemented. Employees
may feel the authority or power to adopt specific environmental management fundamental as a resulted of
promoting human resource policies which present more desirable or satisfactory opportunities for enhancement
related to depletion of waste (Cherian and Jacob, 2012).

Employee participation in Green initiatives strengthens the possibility of effective green management.
Employee participation in Green HRM practices has result a improving Environmental management systems
within the work place such as effective and efficient usage of resource (Florida and Davison, 2001); depletion of
wastage (May and Flannery, 1995) and minimize the presence of pollutants which has harmful or poisonous
effects from workplaces (Kitazawa and Sarkis, 2000) without the effective participation of employee the
policies and practice are not implemented successfully, so employee participation is very necessary to every
organization for effective implementation policies and practice, for this employee new innovative green idea,
Green awareness steps, eco-friendly ideas should be welcomed that will inspire their interest in environmental
issues and make best use of their practices and it will encourage or increase willingness of employees and their
families to take participation and involvement in local environmental project (Wehrmeyer, 1996). This means
the green outcomes done successfully with effort, skill, or courage and its procurement will largely depend on
employees™ willingness to collaborate (Collier and Esteban, 2007).

Employee participation is crucially influenced by identifying value, awareness and actual reap
recognized by the consumers (Sandra Rothenberg, 2003; T. Ramayah Elham Rahbar, 2013). Forman, M and
Jorgensen, MS, (2001) deals with framing the participation of employees in environmental work within the
organization. The cases contribute to the recognition of those situations during the shaping of environmental
work in an organization where alternative concerning employee participation are made: (1) The requirement of
management to take individual in the environmental work; (2) The proficiency building among individual and
(3) The stabilization of the environmental work into practice and structures.
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IV.  Conclusion

The aim of this paper is to provide a knowledge how Green HRM can help or affects the employee and
their organization practices and behavior against environment. Employees learn so many things either from
work life and private life and due to these learning individual behavior varies toward environment. This is only
possible by the effective implementation of green HRM within the organization. It makes intuitive sense that
offering Green HRM practices would attract individuals to an organization and by implementing these practices
would result in improving employee attitudes and behaviors within the organization. Future research needs to
provide empirical evidence while the Green HRM deliver the positive outcomes.

Human resource play very important role in managing employee from entry to exit. Now the corporate
are focusing on greening the business, so the Human resource department have the additional responsibility of
go green along with HR policies.

The green human resource management has the responsibility to create green awareness among the
new talent and the existing employee working for the organization, encourage their employees for helping the
organization to reduce the causes of environmental degradation through green movement, green programs and
practices, retain the resources for future generation. Green HRM can develop willingness, inspiration and
commitment to employees to contribute their efforts, ideas to the greening of their organization. The green
HRM efforts results in increased efficiencies, sustainable use of resources, Less wastage, Improved Job Related
Attitude, Improved Work/Private life, lower costs, Improved employee performance and retention which help
organization to reduce employee carbon footprints by the mean of Green HRM.

V.  Social Implication

Previous researches have shown a constructive relationship between environment, HRM and firm.
There are a number of reasons for companies to adopt Green HRM practices within the organization that will
not only benefit for the organization but also give advantages to the most important asset or part of any
organization that can never be ignored i.e. employees.

Green HRM practices, improved employee morale and this may help to save Environment and that will
be beneficial for both the company and the employee.

Some of the benefits that an employee and organization can attain by implementing green HRM in the
organization include:

Improvement rate of retention in employee- Organizations that are not aware about green concept, green
practices and policies may lose their talented or innovative employees to companies that have implemented
Green Practices or make their image as an eco-friendly company and offer socially responsible incentives. Some
of the incentives include giving subsidies for buying hybrid cars, on solar power system. Among the benefits of
this approach is improved employee commitment toward company and job retention.

Improved public image- By using environmentally friendly practices and product, implementing the Green
concept, Most of the persons are much aware about eco-friendly practices and they attract toward organization
adopting green management practices better as compared to organization that are causing harm to the
environment.

Improvement in attracting better employees- In the race of attracting most creative and innovative
employees, companies increase their recruiting potential and they are trying to attract the talented employee by
providing environmentally friendly practices like GE are painting themselves in green.

Improvement in productivity- Green HRM practices specifically focus on practices for sustainable use of
resources that resulting in more efficiencies, less wastage, Improved Job Related Attitude, Improved
Work/Private life, lower costs, improved employee performance. So it improved employee commitment and job
satisfaction toward an organization that improved the productivity of both.

Improvement in sustainable use of resources- By increasing the awareness among the individuals working in
the organization about the Green HRM concept, Green practices, proper utilization of natural resources and
retain the natural resources for our future generation.

Reduction of practices that cause the degradation of the environment- By implementing Green HRM
practices in both the life domain, avoiding misuse of resources.

Reduced Utility Costs- By using technologies those are energy efficient and less wasteful. Using Energy Star-
rated CFL bulbs, energy-efficient windows and doors decreases heating and cooling costs, water conservation
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system, low-flow toilet and reduce landscaping watering to reduce your water usage.

Save Environmental Impact- By Recycling and using long-lasting/Green products reduces the amount of
energy needed to produce replacement products.

Rebates and Tax Benefits — Central Government and State government give subsidy and offer tax incentives
and rebates.

Increased Business Opportunities-organizations/agencies, Commercial businesses organizations to do-all
those meet specific green Some government/semi-government and non-profit institutions only approach those

standards.

References

[1]. Antoni, C., & Bauer, C. (2005). Umweltmanagementsy systems and corporate environmental behavior more Up Appearances.
Journal of Occupational and Organizational Psychology, 49, 57-68.

[2]. Bebbington, J. (2001). Sustainable development: A review of the international development, business and accounting literature.
Accounting Forum, 25, 128-157.

[3] Berry, M. A., & Rondinelli, A. (1998). Proactive corporate environmental management: A new industrial revolution. Academy of
Management Executive, 12, 38-50.

[4]. Brio, J. A., Fernandez, E., & Junquera, B. (2007). Management and employee involvement in achieving an environmental action
based competitive advantage: an empirical study. International Journal of Human Resource Management; 18, 491-522.

[5]- Burns, N., & Grove, S. K. (2003). Understanding nursing research. 3rd Ed. Philadelphia, W.B. Saunders Elsevier Company. 512.

[6]. Calderon, Jose F,. & Expectacion, C. Gonzales (1993). Methods of Research and Thesis Writing. Manila: National Book Store.

[7]. Callenbach, E., Capra, F., Goldman, L., Lutz, R. & Marburg, S. (1993). Eco-Management: The EImwood Guide to Ecological
Auditing and Sustainable Business, Berrett-Koehler, San Francisco, CA.

[8]. Cherian, J., & Jacob, J. (2012). A study of Green HR practices and its effective implementation in the organization: A review.
International Journal of Business and Management, 7, 25-33.

[9]. Beard, C., & Rees, S. (2000). Green teams and the management of environmental change in a UK county council. Environmental
Management and Health, 11 (1), 27 — 38.

[10].  Collier, J., & Esteban, R. (2007). Corporate social responsibility and employee commitment.

[11].  Business Ethics: A European Review, 16, 19-33.

[12]. Collins, J., & Clark, K. D. (2003). Strategic human resource practices, top management team social networks, and firm
performance: the role of human resource in creating organizational competitive advantage. Academy of Management Journal, 46,
740-51.

[13]. Daily, B. F., & Huang, S. (2001). Achieving sustainability through attention to human resource factors in environmental
management. International Journal of Operations & Production Management, 21, 1539-1552.

[14].  Daily, B. F., Bishop, J., & Steiner, R. (2007). The mediating role of EMS teamwork as it pertains to HR factors and perceived
environmental performance. Journal of Applied Business Research, 23, 95-109

[15]. Daily, B. F., Bishop, J. W., & Govindarajulu, N. (2009). Conceptual model for organizational citizenship behavior directed toward
the environment. Business & Society, 48, 243-256.

[16]. Dutta, S. (2012). Greening people: A strategic dimension. ZENITH: International Journal of Business Economics & Management
Research, 2, 143-148.

[17]. Duxbury, L., & Higgins, C. (2001). The national work-life conflict study: report one. Health Canada, available at:
www.phacaspc.gc.ca/publicat/work-travail/report2/index.html.

[18]. Edwards, R. J., & Rothbard, P. N. (2000). Mechanisms linking work and family: Clarifying the relationship between work and
family constructs. Academy of Management. The Academy of Management Review, 25 (1), 178-199.

[19]. Epstein, M., & Roy, M. (1997). Using ISO 14000 for improved organizational learning and environmental management.
Environmental Quality Management, 7, 21-30.

[20].  Fayyazia, M., Shahbazmoradib, S., Afsharc, Z., & Shahbazmoradic, M.R. (2015). Investigating the barriers of the green human
resource management implementation in oil industry, Management Science Letters, 5, 101-108.

[21].  Fernandez, E., Junquera, B., & Ordiz, M. (2003). Organizational culture and human resources in the environmental issue: A review
of the literature. The International Journal of Human Resource Management, 14, 634—656.

[22].  Fitzgerald, G. B. (2011). The Role of Greening Businesses as Drivers of Employees™ Changes towards Pro-environmental
Practices. 1-30.

[23]. Florida, R., & Davison, D. (2001). Gaining from Green Management: Environmental management systems inside and outside the
factory. California Management Review, 43, 64— 84.

[24].  Gonzalez-Benito, J., & Gonzélez-Benito, O. (2006). A review of determinant factors of environmental proactivity. Business
Strategy and the Environment, 15, 87-102.

[25].  Govindarajulu, N., & Daily, B. F. (2004). Motivating employees for environmental improvement. Industrial Management & Data
Systems, 104, 364 — 372.

[26].  Greenhaus, J. H., & Beutell N. J. (1985). Sources of Conflict between Work and Family Roles. The Academy of Management
Review 10 (1), 76-88.

[27].  Greenhaus, J. H., Karen M. Collins, K. M., & Shaw, J. D. (2003). The relation between work—family balance and quality of life.
Journal of Vocational Behavior 63, 510-531.

[28].  Harmon, J., Fairfield, K. D., & Wirtenberg, J. (2010). Missing an opportunity: HR leadership and sustainability. People & Strategy,
33,16-21.

[29]. Harvey, G., Williams, K., & Probert, J. (2012). Greening the airline pilot: HRM and the green performance of airlines in the UK.
The International Journal of Human Resource Management, 23, 1-15.

[30]. Huang & Shih-Ming (Brandon), (2009). Perceived health and indoor environmental quality in green-certified and non-green
buildings in a public organization in Taiwan, 167. http://search.proguest.com/docview/305143909?accountid=171602

[31].  Ichniowski, C., Shaw, K. & Prennushi, G. (1997). The effects of human resource management practices on productivity: a study of

DOI: 10.9790/487X-171214553 www.iosrjournals.org 51 | Page



Green HRM — A way to greening the environment

[32].

[33].

[34].

[35].

[36].

[37].

[38].
[39].

[40].

[41].
[42].

[43].
[44].
[45].
[46].
[47].
[48].
[49].
[50].
[51].
[52].
[53].
[54].

[55].
[56].

[57].
[58].
[59].
[60].
[61].
[62].
[63].
[64].

[65].

[66].

[67].
[68].
[69].

[70].

steel finishing lines. American Economics Review, 87, 291-313.

Jabbour, C. J. C., & Santos, A. C. F. (2008). Relationships between human resource dimensions and environmental management in
companies: proposal of a model. Journal of Cleaner Production, 16, 51-58.

Jabbour, C. J. C.,, Santos, F. C. A, & Nagano, M. S. (2010). Contributions of HRM throughout the stages of environmental
management: Methodological triangulation applied to companies in Brazil. The International Journal of Human Resource
Management, 21, 1049— 1089.

Jabbour, C. J. C. (2011). How green are HRM practices, organizational culture, learning and teamwork? A Brazilian study.
Industrial and Commercial Training, 43, 98-105.

Jabbour, C. J., Jabbour, L. S., Govindan, K., Teixeira, A. A., & Freitas, W. R. (2013). Environmental management and operational
performance in automotive companies in Brazil: The role of human resource management and lean manufacturing. Journal of
Cleaner Production, 47, 129-140.

Jackson, S., Renwick, D., Jabbour, C. J. C., & Muller-Camen, M. (2011). State-of-the-Art and Future Directions for Green Human
Resource Management Zeitschrift fir Personal for schung. German Journal of Research in Human Resource Management, 25, 99-
116.

Kanter, R. M. (1977). Work and family in the United States: A critical review and agenda for research and policy. Social Science
Frontiers. New York: Russell Sage Foundation, 2, 77-114.

Kee-hung, L., Cheng, T., & Tang, A. (2010). Green retailing: Factors for success™. California Management Review, 52, 6-31.

King, A. A., & Lenox, M. J. (2001). Lean and green? An empirical examination of the relationship between lean production and
environmental performance. Production and Operations Management, 10, 244-256.

Kitazawa, S., & Sarkis, J. (2000). The relationship between 1SO 14001 and continuous source reduction programs. International
Journal of Operations and Production Management, 20, 225-248.

Lambert, S. J. (1990). Processes linking work and family: A critical review and research agenda. Human Relations, 43, 239-257.
Laursen, K. & Foss, N. J. (2003). New human resource management practices, complementarities, and the impact on innovation
performance. Cambridge Journal of Economics, 27, 243-63.

Madsden, H. & Ulhoi, J. P. (2001). Greening of human resources: environmental awareness and training interests within the
workforce. Industrial Management and Data Systems, 101, 57-63.

Machiba & Tomoo. (2010). Eco-innovation for enabling resource efficiency and green growth: development of an analytical
framework and preliminary analysis of industry and policy practices. International Economics and Economic Policy, 7, 357-370.
Mandip, G. (2012). Green HRM: People management commitment to environmental sustainability. Research Journal of Recent
Sciences, 1, 244-252.

Marhatta, S., & Adhikari, S. (2013). Green HRM and sustainability. International eJournal of Ongoing Research in Management &
IT. www.asmgroup.edu.in/incon/publication/incon13-hr-006pdf

Massoud, J. A., Daily, B. F., & Bishop, J. W. (2008). Reward for environmental performance: Using the Scanlon Plan as catalyst to
green organisations. International Journal of Environment, Workplace and Employment, 4, 15-31.

May, D. R., & Flannery, B. L. (1995). Cutting waste with employee involvement teams.

Business Horizons, 38, 28-38.

McDonagh, P., & Prothero, A. (1997). Green management: A reader. London: Dryden Press.

Mendelson, H. & Pillai, R. R. (1999). Information age organizations, dynamics, and performance. Journal of Economic Behavior
and Organization, 38 (1), 253-81.

Milliman, J., & Clair, J. (1996). Best environmental HRM practices in the U.S. In Wehrmeyer, W. (ed.), Greening People: Human
Resources and Environmental Management, Sheffield: Greenleaf Publishing, 49-73.

Muster, V., & Schrader, U. (2011). Green work-life balance: A new perspective for Green HRM. Zeitschrift Fur Personalforschung,
25, 140-156.

Opatha, H. H., & Arulrajah, A. A. (2014). Green Human Resource Management: Simplified general reflections. International
Business Research, 7, 101-112.

Owen, D. (1992). Green reporting: Accountancy and the challenge of the nineties. London: Chapman Hall, 3-33.

Paille, P., Chen, Y., Boiral, O., & Jin, J. (2013). The impact of human resource management on environmental performance: An
employee-level study. Journal of Business Ethics, 10, 1-16.

Peattie, K. (1992). Green Marketing. London: Pitman.

Perron, G.M., Cote, R.P., & Duffy, J.F. (2006). Improving environmental awareness training in business.

Phillips, L. (2007). Go green to gain the edge over rivals. People Management, 13, 9.

Ramus, C. A. (2001). Organisational support for employees: Encouraging creative ideas for environmental sustainability. California
Management Review, 43, 85-105.

Ramus, C. A. (2002). Encouraging innovative environmental actions: What companies and managers must do. Journal of World
Business, 37, 151-164.

Ramus, C. A. & Steger, U. (2000). The roles of supervisory support behaviours and environmental policy in employee “eco-
initiatives™ at leading-edge European companies. Academy of Management Journal, 41, 605-26.

Rashid, N. R. N. A., Wahid, N. A., & Saad, N. M. (2006). Employees Involvement in EMS, 1SO 14001 and its Spillover Effects in
Consumer Environmentally Responsible Behaviour. International Conference on Environment Proceedings.

Renwick, D. E., Redman, T. & Maguire, S. (2013). Green human resource management: a review and research agenda. International
Journal of Management Reviews, 15 (1), 1-14.

Renwick, D., Redman, T. & Magquire, S. (2008). Green HRM: A Review, Process Model, and Research Agenda, Discussion Paper
Series, University of Sheffield Management School, The University of Sheffield.
http://www.sheffield.ac.uk/content/1/c6/08/70/89/2008-01.pdf.

Reusswig, F. (1994). Lebensstile und Okologie. Gesellschaftliche Pluralisierung und alltagsokologische Entwicklung unter
besonderer Berlicksichtigung des Energiebereichs. [Lifestyles and Ecology. Social pluralism in consideration of the field of energy]
Frankfurt a.M.: IKO.

Rothbard, N. P., Phillips, K. W., & Dumas, T. L. (2005). Managing multiple roles: Work-family policies and individuals* desires
for segmentation. Organization Science, 16, 243-258.

Rothenberg, S. (2003). Knowledge content and worker participation in environmental management at NUMMI. Journal of
Management Studies, 40, 1783-1802.

Russo, M. V., & Fouts, P. A. (1997). A resource based perspective on corporate environmental performance and profitability.
Academy of Management Journal, 40, 534— 559.

Sandra Rothenberg. (2003). Knowledge Content and Worker Participation in Environmental Management at NUMMI. Journal of

DOI: 10.9790/487X-171214553 www.iosrjournals.org 52 | Page



Green HRM — A way to greening the environment

[71].
[72l.

[73].
[74].

[75).
[76).
[77).
[78).
[79].

[80].
[81].

Management Studies, 40, 1783-1802.

Sarkis, J., Gonzalez-Torre, P., & Adenso-Diaz, B. (2010). Stakeholder pressure and the adoption of environmental practices, the
mediating effect of training. Journal of Operations Management, 28, 163-176.

Sathyapriya, J., Kanimozhi, R., & Adhilakshmi, V. (2014). Green HRM-Delivering high performance HR systems. International
Journal of Scientific Research, 3, 31-34.

Soderholm, P. (2010). Environmental Policy and Household Behaviour: Sustainability and Everyday Life. London: Earthscan.
Steven A. Melnyk, S. A., Sroufe, R. P. and Calantone, R. (2003). Assessing the impact of environmental management systems on
corporate and environmental performance. journal of Operations Management, 21, 329-351.

Stringer, L. (2009). The Green workplace. Sustainable strategies that benefit employees, the environment, and the bottom line. New
York, NY: Macmillan.

Suzanne Richbell Lydia Minchin. (2011). Going green: The impact of workplace travel plans on sickness absence in the public
sector. Personnel Review, 41 (1), 23 — 40.

T. Ramayah Elham Rahbar. (2013). Greening the environment through recycling: an empirical study. Management of
Environmental Quality: An International Journal, 24, 782 — 801.

Wee, Y. S., & Quazi, H. A. (2005). Development and validation of critical factors of environmental management. Industrial
Management & Data Systems, 105, 96-114.

Wehrmeyer, W. (1996). Greening people: Human resources and environmental management.

Sheffield: Greenleaf Publishing, 1-356.

Zoogah, D. (2011). The dynamics of Green HRM behaviors: A cognitive social information processing approach. Zeitschrift fur
Personalforschung, 25, 117-139.

DOI: 10.9790/487X-171214553 www.iosrjournals.org 53 | Page



