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Abstract

 “Green” human resource management is a strategic approach that recognizes the relationship 
between environmental sustainability and human resources. This can lead to numerous benefits, 
including cost savings, improved employee engagement, and long-term organizational sustain-
ability. The article examines the methodological foundations of human resource management 
in the context of implementing the green office concept. The purpose of the study is to identify 
the components of the conceptual model for implementing the policy of “green” human resource 
management at enterprises. The basic procedures of “green” human resource management are 
researched. It is identified that environmentally oriented HR initiatives can be considered as an 
organizational mechanism aimed at ensuring that employees behave in a “green” way. It is proved 
that “green” human resource management plays an important role in shaping the environmental 
values of employees and improving their environmental behaviour, contributing to the formation 
of the need to create answers to sustainable development issues in the human resource man-
agement systems of organizations. A promising direction for further research is the scientific 
substantiation of the list of indicators for assessing the effectiveness of the implementation of the 

“green” policy of an enterprise in terms of personnel management.

Анотація
«Зелене» управління людськими ресурсами – це стратегічний підхід, який визнає 
взаємозв’язок між екологічною стійкістю та людськими ресурсами. Це може призвести 
до численних переваг, включаючи економію витрат, покращення залучення працівників 
та довгострокову організаційну стійкість. У статті досліджено методологічні засади 
управління персоналом в умовах реалізації концепції «зеленого офісу». Мета дослідження 

– ідентифікація складових концептуальної моделі реалізації політики «зеленого» 
управління людськими ресурсами на підприємствах. Досліджено основні процедури 
«зеленого» управління персоналом. Ідентифіковано, що екологічно орієнтовані кадрові 
ініціативи можна розглядати як організаційний механізм, спрямований на те, щоб 
працівники поводилися «по-зеленому». Доведено, що «зелене» управління персоналом 
відіграє важливу роль у формуванні екологічних цінностей працівників та вдосконаленні 
їхньої екологічної поведінки, сприяють формуванню потреби у створенні відповідей на 
питання сталого розвитку в системах управління персоналом організацій. Перспективним 
напрямом подальших досліджень є наукове обґрунтування переліку індикаторів оцінки 
ефективності реалізації «зеленої» політики підприємства в частині управління персоналом.

Olga Bilyk (Ukraine), Dmytro Omelchuk (Ukraine)

О. Білик (Україна), Д. Омельчук (Україна)

METHODOLOGICAL BASES OF METHODOLOGICAL BASES OF 
PERSONNEL MANAGEMENT IN THE PERSONNEL MANAGEMENT IN THE 
CONTEXT OF IMPLEMENTATION  CONTEXT OF IMPLEMENTATION  
OF THE “GREEN OFFICE” CONCEPTOF THE “GREEN OFFICE” CONCEPT

МЕТОДОЛОГІЧНІ ЗАСАДИ МЕТОДОЛОГІЧНІ ЗАСАДИ 
УПРАВЛІННЯ ПЕРСОНАЛОМ  УПРАВЛІННЯ ПЕРСОНАЛОМ  
В УМОВАХ РЕАЛІЗАЦІЇ КОНЦЕПЦІЇ В УМОВАХ РЕАЛІЗАЦІЇ КОНЦЕПЦІЇ 
«ЗЕЛЕНОГО ОФІСУ»«ЗЕЛЕНОГО ОФІСУ»

Received on: 23rd of September, 2023
Accepted on: 29th of November, 2023
Published on: 3rd of June, 2024

© Olga Bilyk, Dmytro Omelchuk, 2024

Olga Bilyk, Ph.D in Economics, 
Associate Professor, Kyiv National 
Economic University named after 
Vadym Hetman, Ukraine.

Dmytro Omelchuk, Ph.D Student, Kyiv 
National Economic University named 
after Vadym Hetman, Ukraine.

JEL Classification B10, B20, О13, Q13

Класифікація JEL B10, B20, О 13, Q13

Keywords “green office”, “green” human resources management, “green” 
behaviour, “green” attitude, conceptual model

Ключові слова «зелений офіс», «зелене» управління людськими ресурсами, 
«зелена» поведінка, «зелене» ставлення, концептуальна 
модель

LLC “СPС “Business Perspectives” 
Hryhorii Skovoroda lane, 10, Sumy,  
40022, Ukraine

This is an Open Access article, distributed 
under the terms of the Creative Commons 
Attribution 4.0 International license, which 
permits unrestricted re-use, distribution, and 
reproduction in any medium, provided the 
original work is properly cited.

www.businessperspectives.org

BUSINESS PERSPECTIVES

Conflict of interest statement:  

Author(s) reported no conflict of interest

Publisher

V. HETMAN KNEU

Founder 

https://kneu.edu.ua/

State Higher Educational Establishment 
‘‘Kyiv National Economic University  
named after Vadym Hetman’’, 
Prospect Peremogy, 54/1, Kyiv,  
03057, Ukraine



41

Social and Labour Relations: Theory and Practice, Volume 13, Issue 1, 2023

http://dx.doi.org/10.21511/slrtp.13(1).2023.04

INTRODUCTION

Modern business realities are preparing business entities to study the “green” aspects of their activities 
(Ahmad, 2015) and adopt the principles of sustainable development (Jones, 2017; Pratama, 2022; Yuce, 
2020) and “green” behaviour (Weerarathna, 2018). In particular, the business community has increased 
awareness of the importance of the greening initiative and the adoption of numerous environmental 
management strategies. “Green” human resource management (Gren Human Resource Management, 
hereinafter - GHRM) has become an important tool for conducting business activities (Ercantan, 2022). 
This is a new term that refers to the effective management of human capital in the enterprise, in the con-
text of the introduction of the concept of “green economy” and socially responsible.

GHRM procedures include programs, activities and tactics aimed at reducing negative environmental 
impacts and improving environmental performance. GHRM helps to address environmental issues 
through administrative policies, such as environmental safety measures (Rani, 2014). “Green recruit-
ment, selection, training, and development of personnel focuses employees on the environmental tactics 
of the organization’s business. This helps to increase the environmental awareness of employees. 

Important areas of scientific research in the field are:

• management of environmental performance of the enterprise’s employees (Perron, 2006);
• management of remuneration and motivation of personnel in the context of the implementation of 

the “green” concept of economic development (Ercantan, 2022);
• development of “green” competencies of the company’s employees (Opatha, 2014);
• greening of workplaces (Ercantan, 2022).

At this stage, researchers are studying the impact of GHRM policies on employees’ green behavior, 
which is a relatively new area (Ercantan, 2022; Dumont, 2017). 

Among the domestic researchers whose works reveal the issues of implementing the concept of a 
“green” office, the following should be mentioned:  Kryvomaz, Karpenko (2020), Gevorgyan, Kaplun, 
Loktionova (2018), Danilova (2017), Tsymbaliuk, Vasylyk, Stoliaruk (2023) and others. 

1. LITERATURE REVIEW

Today, companies are actively developing and 
implementing their own environmental policies, 
but the results of their efforts in this direction 
vary greatly in effectiveness. Research and data 
analysis show that the most successful environ-
mental policies are those that take an integrated 
approach. This means that in addition to assess-
ing and minimizing the negative impact of en-
terprises on the environment, attention is also 
paid to researching and improving the environ-
mental safety of employees in their workplaces.

The global financial and economic crisis of 
2008 had a significant impact on the economic 
growth of democratic countries included in the 
so-called “golden billion.” At the same time, the 

crisis stimulated the economic development of 
resource-rich countries such as China, India, 
Brazil, and others. Recently, experts are increas-
ingly discussing threats that could negatively 
affect the development of the global economy. 
Among them, special attention is paid to the 
problems of providing water, food, and energy. 
In this regard, there are increasingly frequent 
calls for radical changes in the global economic 
system.

The United Nations initiated such changes, 
launching the Green Economy Initiative pro-
gram in 2009. UN Secretary-General Ban Ki-
moon noted that introducing green economy 
principles could be a key solution to overcom-
ing the global economic crisis and climate 
change.
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Considerable scholarly attention has been paid to 
the issues of green human resource management 
(Ahmad) and proposals on the impact of green 
HRM practices on the environmental behavior of 
employees in the workplace: the role of the psy-
chological environmental climate and environ-
mental values of employees (Dumont, Shen, & 
Deng). A number of scholars consider the impor-
tance of the Sustainable Development Goals and 
information and communication technologies for 
the development of a green office (Ercantan, & 
Eyupoglu; Hughner, McDonagh, Prothero, Shultz, 
Stanton).

The literature review shows that successful HR 
management in the context of the implementa-
tion of the green office concept requires the use 
of various methods, including motivation, train-
ing, organizational and administrative measures, 
employee involvement, as well as control and 
monitoring. The integration of these methods 
allows for efficient use of resources, increases 
environmental awareness of employees and con-
tributes to the sustainable development of the 
organization.

2. AIMS

 The aim of the study is to identify the components 
of the conceptual model for implementing the 
policy of “green” human resource management at 
enterprises.

3. METHODS

During the study, the following general scien-
tific methods of cognition were used to under-
stand economic phenomena: a systems approach, 
a dialectical method of cognition, induction and 
deduction, statistical observation and analytical 
grouping, a tabular graphical method, and an 
abstract-logical method. Implementing the green 
office concept requires the use of various person-
nel management methods aimed at integrating 
environmental principles into the organization’s 
daily activities. These methods allow not only to 
increase employees’ environmental awareness 
but also to ensure the sustainable development of 
the enterprise.

4. RESULTS

GHRM defines the planning and implementation 
of human resource management practices and 
policies aligned with a company’s environmen-
tal sustainability goals to guide employees them-
selves and develop their attitudes, behaviors, skills, 
motivation, and commitment to environmental 
sustainability, and to help ensure that employees 
are engaged in achieving these greener organiza-
tional goals.

Green Human Resources Management initiatives 
can be seen as an organizational mechanism to 
ensure that employees behave in a “green” way. 
GHRM is the best way to help organizations im-
plement sustainability programs and achieve the 
Sustainable Development Goals, especially by cre-
ating a “green-oriented workforce” that can assess 
and improve environmental issues in the organi-
zation’s operations.

The implementation of the GHRM policy at the 
enterprise includes several stages: planning; ex-
ecution; control; adjusting (Figure 1).

Thus, the development of GHRM in a company in-
volves greener human resources activities to increase 
environmental benefits, such as environmental per-
formance management, green remuneration, en-
vironmental activism, and more sustainable career 
development practices that contribute to improved 
organizational environmental performance. In ad-
dition, environmental education training will also 
enable employees to consciously engage in green 
organizational processes, be more involved in envi-
ronmental management, and create a green organi-
zational culture.

One of the several strategies that organizations 
pursue to improve their environmental perfor-
mance and achieve their sustainability goals is 
employee environmental behavior. It can be de-
fined as intentional actions or behaviors of em-
ployees that have a positive impact on the environ-
ment, reducing the impact of human activities on 
the environment and promoting positive change 
for environmental sustainability.

Employee environmental behavior can include 
activities such as water conservation, efficient use 
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of resources, waste reduction, energy conserva-
tion and recycling, and can be divided into two 
types: «Task-based green behavior and voluntary 
green behavior». The former describes green be-
haviors that are carried out within organizational 
constraints, within the scope of tasks required by 
an employee’s role in the company; that is, activi-
ties that are formally described and defined as part 
of their job responsibilities. However, voluntary 
green behavior of employees is defined as green 
behavior that is developed on the personal initia-
tive of the employee, exceeding the expectations of 
the organization.

Over the past 10 years, the HR management ser-
vices market has been showing a clear positive 
trend (Figure 2).

GHRM can be expected to influence green behav-
ior because, for example, hiring employees with 
environmental awareness and sensitivity, involv-

ing them in green initiatives, and providing green 
training are likely to improve employees’ knowl-
edge, skills, and environmental awareness, making 
them more psychologically prepared to engage in 
green behavior. The effectiveness of GHRM prac-
tices in achieving the right behavior in the work-
place depends on employees’ understanding of the 
need and urgency of implementing such practices.

GHRM practices play an important role in shaping 
employees’ environmental values and improving 
their environmental behavior, contribute to the 
need to create responses to sustainability issues in 
organizations’ human resource management sys-
tems, and make it necessary to allocate resources 
that encourage these systems in companies, and 
thus promote more environmentally friendly be-
havior and thus improve employee performance.

Let’s take a closer look at the main components of 
GHRM.

Source: compiled by the author.

Figure 1. Implementation of the GHRM policy in the green economy system at the enterprise
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«Green recruitment and selection are procedures 
for attracting and hiring candidates with com-
petencies, attitudes, and behaviors that ensure 
the environmental performance of an organiza-
tion» (Mashala, 2018). Companies incorporate 
environmental policies and strategies into their 
recruitment plans. Digital recruitment is carried 
out through digital systems, job postings on so-
cial media, and online applications. Online inter-
views or phone interviews are conducted to ensure 
a “green” selection process. Establishing criteria 
for assessing candidates’ potential and attitudes 
towards environmental efficiency during the se-
lection process helps to find employees who are 
aware of environmental efficiency.

«Green training and development are a set 
of coordinated activities that encourage and 
inspire employees to learn about environmental 
protection and to view environmental issues as 
critical to achieving environmental goals».

Training and development are the only mecha-
nism for communicating an organization’s envi-
ronmental goals. It can improve employees’ aware-
ness, knowledge and skills related to environmen-
tal protection. Thus, it helps to form a green at-
titude (Sheikh, 2019). In addition, organizations 
provide green training, for example, on recycling 
and waste management, and reduce paper con-
sumption by conducting online training.

An important idea in environmental psychology is 
the development of a “green attitude” among staff. 
Employees’ attitudes toward the environment are 
crucial in setting and achieving the organization’s 
green goals. Environmental attitudes are defined 

as specific principles, perceptions, and goals of a 
person related to environmentally friendly proce-
dures (Hughner, 2007). It is also called an envi-
ronmental attitude, an environmentally friendly 
attitude, or an environmentally sustainable atti-
tude (Coscun, 2018). Any attitude consists of three 
main components, which include beliefs (cogni-
tive level), feelings (affective level), and behavior 
(behavioral level) (Robbins, 2010). Thus, these 
three components occur sequentially, and atti-
tudes are believed to influence behavior. 

Thus, a green attitude has these three components, 
which ultimately leads to green behavior.

To summarize, we formalize a conceptual frame-
work for studying the impact of GHRM on green 
attitudes. GHRM practices, green attitude and 
green behavior are independent and interrelated 
elements of the HRM system. 

In general, the impact of a company’s “green” ac-
tivities can be viewed from four main perspectives:

1) the impact of GHRM on green behavior;

2) the impact of GHRM on green attitudes;

3) the impact of green attitudes on green 
behavior;

4) the mediating effect of green attitude on the 
implementation of GHRM at enterprises 
(Figure 3).

GHRM is crucial for creating a culture of envi-
ronmental care in organizations. In particular, 

Source: Compiled by the author.

Figure 3. Interdependence of green attitudes, green behavior and GHRM

GREEN ATTITUDE

GREEN BEHAVIORGHRM
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GHRM practices such as green recruitment and 
green training and development influence employ-
ees’ commitment to environmental protection. It 
also raises employees’ awareness of the company’s 

environmental issues. The main goal of GHRM is 
to create an environmentally friendly workplace 
and to develop environmentally responsible atti-
tudes and behavior among employees.

CONCLUSIONS

GHRM is a modern HR management concept that integrates environmentally sustainable practices 
into the organization’s human resource management processes. It is aimed at aligning HR strategies 
and practices with the goals and objectives of the organization’s sustainable development. GHRM is an 
important strategy for organizations seeking to reduce their environmental impact and contribute to 
a more sustainable future. By integrating environmental issues into HRM practices, organizations can 
demonstrate their commitment to sustainability. GHRM can increase employee engagement by involv-
ing them in sustainability initiatives and fostering a sense of purpose. Employees who feel that their 
organization is contributing to environmental sustainability are often more motivated and satisfied. 

GHRM is an effective tool for shaping the “green” attitude of employees towards the greening of the busi-
ness entity’s activities and achieving the Sustainable Development Goals set out in the UN Agenda 2030.

A promising area for further research is the scientific substantiation of the list of indicators for as-
sessing the effectiveness of the implementation of the enterprise’s “green” policy in terms of personnel 
management.
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