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Abstract Purpose — The purpose of this study is to examine the extent of awareness of Green Human resource
Management among different levels of HR Managers from various organizations in Bangladesh.
Design/methodology/approach — A combination of quantitative and qualitative research methods are employed to gather
information. Specifically, data are collected from 221 managers in selected firms. Descriptive data analysis is presented with
respect to the awareness level and causal research approach executed to find out the significant factors which increase the
employees’ awareness on green HRM. Findings — This study provides significant current information on Green HRM though
the practice of Green HRM in Bangladesh is insignificant. The findings reveal that Green HRM knowledge depends on
various factors. Practical implications — The study identified the awareness level on Green HRM among the Managers from
different sectors in Bangladesh. Organizations should employ requisite Green HRM practices to achieve excellent
organizational performance. Furthermore, the government may create policies to promote the above practices, since, in the
long term, achieving organizational excellence will reflect positively on the economy. All these may be facilitated through
proactive organizational and national human resource development initiatives. Originality/value — The significance of the
present study stems from the fact that very few studies have explored the awareness level of employees in the field of Green
human resource management in Bangladesh. The results provide additional insights into HRM practices in Bangladesh, as an
Indian subcontinent country. A region that has been neglected by management researchers and has therefore been less
researched. Also, the insights gained from this study contribute to the future development of this line of research, particularly
in a non-Western country like Bangladesh.
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within the corporate community and to facilitate attainment
of profit by the shareholders, organizations nowadays have
to concentrate on social and environmental factors along

1. Introduction

Since the 1990s, the environmental management area has
been facing a challenging but promising journey through
companies; and the issue of environmentalism has also
globally arisen from specific treaties to combat climate
change, e.g. Kyoto 1997, Bali 2007 and Copenhagen 2009
(Victor, 2001). Such journey has resulted in several
practices and procedures aimed at making companies
greener (Jose Chiappetta Jabbour, 2011). Hence the
organizations have emphasized more to find out techniques
to deal with reduction in ecological footprints besides
dealing with the economic issues. In order to attain success
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with economical and financial factors (Daily, Bishop, &
Steiner, 2007). The successful implementation of these
sustainable corporate strategies within an organization
requires both strong leadership and a concrete process
(Glavas, Senge, & Cooperrider, 2010). The sustainability
issue is fast moving up on the list of priorities of the leaders
of corporate world as the awareness on incorporating “green”
into the corporate strategy is making its way in business,
but still the topic is not comfortable with most practitioners
in the HR environment (Wirtenberg, Harmon, Russell, &
Fairfield, 2007).

Greening is a holistic process aimed at smarter energy
usage, low costs, low wastage using sustainable resources
or recyclable materials for end results that are products,
targets etc. which are environmentally friendly. Studies
have indicated that going green is economically useful, has
a direct impact on bottom line profits where business is
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concerned and actually enhances return on investments
(Jafri, 2012).

What is Green Human Resource Management (GHRM)?

GHRM is responsible in creating green workforce that
understands, appreciates, and practices green initiative and
maintains its green objectives all throughout the HRM
process of recruiting, hiring, training, compensating,
developing, and advancing the firms’ human capital
(Mathapati, 2013). It refers to the policies, practices, and
systems that make employees of the organization green for
the benefit of the individual, society, natural environment,
and the business (Opatha & Arulrajah, 2014). Green HRM
involves two essential elements: environment friendly HRM
practices and preservation of knowledge capital (Jain, 2009).
Green HRM also involves reducing carbon footprint via less
printing of paper, video conferencing and interviews, etc.

Who is Green Employee?

An employee who is
non-polluter, preservationist
resources of the organization.

To identify green employee in organization, the following
questions should be asked:

* Does he switch off his computer when he finishes
work?

* Does he use a mug rather than disposable cups?

* Does he print out his emails on both sides of the paper?

* Does he use public transport or walk/cycle to work?

* Does he recycle any garbage/rubbish he creates at
work?

* If he is the last to leave, does he make sure all
unnecessary lights and equipment are switched off?

Rationale of the study

Green HRM initiatives help companies find alternative
ways to cut costs without losing their top talent and promote
sustainable business practices. It may help the employers in
building brand image and reputation. Green HRM will make
employees and society members aware of the utilization of
natural resources more economically and encourage
eco-friendly products. It also emphasizes long-term
employment security is to avoid disruption for employees,
their families and communities. This is why to increase the
employee awareness on Green HRM is stipulate for the
modern competitive business world.

Objectives of the study
Broad Objective

The broad objective is to analyze the awareness level of
the employees about the Green HRM practices.

Specific Objectives

1) To assess the awareness of Top level HR manager
about Green HR practices.

2) To assess the awareness of Mid-level HR manager
about Green HR practices.

lover, eco-activist,
conservationist  of

nature
and

3) To assess the awareness of Junior HR employees
about Green HR practices.

4) To identify the factors that increase awareness on
Green HRM of employees.

Hypotheses

H1: Top level HR managers are not aware of Green HR
practices.

H2: Mid level HR managers are not aware of Green HR
practices.

H3: Junior HR employees are not aware of Green HR
practices.

2. Literature Review

Milliman and Clair (1996) were among the first to propose
an exploration of the great role of HRM in environmental
management. They built a model of Environmental HRM
practices involving four main steps. First, a firm requires an
environmental vision as a guideline for shaping its strategy.
Second, employees must be trained to understand the firm’s
philosophy of environmental vision through its goals and
strategy. Third, employee environmental performance needs
to be evaluated using an appropriate appraisal system in line
with these goals. Four, recognizing pro-environmental
activities carried out in the workplace. Renwick et al. (2013)
also summarized three core components of the HR aspects of
environmental management (EM). The first core component
is related to the development of green abilities and implies
practices such as selecting, recruiting, training and
developing environmental knowledge, and encouraging EM
leadership. The second core component is related to the
motivation of green employees and implies appraisal and
rewards. The third core component is related to the
stimulation of employee involvement and implies valorizing
tacit knowledge, empowering employees, and creating a
green organizational culture.

The Green HRM literature is largely a western one and,
given the importance of Asian economic development for
environmental management, this is an important gap for
future studies to reduce (Renwick, Redman, & Maguire,
2013). Scholars of management around the world are now
analyzing various managerial practices that can facilitate
the achievements of the goals of GHRM and also have a
significant impact on the environmental competitiveness of
the organizations.

In 21st century, HR professionals should deploy the
Green cues in traditional HR functions to ensure the
sustainable environment and to gain the competitive
advantage of the organization. The following subdivision
presents synopsis of the new green HRM practices under
each function of HRM.
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HRM Authors Green Practices
Functions
Renwick et al, 2013 1  Incorporating a number of environmental protection related tasks, duties and responsibilities
in each job and put into effect.
Croshie and Knight, 1995; 2 Including environmental, social, personal, and technical requirements of the organizations in
Job Design Revill, 2000 job descriptions and person (job) specifications as far as possible and put into effect.
and Analysis Beard and Rees, 2000; 3 Using teamwork and cross-functional teams as job design techniques to successfully manage
Griffiths and Petrick, 2001 the environmental issues of the company.
Opatha, 2013 4 Including environmental dimension as a duty in job description.
5 Including green competencies as a special component in job specification.
Human Renwick et al, 2008 1 HR aspects of environmental management and map the terrain in this field.
Resource 2 Planning through corporate environmental management initiatives which demand some new
Planning job positions and specific set of skills.
Clarke, 2006; Wehrmeyer, 1 Indicating or making transparent about organization’s environmental performance (past
1996 and current) when communicating recruitment messages.
Recruitment Renwick et al, 2013; 2 Becoming a green employer or green employer of choice
Opatha, 2013 3 Including environmental criteria in the recruitment messages.
4 Communicating the employer’s concern about greening through recruitment efforts.
Renwick et al, 2013 1 Considering candidate’s environmental concern and interest as selection criteria.
Selection Revill, 2000 2 When interviewing candidates or evaluating them for selection, to ask
environment-related questions.
Opatha, 2013 3 Selecting applicants who are sufficiently aware of greening to fill job vacancies.
North, 1997; Revill, 2000 1  Providing general green induction.
Orientation Wehrmeyer, 1996 2 Providing job specific green induction.
Opatha, 2013 3 Developing induction programs showing green citizenship behavior of current employees.
Wehrmeyer, 1996 1 Incorporating corporate environmental management objectives and targets with the
performance evaluation system of the organization.
Renwick et al, 2008 2 Installing corporate-wide environmental performance standards.
Performance . . o . . .
Management Renwick et al, 2013 3 Integrating green criteria in appraisals or evaluating employee’s job performance
according to green-related criteria.
4 Providing regular feedback to the employees or teams to achieve environmental goals or
improve their environmental performance.
North, 1997 1 Providing environmental awareness training to create environmental awareness among the
workforce.
I;)I'ralnlmg andt Renwick et al, 2008 2 Providing training to the staff to produce green analysis of workspace.
evelopmen
P 3 Applying of job rotation to train green managers of the future.
Opatha, 2013 4 Providing opportunities to everybody to be trained on environmental management aspects.
Bhushan and Mackenzie, 1 Introducing rewards for innovative environmental initiative/performance.
1994
Reward A S . . . L .
Berry and Randinelli, 1998; 2  Providing incentives to encourage environmentally friendly activities and behaviors (e.g.
Management -
Jackson et al, 2011 recycling and waste management).
Renwick et al, 2008 3 Rewarding for green skills acquisition.
Health and Ditz et al, 1995 1 Ensuring green workplace for all.
Safety 2 Creating various environmental related initiatives to reduce employee stress and occupational
Management disease caused by hazardous work environment.
Renwick et al, 2008 Setting penalties or dismissal for environmental management breaches.
Discioline Opatha, 2013 Developing a progressive disciplinary system to punish employees who violate the rules of
P green conduct.
Management
Implementing ‘discipline management’ as a tool to self-regulate employees in environmental
protection activities of the organization.
Renwick et al, 2008 and Providing opportunities to the employee to involve and participate in green suggestion
Employee 2013 schemes.
Relations Introducing green whistle-blowing and help-lines.

Joint consultations in solving environmental issues of the organization.
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The above reviews show an enormous usability of HRM
functions in organizational green operations and greening
employees. The major barrier in front of HR professionals
is to realize the capacity and profundity of green HRM in
converting their organizations as green unit. There are very
few studies demonstrating the effectiveness of Green HRM
practices outside developed countries. This study helps to
generate knowledge on Green HRM and based on this
knowledge, researcher’s aim is to find out the awareness

level of Green HRM among the employees from different
industries in Bangladesh.
Conceptual Framework

Employee awareness on green HRM depends on the
various factors. The following framework has been

developed based on the literature study and experts’
opinion.

seminar

Attending HR related foreign training and

seminar

Attending HR related local training and

Increase

Presenting HR related paper in conference

Employees
Awareness

HR related publications in journal

on Green
Human

Attending at conference as a keynote speaker

Resource
Management

develop GHRM issue

Friend who is a University teacher, helps to

Practices

Figure 1.

3. Methodology

Quantitative methods are basically reported in numeric
values, while qualitative methods of research are reported in
rich descriptive form (Saunders, 2009; Denzin and Lincoln,
2000). The most prominent difference between qualitative
and quantitative method of research is the treatment of its
analysis, as quantitative formulates and determine the
hypothesis, it also tries to find out relationships between
hypothesis before actual research is carried out, while
qualitative is more of finding and formulating the
hypothesis during the process of research (McCracken,
1988). With the aforementioned differences highlighted
above this research is on ‘Employees awareness on Green
Human Resource Management Practices’ and for analyzing
the awareness generating hypothesis and testing are
important and using statistical tools are mandatory,
Primarily quantitative research method is employed and
qualitative method is also introduced. Descriptive statistics
and logistic regression method applied in this study
respectively to know the awareness about Green HRM
among the managers and to identify the significant factors
that influenced on employees awareness about Green HRM.

Sources of data

To conduct this research primary sources of data are used.

A structured questionnaire has been developed based on the
literature study and experts’ opinion and survey has been
conducted to various levels of HR managers in different

Factors to increase employee awareness on Green HRM

kinds of organization. Informal interviews are also
conducted with various levels of HR managers.
Sampling design

Simple random sampling is used to survey questionnaires
on 221 respondents, which includes Top level, Mid level
and Junior level HR Managers from Telecommunications,
Financial institutions, Pharmaceuticals, Readymade
garments, Services, NGOs, Information Technology,
Manufacturing, Real States and FMCGs; as we know
majority of the companies from these industries are
contributing more in the national economy of Bangladesh.

Technique of Data Analysis

The collected data is analyzed through SPSS version 20
software. Frequency table is prepared to analyze the number
of respondents’ certain answer. Crosstabulation technique
is applied to joint frequency distribution of cases based on
two or more categorical variables. Reliability and internal
consistency of data is checked through the measurement of
Cronbach Coefficient Alpha. The binary logistic regression
model is used to estimate the probability of a binary
response based on one or more predictor (or independent)
variables (features).

4. Findings and Analysis

Analysis part of this study begins with descriptive form
of discussion where researcher has observed that 81% (table
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1) of Managers from various industries in Bangladesh
are aware of green HR and among them 55% (table 2)
employees have mentioned that their organizations are
holding a formal policy to execute Green HR practices.

Table 1. Employee awareness about green HRM
Frequency | Percent Valid Cumulative
Percent Percent
Yes1 180 81.4 81.4 81.4
Valid | No2 41 18.6 18.6 100.0
Total 221 100.0 100.0

Source: Survey Result

Table 2. Cross-tabulation

Does your company hold any
formal policies to execute the
Green HR practices? Total
1(Yes) 2 (No)

Are you 1(Yes) 100 80 180
aware about
Green 2 (No) 2 39 41
HRM?
Total 102 119 221

Source: Survey Result

70% (table 3) of employees who do not have any formal
Green HR policy, planned to implement it in near future
because they already started to realize the importance of the
implementation of Green HRM.

Table 3. Cross-tabulation

Does your

company planned

to practice Green Total

HR in near future?

1 (Yes) 2 (No)
Does your company hold 1 (Yes) 92 10 102
any formal policies to
execute the Green HR 2 (No) 83 36 119
practices?
Total 175 45 221

Source: Survey Result

The analysis gives a informative result on Green HR
awareness from the respondents who completed their
education at home or abroad. 92% of foreign masters holder
are aware of Green HR where as 83% Masters holder who
completed their degree from the local country are also aware
in this issue. All PhD holders from home and abroad are
aware of Green HRM (see Appendix 1).

Hypothesis testing

H1: Top level HR managers are not aware of Green HR
practices.

H2: Mid level HR managers are not aware of Green HR
practices.

H3: Junior HR employees are not aware of Green HR
practices.

Table 4. Are you aware about green HRM * Employee level
cross-tabulation

Employee Level
Top Mid Junior | Total
level level level
Are you aware 1(Yes) 38 90 52 180
about Green
HRM 2 (No) 5 21 15 41
Total 43 111 67 221

Source: Survey Result

By applying crosstabulation on collecting data, researcher
can make the decision that all the hypotheses are rejected.
Majority of the employees are aware of Green HRM. 88% of
Top level employees are aware about GHRM. So, H1 is
rejected, which means Top level HR managers are aware
about Green HR practices.

Table 5. Item statistics
Items Mean Std. N
Deviation
1. Green job design and analysis are 3.35 1.121 221
properly practiced in your organization
2. Green human resource planning 3.41 1.035 221
involves in your organizational
decision making
3. Your organization follows the green 3.33 1.106 221
recruitment process
4. Your organization follows the green 3.34 1.017 221
selection process
5. Green induction is applied in your 3.39 1.063 221
organization
6. Your organization emphasizes on 3.36 1.085 221
green performance management
7. Your organization focuses on green 3.28 1.108 221
training and development
8. Your organization emphasizes on 3.20 1.074 221
green reward management
9. Green health and safety management | 3.38 1.183 221
are properly practiced in your
organization
10. Your organization maintains green 3.30 1.084 221
employee discipline management
11. Your organization develops green 3.30 1.141 221
employee relations

81% of Mid level employees are aware of GHRM. So, H2
is rejected, which indicates Mid level Managers are aware
about Green HR practices.

78% of Junior level employees are aware about Green
HRM. So, H3 is rejected, which also indicates majority of
the Junior level employes are aware about Green HRM.

However, comperatively Top level managers are more
aware about green HRM than Mid level and Junior level
Managers.

Reesarcher developed few Green HR functions based on
the literature and surveyed the questions among the various
level of managers, whether their organization emphasize on
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these or not. The funtions are Green job design and analysis,
Green human resource planning, Green recruitment process,
Green selection process, Green Induction, Green training and
development, Green performance management, Green
reward management, Green health and safety management,
Green employee discipline management, green employee
relations.

Reliability/internal consistency of the multi-item scales
for the construct is measured by using Cronbach coefficient
alpha. The alpha value for this study is .96 (table 6) which is
highly reliable. The minimally acceptable reliability for
primary research should be in the range of 0.50 to 0.60
(Nunnally, 1967).

Table 6. Reliability statistics

Cronbach's Cronbach's Alpha Based on No. of Items
Alpha Standardized Items '
.960 .960 11

Table 7. Green HRM activities in the organization

Opinion Scale Frequency Percent
Strongly Disagree 1-1.99 18 8.1
Disagree 2-2.99 41 18.6
Neutral 3-3.99 104 47.1
Agree 4-4.99 48 21.7
Strongly Agree 5.00 10 4.5
Total 221 Total 100

Source: Survey Result

It is observed from the above mentioned table 7 that
around 26% Managers agree and strongly agree to practice
Green HR activities in the organizations. Majority of the
respondents are neutral in their response regarding Green HR
practice in the organizations.

In this study, proper application of logit model is
important to know the factors which truly create an impact
on employees awareness level of Green HRM. The logit
model has used by the various authors to assess the
awareness of the project (Mahmud et al., 2007; Zaman, 2001;
Amin et al., 1994). The logit model is appropriate to use
when the dependent variable is dichotomous (Mahmud et al.,
2012). In this study, the dependent variable “Awareness of
GHRM” has two categories. Employees are aware of Green
HRM issues coded as “one” otherwise coded as “two”.

Ln[Pi/(1-Pi)] =0 + B1X1 + B2X2 + B3X3 + p4X4 + B5X5
+ B6X6 +

X1 = Attended HR related foreign training and seminar.

X2 = Attended HR related local training and seminar.

X3 = Presented HR related paper in conference.

X4 = HR related publications in journal.

X5 = Attended at conference as a keynote speaker.

X6 = Any friend who is a University teacher, helped you
to develop GHRM issue

Pi = Probability that the awareness on GHRM would
increase.

1-Pi = Probability that the awareness on GHRM would not
increase.

B0 = Constant

Bi = Coefficient to be estimated

W = Error term

Table 8. Binary logistic regression

Variable Coefficient Wald sigly_:i\f/?!a?]fce 8?:;
3{0] -4.881 7.319 .007 .008
X1 .885 3.992 .046 2.422
X2 .580 1.723 .189 1.786
X3 .334 495 482 1.396
X4 -172 .093 761 .842
X5 .813 1.012 314 2.254
X6 -.385 1.038 .308 .681

Cox and Snell R2: 050

A logit model has applied to assess the awareness on
employees green HR concept. In this study variable X1
provided the significant result (.046) which is less than .050.
The employees who already attended in foreign training and
seminars are aware of Green HRM where as other variables
like HR related local training, seminar, paper presentation in
a conference, conference keynote speaker, publications are
failed to prove any significant influnce.

The effect of Foreign training and seminars are significant
on employees Green HR awareness due to its multi
dimensional benefit. Foreign training and seminars helps to
enhance the skills, capabilities and knowledge of employees
for dealing with the contemporary issues. Furthermore,
foreign training and seminars mold the thinking of
employees and leads to quality performance on new agenda.

5. Conclusions

This study shows that majority of the HR managers from
different industries in Bangladesh are aware of Green
Human Resource Management. However, proper Green HR
activities are not yet practiced in the organization. Hence,
organizations want to execute the Green HR policy in near
future. Foreign training and seminars are significant factors
to increase the awareness about Green human resource
management among various levels of HR managers in the
organization.

To enhance the Green human resource management
practices, Government should incorporate Green human
resource management practice in Bangladesh labor law as
well as promote the organizations who practice green HRM.
In addition, Universities should introduce green HRM in
their syllabus. Furthermore, organizations should develop
strategic human resource management policy based on
Green HRM concept, specially promote green employee in
the organization.

In 21st century, HR professionals should deploy the Green



20 Mohammad Abdullah Al Mamun:  An Analysis of Employee Awareness on Green
Human Resource Management Practices: Evidence from Bangladesh

cues in traditional HR functions to ensure the sustainable
environment and to gain the competitive advantage of the
organization. The people in the organizations also must
realize the importance of Green Movement, Green HR and
Green Audit. The responsibility of the present generation HR
Managers is to incorporate the Green HR Philosophy in
corporate mission statement, HR-Polices.

The major barrier in front of HR professionals is to realize
the capacity and profundity of green HRM in converting
their organizations as green unit. In this context, the
responsibility of the present generations, HR managers is to
create awareness among the youngsters and among the
people working for the organization about the Green HRM,
Green Movement, utilization of natural resources and
helping the corporate to maintain proper environment, and
retain the natural resources for our future generation i.e.
sustainable development.
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Appendix

l.a

Are you aware about Green HR? * Education Home
Crosstabulation

Count
Education Home Total
11 12 21 31 41
Are you 1 17 147 3 3 170
aware about 2 6 30 0 1 39
Green HRM?
Total 23 2 177 3 4 209
1b
Are you aware about Green HR? * Education Abroad
Crosstabulation
Count
Education Abroad Total
12 22 32
Are you aware 1 0 12 2 14
about Green HRM? 5 1 1 0 2
Total 1 13 2 16
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