01X 300paXkeHb Ti€l €MOXH, JIETKO NMA€ThCA TOALT TOMIIIHBOI JIOMHOCTI HAa «IMCHICHTIBY» 1
«COBKIB»: 3 OIHOTO OOKY, HATXHEHHI OOpIIi 3a CBOOOY, 3 1HIIOTO — KAJIOT1IHI MPUCTOCYBAHIII.
A Bce X, Ha MO€ TICPEKOHAHHS, BKpail HECIIPAaBEJIMBO HE MTOMIYaTH, BIJIy4aTH 3 HAIIUX YSIBIICHb
PO HEJAABHE MHHYJEC BJIACHE 3dpyuHUYbKe CTAHOBUIIE, IHKOIW I[IJIKOM CBIJOME, MUIBHOHIB
PaAsSHCHKUX JIFONICH, HAIIMX AIAYCiB 1 6a0ych, HAITMX OaThKiB: TUX, KOMY KOHYE MOTPiOHO OyIo,
Xail HaBITh MiJ] HEMPaBEJHUM OKOM, J0aTu MpO CBOiX OMIDKHIX, OyayBaTW >KUTTA, 3aXHILATH
pinHy kpainy. Ta i cbOTO/HI, Y HAaIlIOMY IIOJCHHOMY iCHYBaHHI, Y/ HE MOTPAIUIIEMO MU pa3 1o
pa3 y CHTYaIlil0 3apyYHHUKA, sIKa BHIITOBXYE HAC 13 HADKIHKCHOI KONl «IIPUCTOWHOT» MOBEIIHKH,
1mo30aByisie BIIACHUX HAIPaIllbOBAaHUX MOPAJIBHHX Opi€HTHUPIB? Y CHUTyallifo, € MU TOBHHHI
YCBIIOMITFOBATH, IO CIIpaBa HE B HAC 1 HE B HAIIOMY pillieHH] — a B [HIIomy?

I Bce X, HEMOXKJIMBO HE 3BaKaTd Ha OYCBHIHY IPUHUIIMBICTh, OOpa3IMBICTB,
HecmepnHicmy U JIOJUHUA CTaHy 3apy4YHHITBA Y Oynb-skomy ioro mposisi. HixTo, nesHe, s
cebe 0 He mobakaB OyTH minbKu 3apyuHuKom CBO€i baThbKIBITMHU, 3apYYHUKOM CBOIX JIiTeH abo
y4HiB. A mpoTe Haragar Mynpy AyMKy JleBiHaca: came 3aBIsSKM CUTYaIlil 3apyYHHIITBA Ha CBITi
MOXYTh ICHYBaTW >KaJlb, CHIBUYTTS 1 mpomieHHs. OTOoX, SK HaM 370J1aTH I BCEMONINHAIUE
3a4apoBaHE KOJO BCECBITHBOTO 3apydHHNTBA? AOO, MOXIWBO, SK Y BHIIAJKy 3 KOJOM
TepPMEHEBTHYHUM, [TUTATH BAPTO PAJIIIE PO TE, IK HAM MPABWILHO J0 HHOTO YBIHTH?

IcHyIOTH 1Ba TOCHTH ONMU3bKi, aje pa3oM 3 TUM KOHTPACTHI TEPMIHU: 3apyuHUymeo
sacmynnuymeo. OOUIBa MAIOTh CTOCYHOK JI0 BUTOKOBOI JJOOHTOJIOTIYHOT JIFOJICHKOI OJIM3BKOCTI,
mo 3000B’s3ye HAc 10 1 HE3alNeXHO Bix Hamoro BuOopy. Ilpore 3apyyHHITBO SIK Take,
3apy4YHHUITBO Y CBOEMY HaWOUIbII BiIBEPTOMY 1, BOAHOYAC, HANOUIBII OpyTambHOMY BUIVISAIL
HaB’s3y€ II0 OJHM3BKICTh JIIOJACBKOMY CyO’€KTOBI HACHJIBHHIBKMM YHHOM, 3HYIIAJIbHO
EKCIUTyaTyIOud HMOTO E€K3UCTCHIIHHY OOyMOBIEHiCTh. HaroMicTh 3acTymHUITBO 0Oa3zyeThcsi Ha
TOMY, IO JIFOJMHA BUTBHO Oepe Ha cebe TsArap BiMMOBIAAIBHOCTI 3a [HIIOTO, BUIBHO W CBiIOMO
MoKJIazae Ha cebe EK3UCTEHIIHHE SPMO CBOTO ONMKHBOTO — 3acmynae HWoro cobor. Tox
3aCTYIHHIITBO HE I[apWHA HEBOJII, BOHO — I[apWHA JIFOJICBKUX BYMHKIB. TUTbKH TyXOBHO CHIJIbHA
JIONMHA B 3MO31 3aCTYMUTHUCS 32 CBOIX OJMKHIX, 32 THUX, KOMY MOTpiOHa AOMOMOra, 3a CBOIO
KpaiHy B 4ac CKpPyTH. | BHYTpIIIHEOMY IIPOOY/IDKEHHIO Cy0’€KTa JI0 TAKOTO 3aCTYITHUIITBA HisKI
30BHIIIHI YTHCKHU MEPEIIKOJUTH HE MOXYTh: JIIOJUHI BUIBHO BCTATH 3 KOJIiH, HaBIiTh SIKIIO Y HEl
MIITHO TepexoruieHi pyku. Bcratm — 1 pBOHYTH 3a COOOIO0 BECh JIQHIIOT JIFOACHKUX 3B’SI3KiB,
B3a€MO3aJIS)KHOCTEH, Ha Il 1 CTpaXaaHb.

Jlireparypa:
1. Levinas E. En découvrant I’existence avec Husserl et Heidegger. — Paris: Vrin, 2006.

SOCIALLY RESPONSIBLE MANAGEMENT OF HUMAN RESOURCES
THROUGH THE APPLICATION OF THE PRINCIPLES OF GREEN HUMAN
RESOURCE MANAGEMENT
Regina Andriukaitiené,

Lithuanian Sports University,

Kaunas, Lithuania

Relevance of the research. The socially responsible practice of human resource
management contributes to positive internal and external positive organizational changes, when
human resources are developed on the basis of relationships through cooperation, learning,
sharing of experience, organizational innovation in carrying out activities in a creative way and
also on resource-saving. In this context, a positive psychological environment is especially
important - respect for the employee, effective cooperation, protection from stress, excessive
workload. Socially responsible human resource management leads to a higher involvement of
employees in achieving the goals of the organization, and this also determines the level of
involvement in solving environmental problems.
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Research methodology: analysis of scientific literature. The problem of the study is the
question of the importance of the green principles of human resource management and what
issues need to be addressed in organizations in order to achieve socially responsible management
and ensure sustainable development. Aim of the research - to research the role of Green
Performance Management (GPM) in socially responsible and sustainable development activities
of organizations, and to define the most commonly used green performance management (GPM)
elemets in research, assessing the application of this practice in organizations.

Research results. Corporate social responsibility practices are at the heart of sustainable
development, so the concepts of social responsibility and sustainability are used in a variety of
contexts, including human resource management. According to Mazur & Walczyna (2020), the
rise of the concept of sustainable development (SD) has contributed to the growing interest in
practice, including sustainable human resource management (sustainable human resource
management system) and the results of these practices. According to Mazur (2015), areas where
human resource management could contribute to the maintenance of organizational sustainable
development, there is leadership development and development, training and development,
change and talent management, collaboration and teamwork, multicultural and ethical
management, value building and inspiration, health safety, employee engagement. Socially
responsible humanistic human resource management is not possible by saving at the expense of
employees, i.e. without hiring professionals in areas important to the organization, managers
with poor education and therefore not interested in their employees learning and improving
(Asis-Castro, 2018). Responsible and sustainable sustainable management of human resources is
ensured by attracting employees with values and beliefs that are adequate to the organization;
providing an opportunity to learn effectively and develop sustainable awareness of development,
performance evaluation, skills and expanding knowledge (Dumont, 2017). Research identifies
the essence and importance of Green human resource management in the processes of
responsible human resource management in ensuring the sustainable development of
organizations. Green human resource management is defined as using human resources
management policies, philosophies, and practices that promote the sustainable use of business
resources, preventively seeking to minimize any unwanted harm in organisations (Torugsa et al,
2013). Mampra (2013) defines green human resource management as the use of human resources
management policies that promote the sustainable use of resources in businesses and promote
environmental protection, which further increases the morale and satisfaction of employees. The
data show that sustainable human resource management directly affects the level of social
responsibility of the organization (Pashazadeh and Behrozi, 2024). In order to gain trust and
reputation in the market, companies need to incorporate CSR values into their business practices
(Sharma & McLean, 2024). Green human resource management means taking action and
shaping and promoting pro-ecological attitudes in the working environment (Wielewska et al,
2023; Piwowar-Sulej et al, 2024). A green human resource management policy consists of seven
factors (Muzammel Shah, 2019): green salary management; green occupational safety and
health, green work design, green labour relations, sustainable performance management;
sustainable recruitment and selection, sustainable training and development. Agyabeng- Mensah
et al. (2020), Acquah et al. (2021) distinguish such research scales as green training and
education programs; the green performance measurement system; green promotional and reward
schemes; green recruitment practices; involvement of employees in green decision-making.
Pham et al. (2019) distinguishes the areas of green human resource management. Green
trainingwhen we seek to clarify whether there is sufficient training for employees on
environmental issues or whether they can be able to be trained on environmental issues, how
often do they participate in environmental training and use the knowledge gained. The Green
performance management scale is also distinguished, where we seek to determine the
understanding of employees about specific environmental goals, goals and responsibilities,
which must be fulfilled by each employee, assess the behavior and input of employees, the
assessment of their involvement in environmental activities, and the role of managers in this
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context. Green employee involvement is assessed on the basis of the availability of green offer
schemes and joint consultations on environmental issues for employees, seminars offered by the
organization to employees to improve behavior in the environment and the peculiarities of the
communication of managers with employees on environmental issues, the possibility for
employees to make decisions on environmental problems and participation in problem-solving
groups related to environmental issues.

Conclusions. Green Performance Management is a practice that promotes the
implementation of social responsibility and sustainable development of organizations. Green
Performance Management (GPM) is an employee performance assessment system in the
environmental management process. Managing green human resources can bring positive
environmental and organizational results, but its implementation involves various obstacles and
approaches to the benefits of GHRM. Companies implement green human resource management
initiatives by involving their employees in green practices, but this is not done enough.

When establishing the integration of Green Performance Management (GPM) principles,
the most frequently studied Green performance management, Green employee involvement,
Green training, zaliyjy mokymo ir $vietimo programy naudojimo lygis; the green performance
measurement system; green promotional and reward schemes; green recruitment practices;
involvement of employees in green decision-making.

Key words: socially responsible, HRM, green human resource managemet
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JIAJEKTUKA SIK HEOBXITHA METOAOJIOI'TA
OLIIOCOPCBKO-OCBITHBOI'O JUCKYPCY
Bo3usk B.C.
JIpocoouusbkuit oepsrrcasnuil neoazoziunuii ynieepcumem imeni leana @panka,
M. /lpozobuuy, Ykpaina

[TutanHs PO METOOJIOTIUHI MiJICTABH TEJAroriKM SIK HAyKH CTOITh YK€ TOCTPO, IO
3YMOBJICHO K CHUCTEMHOIO KpH3010 y cdepi cyyacHOI YyKpaiHCbKOi OCBITH, TaK 1 IOBHOIO
METO/IOJIOTIYHOK O€3MOpagHICTIO Tpallb, SIKI MPETEHAYIOTh Ha «TEOPETUYHY IMEIarorikyy.
CrpaBa B TiM, 10 MeJarorika MoKM 110 He Ma€ cBO€l pyH1aMEHTaIbHOI TEOpii.

CyuacHuii i10co(hcbK0-0CBITHIN AUCKYPC BaXKO 3aIliJO3PUTU Xoua O y SIKIHChH yeasi
(He KaXXy4H BKe IIPOo MOBary) 70 AlajJeKTHUKU. BiH mpocTo BiABEPTO HEXTYE HEIO.

Konu s roBopio npo aAianekTHKy, TO IPU IbOMY, 3pO3yMLI0, HE HIEThCSA MPO HACKPI3b
171€0JI0T130BaHUM 1 MPOCSIKHYTUN MO3UTUBI3MOM OMIIIIHUN «IiamMar» paasHCHKHUX YaciB, 3 YUM
CrpaBXkHIO (KJACHYHYy) MJIQIEKTUKY JOCI TPOJOBXKYIOTh OTOTOXKHIOBATH 1ii HeoOi3HaHI
OpOTUBHUKHU. I1i]1 KIacH4HOIO («BHCOKOI0») JIANEKTUKOIO 51 po3yMito JianekTuky ['erenst (skuit
CHMHTE3yBaB [IaJeKTU4HI 1/1e1 CBOIX TMOMEpeaHUKIB B 1CTOPUKO-(iIocCOPCHKOMY TIpoOIIeci),
nmianektuky K. Mapkca, E.B. InbenkoBa, B.A. Bocenka ta inei ix mocnigoBHukiB. Knacuuna
dbopma 3a CBOEIO TIPUPOJIOIO € TAKOIO, IO 3HANACHA pa3 i Ha3aedcou; 0e3 Hel ONATbIITUN TTOCTYIT
y KyJbTYpl IPOCTO HEMOKJIUBUH.

®inocodiss BXOAUTh Yy TKAHMHY TEOPETUYHOI 1 MPAKTUYHOI MENaroriki He y BUIJISAIL
«METOJMYHUX BKa3iBOK», MPUHIIMIIIB, AUPEKTHUB, Hopajx Ta iH. Bes cmpaBa — B ocobucmocmi
camoz2o @uumens, B PIBHI PO3BUHEHOCTI HOro KyNbTypH, HOro yHIBEpCaJbHUX MIISUTBHUX
3pibHocTel. Dinocodis BXOAWTH y MENATOTIKY 0coOucmicHo, OCOOUCTICTIO BUMTENs. PiBHUM
YUHOM II€ JK CTOCY€ETHCS 1 TIAJIEKTHKH.

A 3a3BHuail menarorn KOPHUCTYIOTbCS BCUISKUMH «(PITOCOPCHKUMM» CHUMYISIKPAMHU,
nigpoOKamu, SKI BJAJI0 MAacKylOTh 1 OCBSIUYIOTh THUIIOBO IeaaroridHi 3ab6o0onu. Taki crioco6u

17


https://doi.org/10.1007/s10551-023-05456-3

