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ABSTRACT:
         
In recent scenario, all the organizations are aware of the importance of social, and ecological, ethical objectives. In addition of financial profit, organizations are setting themselves new goals, focusing on individual, and environment friendly performance and development.
                       
 One of the disciplines that is promoting “green “organization is Sustainable Human Resource Management (SHRM). Sustainable development goals (SDGs) are achieved through the adoption of new ecological techniques by the organization’s human capital and by the integration of innovative sustainable strategies. This systematic literature review examines the key role of SHRM in developing a sustainable work environment and in facilitating the attainment of SDGs. 

Based on selection of empirical and conceptual articles, this review identifies the antecedents and outcomes of SHRM and highlights the obstacles to sustainable implementation not only at the level of organization, but also from an international perspective. 
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INTRODUCTION

 In this emerging field, it has been generally observed that the existent literature has to be extended further from the perspective of functions of Human Resource Management (HRM). It reveals that much of the past research focused on a few functions of HRM such as recruitment, training and development, performance evaluation and reward management in integrating environmental management with HRM though HRM has more potential and scope in improving organization’s environmental performance. Hence, this review incorporates diverse functions of HRM to explore the respective green HRM practices under those functions. The findings of the review have identified and highlighted several green HRM practices under the 12 functions of HRM such as job design, job analysis, human resource planning, recruitment, selection, induction, performance evaluation, training and development, reward management, discipline management, health and safety management and employee relations. The contribution of this paper lies in extending the scope and depth of green HRM in materializing sustainable environmental performance of organizations.

 Exploring and synthesizing about these green HRM practices which are being practiced and are to be practiced by the business and other organizations will contribute significantly to the HRM field academically and practically. Green HRM is an emerging field of research in the organizational studies after 1990s. Due to that, this paper has its focus on exploring green HRM practices from the light of existing theoretical and empirical research works done by the scholars in this field. Hence, the objective of this review is to explore and record green human resource management practices of the organizations based on the existing literature.





Green human resource planning
   
 At present, some companies engage in forecasting number of employees and types of employees, needed to implement corporate environmental management initiatives/programs/activities (e.g. ISO 14001, cleaner production, responsible care etc.).These aregood practices some leading companies have adopted to manage their environmental issues. The corporate environmental management initiatives demand some new job positions and specific set of skills. Green human resource planning gets required in this context. In addition these companies engage in deciding strategies to meet the forecasted demand for environmental works (e.g. appointing consultants/experts to perform energy or environmental audits) and sometimes they are outsourcing. As far as existing literature is concerned, it did not clearly specify the practices under the function of green human resource planning. However, based on the observations of the industries and organizations, it is possible to identify certain green human resource planning practices. 

     
      Practices: Green human resource planning
     
 Engaging in forecasting number of employees and types of employees, needed to implement the corporate environmental management initiatives/programs/activities (e.g. ISO 14001, cleaner production, responsible care etc).
Engaging in deciding strategies to meet the forecasted demand for environmental works (e.g. appointing consultants/experts to perform energy or environmental audit etc).

Green recruitment in general, environment concerned companies has their own environmental policy framework. In materializing the established environmental policies, companies need environmentally oriented workforce. In creating environmental oriented workforce, companies have two options: First is focusing on green recruitment. Second is providing required environmental protection related awareness, education, training and development to the existing workforce. The first option is more proactive and cost effective than the second option. Hence, searching best green recruitment practices is import an organizations.In the recruitment context, what some companies are doings that they integrate corporate environmental policy and strategies with the recruitment policy of the company. A survey by the British Carbon Trust confirms that most of the employees (more than 75%) considering working for an organization perceiveditas important that they have an active environmental policy to reduce carbon emissions (Clarke, 2006).On the other hand,potential employees also search and want to work in the environmental concerned organizations. In United Kingdom environmental issues have an impact on organizations‟ recruitment efforts, and according to a survey high-achieving graduates judge the environmental performance and reputation of a company as a criterion for decision-making when applying for job vacancies (Wherever, 1996;Oates, 1996).
 The Chartered Institute of Personnel and Development (CIPD) believe in that becoming a green employer may improve employer branding, company image and is a useful way to attract potential employees who have environmental orientation (CIPD, 2007).Attracting environmentally aware talent might be facilitated by pro-active branding of the organization as a high-quality “green employer of choice” (Renwick et al,2008; Jackstone al, 2011).Increasingly, firms are beginning to recognize that gaining a reputation as a green employer is an effective way to attract new talent (Phillips, 2007; Stringer, 2009).Really,  Additionally, in order to attract environmentally concerned people for job vacancies, job advertisements of some companies express certain environmental values (e.g. be a part of the green team of ABC.. or we are a socially and environmentally responsible employer) in their job advertisements. Some companies also express their preferences to recruit candidates who have competency and attitudes to participate in corporate environmental management initiatives too. These are some of the green recruitment practices an organization can have. 


Green recruitment

Including environmental criteria in the recruitment messages. Communicating the employer’s concern about greening through recruitment efforts.Reflecting environmental policy and strategies of the organization in its recruitment policy. Expressing certain environmental values (e.g. be a part of the green team of ABC... or we are a socially and environmentally responsible employer) in the job advertisements of the company. Expressing the preference of the organization to recruit candidates who have competency and attitudes to participate in corporate environmental management initiatives too in the recruitment message. 


Green selection 

  In the selection context, when making selection for the job vacancies some companies consider candidates‟ environmental concern and interest as selection criteria. When interviewing candidates or evaluating them for selection, environmental-related questions are asked by those companies (Crosby and Knight, 1995; Wherever, 1996; North, 1997; Revill, 2000).Really, these are some of the good green selection practices any organization can adopt to select environmental friendly people in addition to the normal selection criteria relating to the specific duties of the job being concerned


Green induction
    
  Induction for new employees seems to be needed to ensure they understand and approach their corporate environmental culture in a serious way (Wehrmeyer, 1996).Companies can adopt two approaches in respect of green induction. They are general green induction and job specific green induction. Some companies practice general green induction. After selecting the candidates for the posts, these companies provide necessary basic information about the corporate environmental management policy, system and practices.

 In some instances, certain organizations do specific green induction as well to their new recruits. They induct new employees about environmental orientation programs specific to their jobs. In general, these two green induction practices are important for any organization now days. Organization should ensure that new recruits understand their environmental responsibilities, become familiar with health and safety arrangements, appreciate the corporate environmental culture, adopt the company's environmental policy and practices, and know given relevant contact persons within the organization (Crosbie and Knight, 1995; Wehrmeyer, 1996; North,1997;Revill, 2000;Renwick et al, 2008;Renwick et al, 2013).Table 5 shows a listing of the existing HRM practices under the green induction.





Green performance evaluation
   
 	Measuring employee green performance of job is one of the key functions in green HRM. Without this practice any organization cannot ensure the realistic environmental performance (firm level) in long term basis. Evaluation of green performance of employee must be done separately or at least as a part of the performance evaluation system of the organization. 
   
 Many organizations have established environmental management information systems (Wells et al, 1993), and environmental audits (Carpenter, 1994). Schwalm (1994) states that the aim of an environmental management information systemic to effectively monitor the large number of pollution, resource usage, energy and regulatory requirements an organization encounters.Milliman and Clair (1996) statethat when an EMIS has been developed, it is important that it is not just used for reporting purposes, but should also be integrated with performance appraisals of managers as well as employees. Incorporating corporate environmental management objectives and targets with the performance evaluation system of the organization is a must for any organization now days.

 Organizations must include environmental issues as well as environmental incidents, take-up of environmental responsibilities and the success of communicating environmental concerns and policy within the performance evaluation system of the company (Wehrmeyer, 1996). Installing corporate-wide environmental performance standards is also a must in the green performance evaluation context. Firms like Amoco in the United States (U.S.) have tackled them by installing corporate-wide environmental performance standards (which cover on-site use, waste management, environmental audits, and the reduction of waste) to measure environmental performance standards, and developing green information systems and audits (to gain useful data on managerial environmental performance).

 	The Union Carbide Corporation is a wholly owned subsidiary of The Dow Chemical Company, that includes a green audit programmed that contains field audits –which are seen as important, as they can give employees a mechanism by which they can raise any recurring problems, and gain information and feedback on past and future environmental performance of their firm (Milliman and Clair, 1996).Installing corporate-wide environmental performance standards or establishing green performance indicators into performance management system, and appraisals is not adequate. Communication of green schemes, performance indicators and standards to all levels of staff through performance evaluation system and establishing firm-wide dialogue on green matter are also needed to materialize targeted environmental performance (Renwick et al, 2008; Renwick et al, 2013).





Discussion
   
The above review of literature evidences, to a significant extent, inherent capacity of HRM functions in greening employees and organizational operations. From job design function to employee relations, HRM has gigantic potential in greening organization and its operations. The key challenge in front of HR professionals is to understand the scope and depth of green HRM in transforming their organizations as green entities. This effort ultimately leads to better environmental performance of the organization.
In other words, greening of HRM functions will reduce negative environmental impacts of the organization and improve the positive environmental impacts of the organization. In improving organization’s environmental performance, people factor is one of the key factors. To create, practice and maintain environmental related innovative behaviors of employees coupled with right attitude of greening, green HRM practices are critical. Without proper green HRM practices, it is difficult to create and maintain sustainable environmental performance. Hence, we assert that by understanding the scope and depth of green HRM practices organizations will have a capability of performing in more environmentally friendly manner than ever before. 





Suggestion

 Based on this review, it is possible to conclude that by understanding and increasing the scope and depth of green HRM practices, organizations can improve their environmental performance in a more sustainable manner than before. The green HRM practices are more powerful tools in making organizations and their operations green. The green performance, green behaviors, green attitude, and green competencies of human resources can be shaped and reshaped through adaptation of green HRM practices. Hence, we suggest that organizations be required to give more priority to make each function of HRM green.
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