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ABSTRACT

The concern for the natural environment began a long time ago. Throughout the previous two
decades, the globe appealed for proactive ecological management. The term eco- friendly or
environmentally friendly is also widespread nowadays, relating to laws, activities, products,
services etc., theatre having, minimal, reduced or not having negative impact on eco- systems
and the environment. Environmental performance is the relationship between the organization
and the environment. Current writing on environmental management recognizes that with a
specific end goal to accomplish environmental sustainability objectives, associations can use
proper human resource management practices to motivate their employees. To this end,
incredible endeavors have been made to investigate what drives workers to participate in pro-
ecologic practices that help their organization to turn green and be sustainable. Additionally,
a number of studies demonstrate that there is a connection among the green activities,
organizational performance and corporate profitability within any association. The main
purpose behind this thesis is to extend our understanding of how the concept of green
management can be positioned as part of the human resource function. The motivation is to
highlight the importance of building sustainable and eco-friendly business, and to gain
knowledge of the outcomes after adopting Green human resource management in the
organizations.
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1. INTRODUCTION

The thought of "green business" started to expand at the end of the XX century simultaneously
with the continually growing concern about the sustainability of the economic development.
While the starting points of the modern "green developments" are found in the middle of the
1960s, it took nearly twenty years for businesses to align with the "greening" inclines and
integrate them into its value systems and to put effort to beget the term green business.

There are numerous reasons behind this. One is related to the fact that the pursuit of green
business is still mostly considered as an extra burden (as far as cost increment or profit loss).
The other is related to the country’s factors like the political, social, and monetary differences.
Brown and Ratledge (2011, p. 2) define the green business as "an institution that produces green
output". Makower and Pyke (2009), on the other hand, say that the green business demands a
dedication towards financial gain, sustainability and humankind. The Business Dictionary
states that the green business is “a business working in a way that has no harmful effects on the
environment, the community, or the economy”.
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These organizations integrate more sustainable business activities than the rivals, enhance the
natural environment and improve the living conditions, while profiting and adding to the
economy.

Slovik (2013) suggests a correlation between the sustainable practices and the social
commitment: "a green business” is a business that utilizes renewable resources
(environmentally responsible) and it is responsible for the HR part of their activities (socially
responsible)".

In other words, these organizations except focusing only on the main goal, which is profit, they
also focus on fields like conserving the environment, improving the community’s life quality,
usage of renewable resources, cost reduction, reducing the amount of waste.

According to Kassaye (2001), an ecologically mindful organization ought to take a commitment
to one of "4Rs" — reduction, reuse, recycle and recovery.

Some organizations advice their workers to utilize public transport as opposed to private
vehicles with a specific end goal to decrease air contamination or to refuel the car after six p.m.
at the point when the gas exhausts are less destructive to the environment. We ourselves are
witnesses of how much the air quality has improved during the pandemic.

2. THEORETICAL FRAMEWORK

2.1. Defining the concept and the determination of methods of work

To realize an ecological mindfulness into an association is different according to various kinds
of changes, because it is a subsidiary’s aim of the company. Eco-friendly companies are
essential to customers, yet since this performance will never be the principle objective of an
organization, it should be contended that they should put effort to achieve their primary
objectives in an eco-friendly way. This demands a change in the organizations' attitude and
culture (Borland, 2009).

If the organization wants to be capable of executing an ecological conduct, the organization’s
culture must be adapted and focused on the environment, and the management must show a
dedication towards building an environmentally friendly organization. Organizational cultures
have grasped the desired qualities needed for achieving competitive advantage, while at the
same time promoting effective ecological execution. Some researches state that the
representatives are the ones who through their everyday work can realize the environmental
activities, which leads to the conclusion that the accomplishment of the ecological targets in
evitable depends upon the willingness and commitment of the representatives to change their
work practices.

When the management wants to bring and establish ecological values in the organization, the
best approach is through changing of the organizational culture. The Motivation of the
employees is essential in the change of the organizational culture. That what motivates
representatives may be the money or different advantages, however in the case that the
association is eco-friendly itself can act as an inspiring variable.

The significance of communication as a tool to include and engage workers during cultural and
overall organizational developments is continuously highlighted by the researches (Andre,
2013). In case those representatives are not completely acquainted of the developments which
are undertaken, it may convey misunderstanding and prompt resistance to change. For the
change to be executed effectively, it should be founded on open interactions.

In the previous decade, the organizations started to focus their attention on the issue of
environmental change and sustainability. Various opinions have emerged on the matter why
associations should be more environmentally friendly; however, despite the general affirmation
of this green necessity, progress stays moderate. Whilst extensive arguing continues over the
relative effect of innovative green technology and the roles of governments, international bodies
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and private and public sector associations, the truth is that the pro- environmental conduct relies
upon individual behavior. Everyone has a part to play and the part of the organizations will
essentially be manifested through the people that work in and for them.
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Source: Norton et al, Employee Green Behaviour: A theoretical framework, multilevel review,
and future research agenda, 2015, pg. 104.

First, the model is founded on the viewpoint that performance is the function of a person and
their environment. More particularly, inside this perspective, the conduct is a consequence of a
person's ability and general eagerness to perform, along with other influences which are not
controlled by a person.

Second, the job performance includes required and voluntary activities. By utilizing an
approach based on job performance, Norton et al. conceptualizes worker’s green behavior as a
particular kind of work performance that corresponds with environmental sustainability,
different from the environmental conduct which just happens to be implementedin the work
surroundings. Basic to their methodology is evaluation for the significance of the factors which
are not controlled by the individuals, but nevertheless influence the conduct, especially in
connections where the person has decreased authority over its own activities, for example, in
the working environment.

Green Human Resources Management — Performance Management & Appraisals
Performance management (PM) is the process by which employees are prompted to enhance
their professional skills that help to achieve the organizational goals and objectives in a better
way. Therefore, in order to create a greener company, performance appraisal (PA) systems can
include sustainability goals (that come from a sustainability strategy done previously) measured
with specific metrics.

While this accountability may be easily done in some jobs, one of the biggest obstacles of green
PA is the difficulty to measure and gain data on environmental performance standards across
different organizational departments/units. To help overcome this, companies can start using
global systems that help them to collect data and at the same time give them advice on how
they can become more sustainable and gets them a certificate for that, such as ISO 14001 or the
Global Reporting Initiative.

When it comes to the PA of managers, green targets, goals, and responsibilities such as creating
green awareness in their teams and encouraging them to get involved in green activities of the
company can also be considered. In the end, the ultimate goal of green PM is to have a
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measurable outcome of an organization’s ability to meet its ecological objectives and targets
set forth in the organization’s environmental plans or policies.

Green Human Resources Management — Employee Relations & Ways of going green

To help to build a sustainable company it is crucial to promote ‘eco-intrapreneurs’ that add
value to the organization’s products and/or services with efficient utilization of existing
financial, human and natural resources. This often means encouraging employees to get
involved and participate in the social and environmental initiatives organized by the company.
Some examples of practices that employees could get engaged with are:

O To cut on carbon emissions: using car-sharing; taking advantage of the free or
discounted transportation passes and hybrid/electric cars offered by the company; walking or
cycling to work; working from home day once or twice a week;

O To reduce waste: using porcelain mugs and glasses for tea and coffee; promoting the
3R’s reduce, reuse and recycle; using electronic archives and electronic signatures to avoid
wasting paper.

3. METHODOLOGICAL FRAMEWORK AND RESEARCH DISCUSSION

3.1. Methodology and description

An analysis of green human resource management in Gorenje

The empirical part introduces the green HRM and the process of integrating the green in the
strategy process of Gorenje Group, and examines the challenges the corporation has in
implementing and communicating green practices to the employees. The research questions
are:

1. Which Green human resource practices Gorenje implements?

2. How Green practices increase the success and brand recognition of Gorenje?

Lastly, an interview process with seven Gorenje’s managers is presented, thus providing a better
overview of the green practices and processes the company executes.

One of the essential Gorenje’s considerations is the protection of the environment, which is
highly seated in all of its strategies for development. The approaches for the preservation of the
environment involve the complete duration of a product, from planning, production, and usage,
to disposal.

By using cutting edge technology, processes, and materials, Gorenje consistently diminishes
the amount of wastage created in the manufacturing process and the utilization of energy and
natural resources. Gorenje is among the first in Europe to decrease and subsequently completely
abandon the use of ecologically hazardous refrigerants and propellants.

As a socially mindful organization, Gorenje as well works towards educating and improving
the awareness of representatives and people in general about the environmental behavior and
its importance. In 2006, the international certificate ISO 14001 was awarded to Gorenje; in
2004, it also became the first Slovenian companies that become part of the EMAS register
(Gorenje Group, 2013). The Gorenje management considers that a company which operates in
an environmental way gets a crucial advantage over its rivals. The EMAS certification indicates
that responsibility to everyday advancement is an essential element of Gorenje’s vision.

The company operates on the principle of the following orientations:

I. All workers are actively involved in the policy. The company policies are the premise
for consistent improvement setting goals in all key areas, including quality and environment.
2. Satisfaction of investors, customers and other interested actors is Gorenje’s primary

consideration. With high-quality products and pro-environmental project execution Gorenje
acquires customers’ trust.
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3. Gorenje is focused on long-term success on the domestic and foreign markets, the
reputation and brand recognition.

4. All workers continually improve their work-related and other knowledge and
experience. In addition to improving their skills Gorenje provides social security to employees,
hence improving their loyalty to the company.

5. Gorenje is always concerned with commercially interesting projects by determining the
requirements of potential buyers and with helping them to adjust rapidly.
6. Gorenje’s focus is on the continual diminishment of environmental contamination with

accentuation on preventive activity. This implies finding quality, innovative, aesthetic and
environmental and efficient arrangements from planning, designing and project execution.

7. Concern for the environment is conveyed also by the advancement of renewable energy
assets. Gorenje has established plants for cogeneration of electricity and heat by combustion or
gasification of various types of biomass.

8. Gorenje regularly observes and meet regulatory needs, technical standards and other
potential requirements and best practices related to the work execution.

0. The project execution reflects important balance between quality, environment, cost and
timelines of implementation.

10.  Gorenje strives to establish correct, fair and environmentally responsible relations with
subcontractors and suppliers.

In evaluating the environmental effects which incorporate all changes to the surroundings,
favorable or not, resulting partly or completely from the practices, appliances, and services,
Gorenje considers (Gorenje Group, 2015):

1. Direct effect, i.e. direct impact of the practices over which the company has immediate
responsibility; and
2. Indirect effect, i.e. the impact from other actors, in which case Gorenje influence on the

volume, type and occurrence of the contamination.

Internal correspondence that involves environmental protection is organized through Works
Council, system for submitting and rewarding valuable and important proposals known as
"Sparks" ("Iskrice"), the twenty key system, internal newspapers, and coordinators for
environmental protection and occupational safety and health. Representatives are educated
about the occasions, practices and approaches in environmental work and occupational health
and safety in the newsletters that are published every week.

The Gorenje’s vision includes improving of the wellbeing and mindfulness of the surroundings.
The Group's strategy involves a strong stands a pro-environmental manufacturer which results
in changes in the use of new substances and energy. With the incorporation of new materials,
procedures and innovations that minimize the damaging effects, Gorenje fully consents with
the latest environmental standards.

Ecological management influences the design and execution of appliance development and
production procedures. In the process of developing the products, Gorenje strives to diminish
the appliance’s final effect on the environment.

4. CONCLUSION

The above analysis recognizes that the significance of green human resource management
practices is crucial to increase the employees' motivation and this may be advantage for both
the organization and the employee. Some of the advantages that an association can accomplish
as an after effect of presenting green human resource management standards in its management
include:

1. Increasing the ability to retain the employees

2. Increasing brand recognition and improving the status of the company
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Attraction of most suitable representatives

Increasing the efficiency and sustainability

Minimizing or reducing the negative impact of the organization

Improving the competitive position and leading 999to a superior performance

SN kW

More associations now understand the significance that sustainability has on their competitive
position, status, and capacity to draw in and hold talent. Aware of their financial, social, and
environmental effects, reasonable associations now search input from a wide set of actors —
both internally and externally — in molding their business systems and procedures. The human
resource management has a crucial part to play. Using the human resource abilities in
organizational procedures, change management and culture shaping, human resource
management can help make and actualize sustainable business methodology all through the
company. Not only human resource must become capable at using human resource management
tools to implement the sustainability strategy, but also the mission in the organization should
additionally learn how to change itself, so that its effect on workers, teams and different partners
align to the vision for sustainability of the organization.

The purpose of this thesis was to investigate how the concept of green management can be
positioned as part of the human resource function. As an example of successfully incorporated
GHRM practices and sustainability programs, the case of Gorenje was investigated. The
Gorenje vision incorporates the advancement of the quality of life and the responsibility for the
surroundings. Gorenje’s strategic plans involve a solid stance as a pro-environmental
manufacturer, which has brought developments and reduction of the resource and energy
consumption. Through the integration of new materials, procedures and advancements that
reduce destructive effects on the surroundings, Gorenje works according to the newest
environmental regulations. Environmental management influences the designing and executing
of the appliance development and the related production processes. The environmental friendly
approach and its application in all human resource practices is that what makes Gorenje one of
the leading companies in Europe.

For a better review of the green human resource practices of Gorenje’s Group, a qualitative
study was performed. Structured interviews with seven employees from different managerial
positions were conducted. The interview participants confirmed the conclusions gained from
the theoretical part. Managers have a determining role in implementing an environmental
management system in an organization. Gorenje’s human resource management develops
strategies to foster proactive environmental management through strong and highly visible top
management commitment, development of training programs, strong internal environmental
communication, development of green production and products, creation of performance
evaluation and reward systems, implementing green programs and continuously improves in
the area of environmental management.

Indeed, there are many gaps to be filled in terms of green human resource management, and
theoretical and empirical research is needed in order to extend the knowledge on green human
resource management. Notwithstanding, the green concept is becoming more and more
important in the business environment (during the pandemic we saw how polluted our living
areas were), and human resource management will have a crucial part in translating green
policies in practice.
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