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INTRODUCTION

b the 20st century, with the expansion of globalization across the world, it has been realized that enyiromments
wpects also need 1o be given attention by every discipling of the world such as manufacturing, corporaes, education
or politics The recent interest in environmentalism globally has arisen from specific treaties 1 combat chimats
ange cspecilly by the manufacturing industries (Vietor, 2001), Growing concern for protecting the environment
globally and the development of international standards for environmental management has created 4 need for
business 1o adopt environmental strategies and programs ofganizations 1oday have become mote conscious sbo the
woving importance of integration of environmental management Al sman 1esoumes matagemen, O'W’”
wow believe that employees must be inspired, empowered and made aware of environmental greening 1o carry o

geen management initiatives

Organisations are nowadays realizing that, in addition o focsing on financial ﬂﬂﬂ‘:’:"’w”‘":“ the l":;z
wd environmental impacts for thelr longerm sustainability, i “:awdl (P‘zm'« Maloni and Carter,
resent without compromising the nhilily of future K‘Mmm 10 oy m:' Mm h’mmm'
P09 1M plays a critical role in embedding the sustainability strategy of g’r" Veople, Vianet and Proft. 1t
livation, values and trust 10 achieve the uipl& bottom ine thd’ ":::;‘mm'mm
“ures long term health and sustainability of both the ""’”iz‘“m :"M stally friendly ﬂm, Thus, there is 4
Attt cquity, development and well being; and supports envir

, & Wiight,

, (Deshwal, 2015, Jain, 2009

“oning need for the integration of envirenmental sustainability %:L’:KIIM‘M every a;wlayu interface o promote

P Tord & Snell, 2007), CGreen Human Resource Mﬁﬂw f on the issues of sustainability (Mandip.
Wainab) fractices and increase Mﬂpu’yw swarenoss e s

/'Al/,

!"’,‘ [N I,Iu‘ml (,1,;,"mt in “,"ub‘”mum w’m mﬂd W
' u»xm':,», for Responsible Management ducation . 2010
PIng new knowledge 1o promote environmental 1 ity (F M with | sustainability; Many
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hers (Daily and Huang, 2001, Barnes, 1996; Florida and Dayigy
MR Lot 2 xecutives to environmental exe ; 5

. | a need redefining HR role from ”R. ‘.m:;\l/“;:r:u:ycr and Parker, l996)cu[t)i:“‘

(A \h,\\u.\.\uw |“ yn in implementing eny ironmental policies (We w are WillEH w:ork in; A
“"‘N“'\N‘M‘WJ A he employees’ perception is vital as cmhloyt}b are : firm
(1994) pointed out that the emplo) 000, Hewitt Associates found a strong correlation bety

ong " 1 . \\ Wio " il(l\'tl' L“ll“"l“L .\()Ulll 'Ls\"()"n\ll"ht, lnltlatlves (Hewitt
it kr\tl l" ni \"‘I
Q\\‘b‘ “Ll“ dl\d lh( I ‘

2009),

NT) s y \ M |
gain a competitive advantage ove

Biswas. Allard, Pousette and Harenstam(2017) in their sl.lfdy‘o‘l q:')::](‘:fl“f,-g:fis‘:g‘:nioc()srgal:g.
different sectors in India and Sweden, found that managers pnrfc.:p ‘I( g %he orguoizati
contributes to the organizations’ cﬂl‘clivcnc$ and |h'c nl'irnu.ll\"u\ul.sz g;(R e qug o N-GOOI'Q
pereeption of managers regarding the organization engaging in c.\lur?u. l ’ di t pt po tgl ““
and sustainable pursuits predict the organizational commll‘n‘\cnt p():\’lll\jt y n‘n_ “n; en tl.on 0 deewe
negatively (Biswas, Allard, Pousette, & Harenstam,2017) CSR practices beneficial to firm and orgg
(Mishra and Suar, 2010).

Knox, Maklan & French (2005) found out that Environment Management/ 'CSR initiative.s have been
employee engagement, through reduced costs due to increased employee rctcntllon as well as improved ‘
the eyes of employees. Green Staffing practices ensure that the selected candidates should possess persa '_
attitudinal attributes that prevent waste, show creativity and innovative ideas vis-a-vis the environment (R
Redman & Maguire 2008). The successful implementation of Environment Management initiatives _
essential in demonstrating the value of HR; it influences EM within organizations (Daily & Hung, 200!
managers can use teams to promote EM particularly when environmental problems are group-orient

Bishop & Steiner, 2007). Through EM teamwork solutions may be devised to eliminate extant
environmental problems at their sources (Carter & Dresner, 2001). GHRM, training and development

increase employees® ability to adapt to change and develop proactive attitudes toward environmental iss
& Dresner, 2001).

GHRM practices help to enhance employee engagement in Environment Management (EM) (Konard, 2006).
(2019) found that organisations that are willing and able o practice GHRM are likely to attract more cust
s‘han:holdcrs and comply with legal and ethical standards, There were differences in perceived positive 0
?rom implementing Green HR Practices’ various outcomes like improved employee morale, stronger public
mcrcusc.d‘cmploycc loyalty, increased brand recognition, gained a competitive advantage, increased 0
productivity and increased employee retention differed significantly according to company size (Jafri, 201
managers prevent harm to EM when they integrate environmental performance into performance mans
S)’Sltfmfd(.l'-PSlL‘m' & Roy.‘ 1997: Linsiluoto & Jarvenpid, 2010). The concept is relatively new for HE
;8g;?r;llil;]z::; l:‘::::::‘:; ‘g:)(l)];urli, l\‘vn decades (Rafferty, Maben, West and Robinson, 2005; Melcrum Pub
academic rccoglliliol{ al‘ld ha\?;‘ l:‘&x?“lll‘%l\ru?l‘ %‘l‘lflﬁ‘loyc‘c cngi.lgcmcn( emanates from two CORCEREEN ha
h the subjects of empirical research-Commitment and OCB (RO

Perryman, and Hayday, 2004: Rafferty, Maben, West and Robj

OCB ays be direc ‘ ‘ b
p:, '[n nl\.uy n(;t always be directly and formally recognised or rewarded b
ouons for example though of course OC an
: . course OCB may be reflected in £ i !
better performanc ay be reflected in favourable supervisor and co-worker

¢ appraisals (Organ 1988). OCR ; ;
RS Al . 15 thoug LT . ene
efficiency of work teams and organizations, cmﬁ'r‘i‘bl:l:ill:av:, u:: important impact on the effectivent

£ 10 the

(Dunlop and 1ee, 2004). The flexible nature of workers® yol overall productivity S
> R ) KCIS” roles j \ . ' |
that employees do get recognised and rewarded for o it the nuzdc.rn workplace and acknowlztgloﬂ‘;’ bl

standin of OC ; ; . Scotter, MOlOWile & Cross, o

familiar willf o t(hl:::h' ll'u“"'?g lhf: eXtra mile’ or ‘above and beyond’ to help others
been shown to have g 7 s S¢ Ideas continue g be 4 Popular way of conceptualising OCB: &5
on effects on the orgenices pacton employee performance ang wellbeing is. i has notic
ganisation (Organ, 1988). cing and this, in turn,
"gage in OCB tend to receive better pe

ratings by thei PG .

cngnic i|)1 l(h)L({:;nuuwg-"m(pmlsuk”n‘ MacKe hr loyoey
Bare simply liked more ang |~"“Ch‘ |2 |0()9 ). This could be because °mp ket

avourably, or may be due to more

¥ the company, through salary increm

an idea that many are

pereeived more
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1s0nS such as the manager’s belief that QCp
r)": oy ~ D ~ 3

“rccpli“” of OCB as a form of employee commj
Y

plays a slgnl

20006)-

saoement at work refers to harnessing Organizational
5" e

cmploy and express themselves physically, mbers’ selyes

& Saragih, 2013). There is a relationship between e

perceptions of HRD practices (Rurkkhum and Bartlet 2012; Gould

motivate and increase employee ‘s commitment (Nijhawan, 2014 and B William, 2003; stej

: ijn. 2004). GHRM
onni¢ & Su-Chun, 2001), : -

There have been researched reports about gender differences in OCB

(2003) found no significant target gender differences in OCB. Far:“dE\:r(l)rk ;tclg:gcment. Aquino and Bommer
differences across self-reports of any of the facets of OCB. Zhang (201 4’) reve?l(ed thaltn (1997) showed no gender
OCB- altruism and greater OCB—civic virtue than did men; however WA KiEsciucid pcolis

L no i :
ratings of OCB—conscientiousness, OCB—courtesy, or OCB—SPOrtsmans}ﬁpg&n-j:;gg?qEﬁes were fou;\d in self.
staff in Indriavand conc}uded t,h?t is not any relationship exists between engagement ;ndgagemcr:Ym
REISSOVA, SIMSOVA & HASOVA, 2017). Gender differences have also been found to determine the l’evel o;'

one's engagement within one's workplace (Shukla, Adhikari & Singh, 2015; Garg, 2014). The majority of the

studies on GHRM focused on the manufacturing sector as it generates greater environmental impacts than the
service sector (Jabbour, 2013; Lee, 2009).

The findings of gender differences and sector-wise differences regarding GHRM practices, OCB and work
engagement are inconclusive. However, when so much has been told about how GHRM influences engagement and
work behaviour in organizations, few studies are comparing the manufacturing and service sector in terms of their
GHRM practices and its impact on employee behaviour and engagement. As 60 per cent of India’s business depends
on the service sector and manufacturing sector contributes 29.3 percentages while thc service soclon contributes
54.40 percentages in Indian GDP 2018-19 (Sector-wise contribution of GDP of India, 2-019). It is unportmt to
understand, the practice of GHRM in both sectors and how it affects their employee perception and behaviour.

i GHRM practices
In the backdrop of the above research trends, the current research aims to study whether

: acturing and service sector.
significantly predict OCB and employee engagement among employees of the manuf:

OBJECTIVES S
: - e itizenshi 1our.
* To measure whether GHRM practices will significantly predict organization CIiZe en,:
: agem
* Tomeasure whether GHRM practices will significantly predict employee i 5 . ciizenship behaviour
ices, organizatl i

* Tostudy whether there is a significant effect of gender on GHRM practl '

and employee engagement. e . n citizenship behaviour
" To Study whether there s a significant effect of a Secter on GHRM P :

and employee engagement.
' GHRm practices will significantly predict the orgamzatlonal f
% | cmployees in 1675 ©
4 HRM practices will and female

"+ There i -

GHRM b and service 56107 forms

4 There will
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SAMPLE il aupervisor from private and public sectory of
| |

japn, exevitives . g
e \u\\\\|‘|\' L e SHO A < 120 14.71%) female ‘-""‘l“)‘ ol A total of ll’("il
(4,20 %) il employees ¢ vasn belong o the sorvice s00tor, Af inel

(AN 2N M) amnplo
et |:|-|\| prpanizRton e fulltime employees were used fo

cofiate of 182

Peloiiy i v wevtor o et
Wi \ "‘

AT e work experienve i

Mmple
TOOLN

o questionnaire has the following subscales,
A SUEVEY (UEALIDTIT Wi

W e for data e ullection I

yueticen = OHRM practicos were measred by u scale

Joveloped by the tesearchet Wased on parameters of tireen Iuman I{kurcc'len-mgemem [;r;c?:"i;

1‘ik apt'x wele Wik el 1o colloct quantitative Information in which | stands Tor never an v
¥

conutatn of 28 ftemx, The € Tronbiach alpha for the weale 0,72,

] L]
o Green Mumian Resouree Management |

o Ovganizational Cltlzenship Nehayionr (OCH) (!( 1 Questionnafre .lmcd ‘l'n “JT utuc‘ljy wa d
Wi and Anderson (1901), Thin seale feludes 7 ttema that measure ()E, W directed at other
(o 79) and 7t that menstire OC T divected at the organization (« ~.063), Participants indicated
which they perform thix behaviour on a5« point 1ikert seale (1=utrongly disagree to §= utron;ly
poliability measured from the current sample i 0.77

o The Utrecht Work Engagement Scale (UWES) - s tool 18 developed by Schaufeli & Bakker
following are the dimensions wsed i this weale are Vigour, dedication and absorption. It consists o
which are (o be rated on @ 7«pofnt seale ranging from 0("never™) to 6 ("always”). 1ty current reliability i

PROCEDURE

Phe pormbxsdon for data collection wa taken from the concerned manufacturing and educational sector
permbadon wi granted, the employees were briefed about the fden of this study, Then the survey questions
piven 1o thoxe employees who fall in the research erfteria and the data way collected,

RESULT AND DISCUSSION

L near Regression (Fnter) was uxed o study whether GHRM practices significantly predict workplace be
PAREE E-OCIKAND WORK ENGAGEMENT AS PREDICTED BY PERCEIVED GHRM PRACH

Varinbles OCIL OC - Vigour e

et value 0.8 0 \(3‘ g g ?)Vl)gl‘"“" (lb)%:’:h o 0
l‘mlm* 220" 2.14" |: O )“1.7**

K Ratlo 0,204+ 11,7549 064 12,0444

R‘ 044 041 0,37 0.49

I : 0.17 0,24 0.13 0.2¢

Adjusted 1 0.15 0.0 011 (). I‘; '

SEONTEneant ot the 0.01 leyel OSIEnEeant af the 0,05 level
VaIeve

GHRM PRACTICES AN A PREDICTOR OF OCH AND 1

Fable | presents (e
T Hwee
adpnificant poritive nu|.ﬁ;:lIP::I‘:‘::v::‘\:\\::u‘(“il:I‘:I{?M papalty workplace betivicte SRS |
\ 1 practice : ' :
and OCBO 1= 0.51), The table shows (ha Hll cticenand Organization Citizenship Behaviour (OCB

l 4 e 1
v iehal fovel an woll wn ut (e OFanizationgl I:\:'\ﬂ l:lmnuu predict organizational eitizenship bhehaviou
lovel OCI aid 208 variunee I organization '""‘\‘l “(‘!HU\I/I practices explatn 15% of the varianee i ind
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re significant positive influence on O

;HHRM practices in the organization can

CB Ofem
ployees. With th
. 1 5 €se i :
commitment and dedication towards ‘t’}‘:]tlvate an eco-friend| findings, it can be argued that

. s e ST Y attitude

ca = ntly predicts ( rganisational Citizenship Behavioyr (Roer f“;‘}lzkilt;on, G Humanarrll{(zgi uimplodees which
e i % - Ick, 2008). ¢¢ Management
ere is als0 3 51 gnificant positive correlation between GHRM

g a r, (.49 and Absorption = 0.40 practice and emp|, .
pent, N2 S 10n also signj : aramet

explained in these three parameters by therpGHR?\:op:E?-l ficantly predicted by GHII)RM ;;:crtsi;fsw%t

. ot e . 1ces are 119 2
-ted in their 4&_1.u»,ted R square. This result here supports the second h thl /‘?’ 19% and 16% respectively as

cross other countries has also reported a similar result. GHRM Ypothesis proposed. Earlier research done
employee motivation (CIPD, 2007; Dentop, 1999).  Rurkkhum and Bartlett (2012 i
hetween employee en»gagement and OCB with the use of employee perceptions of HRD) exar.nmed the relationship
Creases Employee Engagement, Employee Motivation and positive attitude to 4 pfaCtl.ces,' GHRM helps and
Saragih, 2013)- GHRM creates a platform where workforce ex ward the organization (Margaretha &

: ST iy periences hi : . :
engaged which will result in high productivity (Nijhawan, 2014). Gould-\&%l?i:;b(fgggfa;tlgﬁedm;;ex betterf
= use o

ific HR practices ir} local government organizations in the United Kingdom (UK) was associated with t
gree of Job Satistaction, workplace trust, commitment, effort and perceived organizational PeffOrmancea gg;;;
can motivate and increase employee °s commitment to be more environmentally responsible which can help‘both the

company and its workers and environmental performance will be enhanced (Bonnie & Su-chun, 2001). Hence the
«cond hypothesis accepted.

gcsl

The Independent t-test was used to study whatever there is a significant effect of gender on GHRM practices,
organization citizenship behaviour and employee engagement.

GENDER DIFFERENCES IN PERCEPTION OF GHRM PRACTICES, OCB AND WORK
ENGAGEMENT

The result shows independent sample t-test between male and female employees across the perception of GHRM
sractices, OCB and work engagement. Employees’ gender did not affect any of the above factc.)rs in the
organizational context. There is no significant difference between male employees and female employees in terms of
GHRM Practices (t = 0.81, p=0.42) Organization Citizenship Behaviour (QCB-I t = 0.48, p=0.63 and OCB-O ti
023, p=0.81) and employee engagement (Vigour t = 0.37, p=0.71, Dedication t=0.18, p=0.85 and Absor;t)itlon atn ;
087, p=0.38). Hence, it may be concluded that the gender of the employee does not affect the perception
workplace behaviour or engagement at the workplace.

Earlier research by Aquino and Bommer (2003) and Farh, Earley & Lin (1997) showed no gzngierh‘l’rﬁggg;:ﬁ;:
self-reports of an')' of the facets of OCB. However; Lin (2098) showed W(:lt%en r;pe(:lrt:n ; nf e diffcaies
cores than did men and men reported higher OCB—SP‘”"S““mSh_lp scores than ClB wom.tesy Zhang (2014) revealed
vere found on self-reported OCB—civic virtue, OCB—COnscientlousneSS, °r. 2 ;

s ; . however, no gender
women self-reported greater OCB~— altruism and greater OCB—(;IC‘JIB—COlc ‘”rtu‘rltee:;:aI(‘)rdl gg];e:ponsmanship- Nuony
lferences were found in self-ratings of OCB—conscientiousness, hat is not any relationship exists between

12016) tested the engagement of academic staff in India and conclud‘;‘il dies as well (REISSOVA, $IMSOVA an'd
‘gement and gender similar results have been reported by other been found to determin® the level of one's
HASOV A 2017). Garg (2014) reports that gender differences kfave.alsod Singh (2015) found that women show
CNgg f:imi'nl \\'ilhin one's workplace- However, Sh\]kla, Adhlkal’l an

\cantly higher engagement than men. Hence the third hypothestS

Ngage

s accepted. .
.o citizenship behaviour

| tices, organization cil

Y Whatever there is a significant effect of the sector on GHRM prac

;;A(:'mr»lu}cccngagement. o PRACTICES’ OCB AND WORK
B TORS  DIFFERENCES IN PERCEPTION O HE

'\(;'X('P B A t difference
3 4\11-‘\] Thel’e is no s]gnlﬁcan .

I 5 t
| factors and Sc:,ctorsctor 1 torms Of GHRM Practices (

lhe resylt « 4 n al
e SHOWs an independent sample t-est BT L opg of he SEVICEEE
¢mployees of the manufacturing sector and € P
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<hip Behaviour (OCB-1t= 0.87, p=0.38 and OCB-O t= (.),44’ P=0.66
nship Jeturing sector and employees of service sector @

- sanization Citize
=038. p=0. 0). Organization < of manuf
R - o tween em l\)g‘&}l . N2 . 5
is no significant difference between emp \pzn 28 Dedication t = 0.98. p=0.32 and Absorption t = 0.96,

o 2nls : S
employee engagement (Vigour t 0.15 ey employees of manufacturing and se

> .. difference found in the respor o g
There was no significant difference i< OCB and employee engagement, which explain that the pe
CCS, . s >

o e o and service — are similar and they do not differ signifi b,
p sectors anufacturing and s S ks : it ly i
ees of both sectors — manufac g ; : i« is considered accepted. S cantly
empb;m behaviour or work engagement Hence the fourth hy pﬂ\th;.\l.\ is xitn vhm’easpindi : teiin (200
:;orkggi tices had a pmitih\c offect on Job Satisfaction of the employees V vidual charg
at pracuces 8 S ; Pt e
such as age. gender, sector and education had no significant effect.

CONCLUSIONS

Employees who perceived higher G
also self-rated higher Organization
management practices enhance their wor
relationship between GHRM practices,

reen Human Resource Management Practices (GHRM) in their ol
Citizenship Behaviour (OCB). Employees perceived green human
k engagement in an organization. A review of the literature reve
OCB and employee engagement could be explained through
Identity Theory. In 1985 Tajfel & Tumer presented a framework tl?at_ explainefi individuals’ .need o
themsél\'es and others into social groups. According to this theory, individuals denvi‘. part of the identity
oreanization to which they belong. If the organization does excellent practice for society and en
en:ployee‘s belongingness became stronger and enhances employees’ motivation, OCB and engagement
Turner 1985). There is no significant difference between employees of the manufacturing sector and en
the service sector in terms of GHRM, OCB and Work Engagement. There is no significant difference betv
employees and female employees in terms of GHRM, OCB and Work Engagement.

The findings of this research have implications for the organizations. It suggests that when gender and sec!
affect employees™ perception of GHRM practices, their organizational citizenship behaviour, or work eng
the way employees perceive the GHRM practices of their organization; it significantly contributes
organizational citizenship behaviour, and work engagement. Thus: irrespective of the sectoral afh i
organizations should invest in and systematically practice GHRM to enhance the OCB and work engs
employees.
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