International Journal of Enhanced Research in Management & Computer Applications
ISSN: 2319-7471, Vol. 12 Issue 7, July, 2023, Impact Factor: 7.751

Strategic Green Human Resource Management
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ABSTRACT

Around the world, a lot of firms wish to implement green solutions in addition to environmental management
techniques. In order to monitor and assess green management and sustainable green practices, certain
knowledge and instruments can be applied. Customers and management are two parties with an interest in
sustainable practices. Important environmental problems like pollution, resource depletion, and climate change
have surfaced in the twenty-first century. Through resource efficiency and environmental preservation,
SGHRM helps businesses to integrate sustainable practices into their HRM processes.
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INTRODUCTION

The global climate change has grown to be a serious policy concern for both developed and developing nations. The
causes and consequences of current global warming pose a significant environmental challenge to humanity since they
affect every aspect of a person’s life, a nation’s economy, and its businesses. If given insufficient attention, more
tragedies and natural calamities would happen. High river pollution levels, habitat destruction, and other national
environmental repercussions are examples of incidents. There is still more work to be done to protect and maintain the
country's ecological home, including fostering a greener culture and implementing greener policies to stop tragedies
like this one from occurring in the future.

Over the past ten years, there has been an increase in understanding that the bigger issues are climate change and
global warming.Environmental issues have captured the interest of many types of enterprises. Organizations focus is to
develop a structured environmental strategy and program among themselves as a result of growing environmental
requirements and growing global environmental awareness.

The universal tendency is adoption of the green culture. Being “green” has evolved into a highly organized process
where the main objectives of the business were to maximize profits, increase energy efficiency, decrease resource
waste, or produce recyclable materials.

In order to promote sustainable business practices, it is imperative to promptly address environmental degradation. In
response to political consensus and scientific pressure to mitigate the negative consequences of climate change,
industries have started developing solutions to deal with the challenge of the carbon-constrained environment. Due to
notable variations in organizational, institutional, technical, cultural, and organizational barriers, not all organizations
do, however, display this behavior. G. Venkatesh had indicated that before a person can achieve spirituality, they must
first balance their bodily, emotional, and spiritual development in life. This starts with their body (materialism).The
urge to go green has also been influenced by how businesses conduct their daily operations and how it has an impact
on the environment. “Being green” could be the ideal. Natural environments, such as green products, green technology,
green education, and green life (the work-life balance), can demonstrate awareness of the green action. The creation
and application of goods, tools, and systems that protect the environment and natural resources while lessening the
adverse effects of human activity.

Human Resource Management (HRM) is a crucial area where sustainability is becoming more and more important.
The idea of “green HRM,” often referred to as “Sustainable Human Resource Management” or “Strategic Green
HRM”.

The application of green human resource management (HRM) involves the integration of sustainability practices and
concepts into organizational strategic planning. It recognizes that workers are an important asset in promoting
sustainable practices and that human resource management is essential to developing an environmentally conscious
corporate culture. By incorporating sustainability into HRM operations, organizations may enhance their reputation,
attract and retain top talent, help preserve the environment, and achieve long-term sustainable success.
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Strategic Green Human Resource Management

Businesses are becoming more and more aware of the need of environmental responsibility and sustainability in the
rapidly changing modern business environment. Thus, there has been a lot of interest in strategic green human resource
management, or SGHRM. SGHRM requires that human resource management protocols and strategies integrate
sustainable practices and principles. The phrase "Strategic Green Human Resource Management" (SGHRM) is a
management approach that combines HRM implementation and organizational strategic planning with sustainability
concepts and practices. It comprises coordinating HRM strategy and practices with environmental sustainability goals
and objectives. Workers are a vital resource for promoting sustainable practices, and SGHRM recognizes the critical
role HRM plays in establishing an eco-aware culture inside an organization.

SGHRM goes beyond traditional HRM techniques by incorporating sustainability considerations into a number of
HRM activities, such as hiring and selection, development and training, performance management, employee
engagement, and compensation and rewards. It aims to ensure that workers actively engage in environmentally friendly
endeavors and that sustainability becomes engrained in an organization's culture. The understanding that human capital
is crucial for implementing sustainable practices and achieving environmental goals is the basis of SGHRM. By
including sustainability into HRM activities, organizations may effectively leverage the skills, expertise, and
inventiveness of their workforce to promote innovation and find long-term solutions to issues. Creating a
comprehensive plan that aligns sustainability objectives with HRM practices is a prerequisite for SGHRM. The process
involves seeking out and employing environmentally conscious individuals, providing education and training programs
that foster sustainability-related competencies, incorporating sustainability objectives into performance management
frameworks, promoting staff engagement and communication regarding sustainability initiatives, and linking
compensation and benefits to sustainability outcomes. The ultimate goal of SGHRM is to ensure that employees share
a commitment to sustainability and that it is evident in their daily work by integrating sustainability concepts into an
organization's culture. By doing this, organizations may enhance their reputation, attract and keep top talent, help
create a more sustainable future, and improve their environmental performance.SGHRM recognizes the critical role of
HRM in driving sustainability and emphasizes the importance of integrating environmental considerations into all
aspects of HRM.

Incorporating Sustainability Training into Employee Development Programs-

Including sustainability training in staff development initiatives is a great method for a corporation to encourage
environmentally sensitive and ethical business practices. In addition to improving operational efficiency, cutting costs,
and enhancing reputation, businesses may contribute to a more sustainable future by giving their staff the information
and abilities to comprehend and handle sustainability concerns.

Steps to successfully integrate sustainability training into employee development initiatives-
1. Determine training needs: Assessing the sustainability knowledge and skill gaps in your firm should be your
first step. Determine the precise topics, such as energy saving, waste management, sustainable sourcing or
sustainable product design, where staff need training.

2. Establish precise goals: Specify precise goals for sustainability training program. Choose if you want staff to
adopt sustainability projects, raise awareness, or acquire specific skills after completing the program.

3. Create pertinent content: Creating training materials that are pertinent to the company’s sustainability
objectives and customized to the particular requirements of certain employee groups. A variety of training
techniquesincluding online courses, workshops, webinars, case studiesand guest speakers might be used.

4. Motivate workers: Encourage employee participation by including them in the creation of training program. To
promote participants sense of ownership and dedication to sustainability projects, encourage feedback and
provide chances for debate and collaboration.

5. Integrate sustainability into current programs: Include sustainability training in employee onboarding,
leadership development and performance management initiatives. This makes sure that sustainability blends into
company culture and is not seen as a separate project.

6. Provide continuing assistance: Making resources and assistance available to workers after training course.
Access to sustainability toolkits, regulations, best practices, and internal sustainability networks where staff
members can exchange thoughts and experiences category.

7. Measure and assess: Tools should be put in place to gauge how well the sustainability training program is

working. To evaluate the effect of training on knowledge acquisition, behaviour change, and implementation of
sustainability initiatives, use feedback surveys, performance indicatorsand staff evaluations.
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8. Recognize and reward: Give credit to staff members who show a remarkable dedication to sustainability. This
can be accomplished through offering professional growth possibilities, incentives, or recognition programs that
emphasize the importance of sustainability expertise.

9. Never stop improving: Regularly review and update the sustainability training curriculum to incorporate fresh
knowledge, cutting-edge best practices, and evolving sustainability issues. Obtain input from stakeholders and
staff to ensure the program is still successful and applicable.

By integrating sustainability training into employee development programs, organizations may give their workers the
information and abilities needed to make choices and take action toward a more sustainable future. This approach
presents the company as a conscientious corporate citizen, fosters constructive change, and advances a sustainable
culture.

Aligning SGHRM with overall business strategy and goals:

For Strategic Green Human Resource Management (SGHRM) to be effective and integrated into an organization's core
operations, it must be in line with the organization's overall business strategy and goals. The following concrete actions
can be taken to match SGHRM with the overarching business plan:

e Understand the Business Strategy: Gain a comprehensive understanding of the organization's long-term goals,
objectives, and overall business plan by studying the business strategy. Determine the ways in which the
organization's values, vision, and mission align with sustainability.

e Determine Your Top Sustainability Priorities: Select the most crucial sustainability objectives, such as
reducing carbon emissions, reducing waste, or promoting environmentally friendly products, that complement
the company's corporate plan. Enumerate the specific sustainability targets that the company has established.

¢ SGHRM with Business Objectives: Identify the ways in which SGHRM can assist the organization in achieving
its sustainability goals. Learn about the particular HRM initiatives and practices that could support the company
plan, such as attracting and retaining staff members who have a sustainability attitude or cultivating sustainable
leadership abilities.

e Integrate Sustainability into HRM Processes: By evaluating and revising HRM policies, practices, and
procedures, integrate sustainability issues into HRM processes. Make ensuring that all HRM practices—such as
recruiting, training, performance reviews, and pay—align with sustainability goals.

e Set Measurable Obijectives: Determine measurable SGHRM targets that are intimately linked to the corporate
strategy as a whole. Set up key performance indicators (KPIs) to track progress and evaluate how SGHRM
initiatives are impacting the organization's sustainability goals.

e Collaborate Across Functions: Promote cooperation and communication between HRM and other departments
and roles within the company, including as marketing, operations, and finance. Work together to identify
strategies for integrating sustainability initiatives across functional boundaries and ensuring that they are
consistent with corporate strategy.

e Ensure leadership support for: SGHRM and sustainability initiatives by getting them involved and buying in.
Engage senior leaders in the development and implementation of SGHRM strategies, making sure they
understand the benefits of combining sustainability and HRM and that they are prepared to fund the required
initiatives.

e Talk to One Another and Teach: Make certain that every employee understands the strategic importance of
SGHRM and the relationship between HRM, sustainability, and the organization's overall business plan. Provide
education and training on sustainability ideas, with a focus on how each employee can contribute to the
organization's sustainability goals.

e Monitor Developments: Monitor and evaluate SGHRM initiative progress on a regular basis in light of the
established objectives and KPIs. Make the necessary adjustments as necessary to address new sustainability
concerns and guarantee alignment with the busines splan

e Continuously Improve and Adapt: Foster a work culture of continuous improvement by seeking feedback,

learning from successes and challenges, and also adapting SGHRM practices to evolving sustainability trends
and business needs. By aligning SGHRM with the overall business strategy and goals, organizations can ensure
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that sustainability becomes an integral part of their operations, leading to a more holistic and impactful approach
to sustainability management

Sustainable HRM Practices in Leading Organizations-
Prominent businesses across all sectors have come to understand how important it is to include sustainability into their
HRM practices. Here are a few examples of how some of these companies employ sustainable HRM practices:

e Unilever: Through its Sustainable Living Plan, Unilever, a large multinationalcorporation has incorporated
sustainability into its HRM procedures. Training programs to improve employees’ sustainability knowledge are
among Unilever’s HRM activities, as is the incorporation of sustainability objectives into the performance
evaluation and reward schemes. Employee engagement initiatives are tied to Unilever’s Sustainable Living Plan
that encourages staff members to actively support the business’s environmental goals.

e IKEA is a well-known furniture retailer that prioritizes and emphasis sustainability in all aspects of its business,
including human resource management. By incorporating sustainability into recruitment and selection
procedures, the organization encourages sustainable HRM practices. For example, IKEA actively seeks for
applicants with experience in environmental and social sustainability in order to hire people who share its
sustainability ideals. IKEA also spends money on training staff members on sustainable practices and provides
rewards for employing energy-saving way.

e Patagonia: Patagonia isknown for its dedication to sustainability. It is a manufacturer of outdoor clothes and
equipment. The organization’s HRM procedures demonstrate its commitment to environmental sustainability. In
addition to offering a large number of incentives for eco-friendly transportation, such as bike-to-work programs
and electric vehicle subsidies, Patagonia provides significant employee training on sustainability. In addition, the
company supports fosters flexible work schedules,remote work choices and lessens employee commute, all of
which help reduce its carbon footprint.

o Interface: Interface is a world leader in modular flooring, it has introduced sustainable HRM practices as a part
of their commitment to Mission Zero. The organization prioritizes employee communication and involvement by
forming teams that are dedicated to sustainability and offering venues for workers to share efforts and ideas. By
rewarding individuals who come up with creative sustainability solutions, Interface motivates staff to contribute
to the company’s sustainability goals. Also, the corporation incorporates sustainability data into performance
reviews and coordinating employee performance with environmental goals.

e Google: Google is a major player in the technology industry. It has made tremendous progress in integrating
sustainability into its HRM procedures. The business provides its staff with a range of green benefits including
bike sharing programs, electric vehicle charging stations, and incentives for sustainable commuting. Google also
places an emphasis on employee participation by setting up sustainability challenges, encouraging staff to
volunteerand offering information for eco-friendly workplace practices.

CONCLUSION

The goal of green human resource management, or "green HRM," is to include environmental sustainability into HR
procedures and guidelines used by businesses. It seeks to advance sustainability through lowering the negative
environmental effects of HR operations, encouraging a sustainable work culture among staff members, and
coordinating HR tactics with the environmental objectives of the company.

A new approach called strategic green human resource management (HRM) seeks to integrate environmentally friendly
practices into an organization's HR policies and procedures. More than ever, companies must adopt sustainable
practices due to growing environmental concerns and stakeholder expectations for moral corporate conduct. In order to
solve environmental problems, satisfy stakeholder expectations, draw in talent, build reputation, encourage innovation,
and support the global advancement of sustainable development in the twenty-first century, SGHRM is essential.
Businesses can develop a culture of sustainability and ethical corporate conduct by incorporating sustainability into
their core HR procedures.

An organization can foster sustainable business practices by implementing effective strategic green human resource
management. Employing individuals with eco-conscious attitudes and convictions can help businesses cultivate a
workforce that is receptive to adopting and endorsing green initiatives. Employee training and development programs
should incorporate sustainability training to give the workforce the knowledge and abilities needed for sustainable
operations. Participating in environmental projects by employees is a key component of strategic green human resource
management. Engaged employees are more likely to embrace sustainability goals, which encourages more innovative
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and successful eco-friendly behavior. Rewarding and recognizing green behavior can boost motivation and
commitment to sustainability.

Businesses gain a competitive edge when they integrate sustainability into HRM activities. Investors and customers are
choosing companies that take environmental responsibility seriously more and more. Businesses that differentiate
themselves from competitors and attract a wider range of customers and ethical investors can do this by implementing
HR practices that unambiguously support sustainability. Ensuring that firms comply with all relevant environmental
laws and requirements is the goal of strategic green HRM. Companies that routinely assess and manage any
environmental hazards might avoid expensive legal and reputational consequences.

In conclusion, Green HRM is an important approach that integrates environmental sustainability into HR practices. By
adopting Green HRM, organizations can reduce their environmental footprint, enhance their reputation, engage
employees, and contribute to a more sustainable future. Adopting Green HRM is advantageous for businesses' long-
term viability and competitiveness in a world where sustainability is becoming more and more important, in addition to
being good for the environment.
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