VK 331.1
Stoliaruk Khrystyna S.
PhD in economics, assistant professor,
Vadim Hetman Kyiv National Economic University

AN EMPLOYEE PSYCHOLOGICAL GREEN CLIMATE

Green human resources management (GHRM) practices influence
employee psychological green climate. Organizational GHRM
practices will contribute to psychological green climate perception,
which is strongly linked to sustainable behavior.

A psychological green climate, and a social and psychological
system, relate to how GHRM affects employee green behavior.
Employees’ perceptions of their organizations’ policies, as well as
“individual perceptions of work environment attributes,” are referred to
as the psychological climate [1]. Psychological green -climate
perception refers to the understanding of employees about a company’s
environmentally friendly policies, practices, and activities, as well as
its green values.

People notice and give meaning to their workplace attributes by
establishing climate perception, that their firms are environmentally
friendly and, as a result, they act in environmentally responsible ways
the psychological green climate is likely to improve based on the
organization’s GHRM practices.

Therefore, employees perceive an organization as environmentally
friendly when it employs GHRM practices and procedures, and they
respect its contributions to environmental protection.

If green policies are not applied in HR activities, employees will
perceive their business as less socially responsible to the environment.
As a result, their psychological green climate perceptions would
degrade.

The studies conducted by Chou [2] demonstrated that green climate
also refers to corporations’ implementation of pro-environmental
policies to achieve sustainability goals.

Schneider, Ehrhart, and Macey [3] stated that climate perception is
strongly related to employee behavior. Employees first perceive and
evaluate their work environments and then respond based on that
perception.

Employees should have a greater understanding of the behaviors
that are appreciated and rewarded in the organization if there is a
positive psychological green climate. When a company promotes
environmental protection as part of its overall strategy and acts
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sustainably, it sends its employees the message that they should do the
same. GHRM is used by organizations that think beyond basic
economic gains and that consider EM systems when making decisions.
Green activities are incorporated into the work environment attributes
of such firms, and each management function is designed with greening
aims in mind. Employees are encouraged to participate in green
behaviors as a result of the organization’s environmental concern and
attempts to contribute to greening [4].

Corporate environmental strategy determines diverse options that
reflect the planned and unplanned phases of any organization.
Generally, the managers deal with numerous consequences to follow
environmental strategies. The diverse environmental strategies may
perhaps be followed by considering the period and the organizational
cost benefits requirements. Universally the corporate environmental
strategies may encompass the corporate environmental risks and
performance. The corporate environmental strategy and in-duces the
green psychological climate among the stakeholders at workplace. As
in case the corporate strategy is to support environment for which
employees may exhibit behaviors that are influenced by psychological
green climate. If the corporate strategy is to reward employees for
innovative environmental the initiatives the green psychological
climate would be reflected by the employees being motivated and
stimulated to engage in environment supportive practices (Aguinis &
Glavas, 2013). [5; 6; 7; 8].

With companies now changing their business strategies and efforts
toward a more environmentally focused agenda, HR must adjust its
mandate and expand its scope by incorporating environmental
management so as to transform how it performs its core HR functions.
HR has the ability to measure and influence employee sustainability-
related behavior, attitudes, knowledge, and motivation. Hence,
organizations can utilize HRM to effectively deliver and implement
environmentally sustainable policies. Existing studies have identified a
range of green HRM practices. For example, for green HRM to be an
effective force in eliciting employee workplace green behavior, it
should ensure that the firm has recruitment strategies aimed at attracting
employees who have similar environmental values and beliefs as the
organization; development, performance, and reward practices that take
into account individual environmental performance; and effective
training programs that develop environmental awareness, attitudes,
skills, and knowledge [9].

Employee green behavior is pro-social in nature; and from a
pragmatic perspective, routine workplace green behavior should
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include both in-role and extra-role green behavior, as both forms of
behavior contribute to organizational outcomes through value creation.
How behavior is ultimately classified, such as whether such behavior is
in-role or extra-role, is dependent on the organization and the
expectations that the organization has of its employees. There could be
instances in many jobs that require employees to behave “green,” such
as jobs that require employees to ensure that toxic waste is not poured
into local water systems or that hazardous material is disposed of in
accordance with organizational policies and government regulations.
These types of behaviors would be expected of the employee and,
therefore, form part of a person’s formal job duties. However, extra-
role green behavior is more cryptic in nature and could be as simple as
suggestions to improve organizational environmental performance
through turning off computers at the end of the day and turning off
lights when not in use [9].
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CTPATEIYHE YIIPABJIIHHA NMEPCOHAJIOM
AT «PAUODAUIEH BAHK»

quaCHl 3MiHH €KOHOMIKH CTaBJISATH TEpe]] OPTaHi3aIielo psy 3a-
Jla4, OHIEIO 3 SIKUX € MiJABHUIIECHHS e()eKTUBHOCTI BUKOPHCTAHHS KaJl-
poBoro moTeHmiamy. Jls JOCSTHEHHSI [BOTO 3aBJIaHHS HEeoOX1gHO
BJIAJIO TIOOYIyBaTH cucTeMy CTpaTerquoro YIpaBIIiHHS TIEPCOHAIIOM,
[0 BU3HAYA€ aKTVaJIbHICTD L€l TEMU IOCIIIKEHHS.

MeToro HOCHIIKEHHS € aHai3 0COOIMBOCTEN CHCTEMH CTDATEry-
HOT'O VIIPABJIiHHS II€PCOHAIOM, BHILICHHS OCHOBHMX HAIDIMKIB DO3-
BUTKY JUIS TOKDAIIEHHS KOHKYPEHTOCIIPOMOXKHOCTI Ha mpukiami AT
«Paiibdaiizen 6aHK».

CVTh CHCTEMHU CTPATETIYHOrO VIIPABJIIHHS IEPCOHATIOM OaHKY I10-
JIsirac v JOCATHEHHI HijgeH Ta Micii IUIIXOM 3a0€e3IeYeHHs HOro Misib-
HOCTI HEOOX1THUMH pecypcamH i BiIOBITHUM BUCOKOKBaTi(hiKOBaHUM
nepconaiom [11.

CrpaTteriude yopasaiHHs IIEPCOHAJIOM BapTO PO3IIISLAATH SIK KOM-
IUIEKCHY CUCTEMY, 1110 BKJIIOYA€E v ceOe PI3HOMAHITHI €JIEMEHTH POOOTH
13 IIEPCOHAIOM SIK V KODOTKOCTDOKOBIH, TaK 1 V JOBIOCTDOKOBIH HEDC-
nekTuBi. Taki OCHOBHI €JIeMEHTH pOOOTH 3 IEPCOHATIOM 300pakeHi Ha
puc. 1 [2].

OCHOBHUM 3aBIaHHSIM CTPATETii VIIDABIIIHHS IIEPCOHAJIOM € BH3Ha-
YEHHSI MOYKJIMBUX HUISIXIB PO3BUTKY HEOOXIIHMX KOMIIETEHIIIH BCHOTO
IIEPCOHAIY 1 KOXKHOT'O CIIIBpOOITHHKA 30KpeMa. Lle macTs MOXKIMBICTD
MIIBUINUTA KOHKYDEHTOCIDOMOXKHICTH OaHKY 3a DaXVHOK 3a0esme-
YeHHsI Oe3MepepBHOrO TPOIECY PO3BUTKY CBOIX TPAIliBHUKIB Ta ix
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