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I. INTRODUCTION 
 
In the twenty-first century, there are sharp 
concentrations on environmental alarms all over the 
globe regardless of the fields. With the current 
situation, there are certain techniques utilised by 
some organizations to deal with the ecological 
footprints. 
 
Green administration initiatives can be considered as 
an important way to add to the benefits of various 
business organizations anywhere in the world.  Green 
administration initiatives can help various companies 
finds different ways to reduce costs without 
discarding talents and valuable resources. 
 
For gaining success the organizations started paying 
attention towards Green HRM practices. Green HRM 
is the utilization of HRM policies in such a way that 
it provides attention to the sustainable utilisation of 
resources. This will promote environmental 
economical sustainability practices for keeping the 
environment healthy and the generation of a new 
horizon of employment. The article focuses on 
developing concepts regarding Green HRM practices, 
its challenges and other models for implementing 
them. 
 
Green HRM function could be a driver for 
environmental sustainability in a company by 
aligning all its objects as well as the policies with the 
sustainability goals. These goals present the eco-
friendly environment and comprise the undertakings 
for environment-friendly HRM practices which could 
result in a variety of benefits like: 
 Higher efficiencies along with motivation 

(Renwick, 2018). 

 Lower costs along with effectual engagement 
with the employees. 

 Generation of a new horizon for employment. 
Green HRM practices could be a very vital factor for 
the business organizations that think forward around 
the world. It assists the organizations to determine the 
ways to cut costs without compromising with any of 
their talents and vital resources (Bratton and Gold, 
2017). 
 
II. OPPORTUNITIES AND OBSTACLES: 
 
Reduce utility costs: 
The utility costs can be reduced for each of the small 
organizations by utilising various technologies which 
are efficient in energy and provide less waste. The 
company’s expenses get diminished and the profits 
are increased along with green environment for the 
organization. 
Decreased Environmental impact: 
As business organizations go green, it profits the 
environment with the use of less electricity, water and 
other sources. If the organizations start using solar 
energy and save a lot then they can even sell the 
excess stored energy (Renwick, 2018). 
Enhanced public image: 
The Green HRM practice initiative will lead to public 
attention and develop a positive image in the market. 
This will assist the organization in developing an 
bench mark and generate higher profits. 
A New Horizon for Employment Generation: 
With the Green HRM practices, a lot of individuals 
get attracted towards organizations and the 
implementation of newer technologies in the 
organisation would lead to the need of new 
employees. These employees need to understand the 
utilization and importance of Green HRM, so that 



International Journal of Management and Applied Science, ISSN: 2394-7926                                                 Volume-4, Issue-11, Nov.-2018 
http://iraj.in 

Green HRM Practices: A New Start up for Plastic Waste Management and Generation of the New Horizon of Employment 
 

59 

they can deal with the new technologies used in the 
organization. 
Conversion expense: 
It could be costly for an organization to go green. If 
one switches towards solar power, they will need to 
construct the entire structure so that they could utilise 
it. The construction costs are not always offset by the 
energy saved from going green movement. (Bose and 
Gupta, 2017). 
Costlier products: 
In certain situations, switching towards green 
materials could lead to the generation of much 
costlier products. The prices tend to increase, as much 
of the raw materials for green products need to be 
imported from far away locations. 
Going paperless: 
For certain companies going green means to reduce 
or completely eradicate the utilization of paper. There 
are certain disadvantages of going paperless as if any 
breach in computer systems could lead to loss of data 
and all the sensitive information of the company 
(Dumont, et. al., 2017). 
Green HRM Business Model: 

 
Figure 1.0 Green HRM Business Model 

 
Plastic Waste Management Cycle: 
 

 
Figure 1.1 Plastic Waste Management Cycle(Source: EPUR, 

2015). 
In the above image, there are certain steps in the 
cycle of managing waste plastic. Plastic has been 

termed as one of the most harmful products for the 
environment. The waste life cycle of plastic starts 
from the extraction of the plastic materials from the 
manufacturing units which are further transferred to 
the processing units where they are separated based 
on their uses and durability. After completion of 
processing the plastic products are then further put 
into use (Guerci, et. al., 2016). There are diverse uses 
of plastic as they can be utilised as shopping bags, 
plastic bottles, or other storage units. Once the plastic 
is no longer useful they are further transferred 
towards the collection process where they are 
collected from all the industries and are further 
stored. The plastic is then put into valorisation 
process where they are transformed into raw 
materials. These raw materials are then again directed 
into the market. At the first term, it can be said that 
plastic needs to be completely banned which is again 
a large step to be taken. For green HRM there should 
be no use of plastic but as the product can’t be 
completely eradicated, it can rather be recycled and 
reused. 
 
III. FUTURE GREEN HRM 
 
The HRM has been changing completely and all its 
practices are focused towards sustainability in the 
present competitive environment. All the processes of 
HRM such as employment, performance 
management, training and development, pay and 
reward, employee relations and exit could have been 
taken for how each of them could be termed green. 
This indicates the large scope of HRM in contributing 
towards the Green strategy of the various companies 
(Luzzini and Longoni, 2015)and the entry to exit 
process of Green HRM could be understood by the 
following terms 
Recruitment: 
 Green job description for the employees, as 

well as the green goals, are incorporated 
towards the managerial job descriptions. 

 Perceptions of graduates on green practices. 
 Recruiting the employees who are aware of the 

benefits of sustainability and environment. 
 Branding Green employer/s. 
 Green aspects are introduced. 
 Developing as a Green employer, this will 

uplift other profits to HRM such as increased 
staff motivation, engagement in business 
processes and reductions in the labour 
turnover. 

Training and development: 
 Determining the training on Environment 

Management (EM) and how to process the 
required materials. 

 EM training needs continuous analysis for the 
alternative products for the unrenewable 
energy resources. 
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 Training the staff members to regarding green 
HRM at the workplace. 

 Utilising of Green teams in EM and their 
integration for enhancing the staff knowledge. 

 Safety measures to be utilised in Green 
Process. 

 Establishing the development of Green 
personnel skills. 

Performance Management: 
 Showing the Green schemes to the various 

levels of staff with the PMS(Performance 
Management system)schemes. 

 Managers setting Green goals and 
responsibilities. 

 Writing and integrating the Green criteria in 
appraisals (Dumont, et al., 2015). 

 Role of the HR managers in getting Green 
outcomes 

Employment relations: 
 Involvement of employees and their 

participation in the Green suggestion schemes 
and other problem-solving circles. 

 Integrated efforts of the staff members for 
Environmental Initiatives (EI)and Plastic waste 
management. 

 Encourage of support in the EM initatives. 
 Training of the union representatives in the EM. 
 Discipline for the EM breaches. 

Pay and Reward: 
 Utilising of non-monetary EM rewards. 
 Development of negative reinforcements in EM 

such as criticism, suspensions and so on. 
 Development of the positive rewards 
 Utilising Green tax breaks (Pinzone, et. al., 

2016). 
Exit: 
 To ask the managers if Green concerns are the 

chief reasons for the resignation of employees. 
 The Conduct of exit interviews to measure the 

perceptions. 
 Legal protections for the Green whistle-

blowers. 
 
RECOMMENDATIONS: 
 
There are certain steps that can be taken for achieving 
Green HRM practices as sustainability has developed 
as an integral part of the companies. Some of the 
recommended steps for gaining Green HRM are to 
centralize the documents for storage and use. 
Utilising these, the companies could reduce the use of 
paper by 20% in the organization (Chopra and Nayak, 
2015). Shifting certain aspects of HR like training 
materials and other documents to the internet can 
assist in gaining Green HRM. Shifting the documents 
over to the internet needs certain precautions as the 
data could be accessed by hackers so there is a 
needfor certain safety vaults which will safeguard the 
data.Also, some other recommendations could be that 

if the office thermostat could be increased just by 3 to 
5 degrees over the normal it could save around 3% of 
the cooling costs. Incandescent light bulbs are also 
needed to be replaced by the Energy Star-certified 
CFL lightening; this would be last almost ten times 
more than the normal ones (Sriram and Suba, 2017). 
 
CONCLUSION 
 
From the information above it can be said that Green 
HRM practices encourage the sustainable use of the 
resources in the organizations for promoting the 
environment. Green HRM has the necessary potential 
for creating higher impacts over multiple tasks and 
stakeholders that are involved. The Green HRM 
practices would make the employees as well as the 
society conscious of the usage of natural resources 
that are much more economical and would inspire 
products that are eco-friendly. 
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