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Management education plays a significant role in creating managerial

professionals equipped with a wide range of managerial skills and

competencies that drive organizations towards success. As a leading

academicdepartment in providing Human ResourceManagement(HRM)

education, we coordinate the Bachelor of Business Administration

(Honours) degreein HRM.

The Bachelor of Business Administration (Honours) degree major in

HRM, aims to create highly employable HRM graduates who are

equipped with a comprehensive mix of knowledge, skills, and

competenciesat the cutting edgeof current best practices in the field of

HRM.

In order to meet the rigorous requirements of the labour market, the

department provides students with the opportunities to enhance

knowledge,skills, and competenciesthrough subject-related workshops,

guest lectures, company visits, and outbound training programmes with

the collaboration of industry experts. Further, students are able to

develop their interpersonal, communication,and team-building potential

through the extra-curricular activities coordinated by the circle of

HumanResourcesDevelopment.

The greatest strength of the department is the highly qualified staff who

has earned local and international exposure in the management

discipline. With all these resources, the department is committed to

realise the objectives of the department and engage in continuous

learning and research. Thus,the Department of HRMinvites talented and

dynamic students to enroll in the programme and develop their career in

the field of HRM.
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Vision
To be the prime Human Resource Management 

intellectual thrust of the nation.

Mission
To advance the knowledge, skills, innovations 
and culture in the field of Human Resource
Management through value added teaching, 

expert consultation, research and the 
enrichment of

human potential for the betterment of the 
society.

Values
Academic Merits

Professional Development
Integrity
Respect
Diversity

Innovation
Teamwork and Collaboration



MESSAGE FROM THE 
CHAIRMAN

UNIVERSITY GRANT COMMISSION, SRI LANKA

It is indeed a great pleasure to issue a messageas Chairman of the

University Grant Commission,Sri Lanka for the very first issueof the

Ȭ(2$ÉÓÃÌÏÓÕÒÅȭmagazine launched by the Department of Human

Resource Management, Faculty of Management and Finance,

University of Ruhuna. It is very heartening to learn that the activities

organised in line with the magazine launch have been revived

successfully. I fervently believe that this first launch of the magazine

whilst collaborating with other universities will create a pathway to

boost the quality of the academic writing and research of our

undergraduates. Providing necessaryopportunities for the students to

showcasetheir talents is important to sharpen their soft and hard

skills before letting them step into the organisational contexts.

Thus, as the Chairman of the University Grant Commission,I would

like to congratulate and appreciate the efforts of the Editorial Teamin

launching their first magazinewhile encouragingthem to createmore

opportunities in this direction for the undergraduatesand wish them

successon the way forward of theȬ(2$ÉÓÃÌÏÓÕÒÅȭmagazine.

Prof. Sampath Amarathunga
Chairman

University Grant Commission
Sri Lanka



MESSAGE FROM THE 
VICE -CHANCELLOR

UNIVERSITY OF RUHUNA, SRI LANKA

I would like to extend my warmest and sincere congratulations to the
Department of Human ResourceManagementon launching the first
issue of the ȬHR Disclosureȭmagazine. I remain impressed by the
enthusiasm of the Department of Human Resource Management
towards the quality projects they continuously deliver to strive for
excellencein various academicareas,and the sterling contribution it
has made in providing a broad-basedand disciplinary education for
students. Within three years of the establishment of the Department
of HumanResourceManagement,it hasgrown to be phenomenalwith
a rising enhancement.

TheȬHR Disclosureȭmagazineprovides an exclusive opportunity for
the students to enrich their knowledge becauseof its scope,which is
blended with People Management. Having a skill in people
managementis essentialaswe are working in a connectedspace. The
magazinehighlights how Human ResourceManagementimproves the
company's bottom line with its knowledge of how human capital
affects organisational successand personal development. I believe
this magazineaddressesthe HRM's past, present, and future, which
educate students and readers from academic and industrial
perspectives.

I appreciate the determination of the editorial boardȭs initiation
toward the creation of the Inter -university level knowledge-sharing
platform to share insights on HR Discipline. And itȭs a pleasure to
witness the thoughts of the delegatesfrom the Human ResourceField
in local and international contexts who have been featured in the
magazine. The editorial team has indeed made a great effort to blend
academicand industrial communities in one frame.

Thus, I extend my heartiest compliments to the Faculty of
Managementand Financeled by the Dean,Prof SamanthaKumaraand
the HOD/HRM Dept. Dr Bandula Galhena and the HR Disclosure
editorial team for setting another milestone and wish success in
carrying forward this envisioning approach.

Senior Prof. SujeewaAmarasena
The Vice-Chancellor

University of Ruhuna
Sri Lanka



MESSAGE FROM THE 
DEPUTY 

VICE -CHANCELLOR
UNIVERSITY OF RUHUNA, SRI LANKA

It is my pleasure to congratulate the Department of Human Resource
Management,Faculty of Managementand Financeof the University of
Ruhuna for launching their first magazineȬHR Disclosureȭ, marking
the 3rd anniversary of the Department.

I appreciate the dedicated effort of the Editorial Board and the
students toward the successful launching of the magazine. The
magazinewill be helpful to promote and motivate students and other
related communities to expand their knowledge and intellectual
capacity in the subjectof human resourcesmanagementin the subject
of human resourcemanagement. Through theseinnovative activities, I
am confident that the Department of Human Resourceswill continue
to play a significant role in the advancementof the Human Resource
profession and give the students a hand on experienceto think in the
shoesof an HRpractitioner.

We have been facing a challenging period due to COVID-19 and the
economic crises locally and globally. Nevertheless, we are able to
believe in ourselves and stay steadily in this dynamic environment
with accomplishmentssimilar to this.

Iȭd like to take this opportunity to thank all the academics,industry
experts, alumni, and undergraduates who have contributed to the
magazine. Through this magazine, the Department of Human
Resourceshasunfolded the finest opportunity to voice its viewpoints.

Onceagain,I would like to extend my congratulations on the history-
making contribution to the Faculty of Management and Finance,
University of Ruhuna.

Prof. Saman Chandana
Deputy Vice-Chancellor

University of Ruhuna
Sri Lanka



MESSAGE FROM THE 
DEAN

FACULTY OF MANAGEMENT AND FINANCE
UNIVERSITY OF RUHUNA, SRI LANKA

Managing human resources is critical for the success of any
organisation. The availability of physical resourcesand technology is
not about the successof an organisation. All these resourcesare not
productive unless the human resources are not properly managed.
The successof the performance of an organisation is determined by
its human resources. Itȭs because the human resource of an
organisation createsthe culture of it which is unique for the success
of the achievementof its goals.

There are lots of organisations without proper managementof their
human resources. To me, their approach to managing human
resourcesgoesback to the scientific managementera- the employees
are being treated as machines. The performances of these
organisations are utter failures. The top management of these
organisations lacks an understanding of the value additions that
human resourcescanbring to their organizations.

ȬHR Disclosureȭ, the official magazine of the Department of Human
Resource Management, Faculty of Management and Finance,
University of Ruhunawill showcaseboth the successand failure cases
of managing human resources of our organisations. In addition,
discussions on new approaches and directions of human resource
management will be benefited its readership. I hope this ȬHR
Disclosureȭ will be an effective learning platform for our
undergraduates and all who want to excel in managing human
resources.

I appreciate the endeavor of the Department of Human Resource
Management, Faculty of Management and Finance, University of
Ruhuna,asthis will lead to adding valuesto createa culture of sharing
thoughts, and insights in effective human resource management in
our organisations. Assuch,I expectthat thisȬlittle workȭwill be one of
the foundations for developing disclosures of effective human
resourcemanagementin our contexts.

Prof. P.A.P. Samantha Kumara
The Dean

Faculty of Management and Finance
University of Ruhuna

Sri Lanka



MESSAGE FROM THE 
EDITOR IN CHIEF

THE HR DISCLOSURE MAGAZINE
DEPARTMENT OF HUMAN RESOURCE MANAGEMENT

FACULTY OF MANAGEMENT AND FINANCE
UNIVERSITY OF RUHUNA, SRI LANKA

Ȭ7Å ÒÉÓÅ ÂÙ ÌÉÆÔÉÎÇ ÏÔÈÅÒÓȭ - Robert Ingersoll

Human ResourceManagementis a function that dealswith the human factor, we fail, we grow,
and we rise. We utilize this human nature to grow the business. A leader with a robust HR
policy is capable to bridge the gap betweenÅÍÐÌÏÙÅÅÓȭperformance and the ÏÒÇÁÎÉÚÁÔÉÏÎȭÓ
strategic objectives. Moreover, it is the people factor that gives a firm edge over the
competition. Thus, it is the responsibility of Human Resourcemanagersto seekopportunities
to initiate best practices, innovative systems,and procedures to ensure the realization of the
strategic goalsof the firm .

The Department of Human ResourceManagementis delighted to take the honour of initiating
the first magazinein the history of the Faculty of Managementand Finance. With pride and
great satisfaction, we announcethe 1st issue of HR Disclosure magazinewhich addressesthe
HR Discipline, is launched for the readers. Our objective is to build a platform for our
stakeholders to pen down their perspectives and build a bridge between academics and
industry in local and international contexts.

In fact, it is a matter of immense pleasure for me to be heading the Editorial Team of the
magazine toward successsince we started from stone. Leading the Department of Human
ResourceManagementfor the past three years has been enormously rewarding, challenging,
and accomplishing. Throughout the period, among the multiple projects we executed,theȬ(2
$ÉÓÃÌÏÓÕÒÅȭtakes a special place as we started the project to commemorate the third
anniversary of the department.)ȭÍimmensely proud of the vital academiccontribution and
educationaloutcomesthat we were able to fulfil through this magazine.

Thus, it is expected that HR Disclosure would be a distinguished opportunity for academics,
undergraduates, and practitioners who are closely associated with Human Resources
Management.

I wholeheartedly appreciate the leadership of the DeanProf. P. A. P. SamathaKumara and the
hard work of the Editorial Teamwho drove this magazinetowards success. I further believe the
HR Disclosurewill bring a breakthrough for all the HR experts to pen down their views while
alsobeing a useful sourcefor the readers to fill their knowledgegap.

Dr. B.L. Galhena
The editor in chief

The HR Disclosure magazine
Department of Human Resource Management

Faculty of Management and Finance
University of Ruhuna

Sri Lanka



MESSAGE FROM THE 
SENIOR TREASURER

CIRCLE OF HUMAN RESOURCE DEVELOPMENT, DEPARTMENT OF 
HUMAN RESOURCE MANAGEMENT, FACULTY OF MANAGEMENT AND 

FINANCE
UNIVERSITY OF RUHUNA, SRI LANKA

It is a great pleasure for me to write this messagefor the first online
edition of "The HRDisclosure",the annual magazinepublished by the
Department of HumanResourceManagement,Facultyof Management
and Finance, University of Ruhuna. "The HR Disclosure" is a
compilation of the developing themes in the field of Human Resource
Management.

Representingthe Circle of Human ResourceDevelopment,we highly
focus on improving HR undergraduatesȭknowledge, skills, and
attitudes to meet the requirements of a dynamic labour market. "The
HR Disclosure" magazineis giving a great opportunity for students to
disseminate knowledge within the field of human resource
management. We have navigated our students on a path full of
enthusiasm by engaging our students in hands-on experience and
reflection. They were given the opportunity of connecting theories
into practice and learn from the expertise. Furthermore, they have
improved their skills in organising, coordinating, teamwork, and
discipline throughout this project. Asa matter of fact, it wasa pleasure
to witness the studentȭsgrowth.

I sincerely thank the Deanof the Faculty of Managementand Finance,
the Head of the Department of HRM, all the staff members of the
Department of HRM,and the editorial board for giving this valuable
opportunity to the members of the Human ResourceDevelopment
Circle.

I appreciate all membersȭcommendable contributions towards
completing the first publication of the magazine. I honestly believe
that the initiative of publishing the magazine"The HR Disclosure" is
one of the great achievementsand I wish it even more successin the
future.

Mr. R.M.D.D. Rathnayake
Senior Treasurer

Circle of Human Resource Development
Faculty of Management and Finance University 

of Ruhuna
Sri Lanka
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What is Sustainable
HRM?
In 2003 the first article on
sustainable HRM was
published in the literature
and I have been
acknowledged for this
innovative concept with the
distinguished Emerald
Literati Club award. At that
time sustainable HRM
focusedon highlighting how
organisations showed

limited importance to
employees and their family
health and well-being while
maximizing profit .

Since 2003, many new
definitions of sustainable
HRM and
theories/perspectives
evolved over the last two
decades to shape
sustainable HRM as a new
field within HRM. The most
recent definition (2021),

which I proposed, is
ȰSustainableHRMis designed
to provide a sustainability-
oriented vision of HRM
systems, policies and
practices to synthesize and
achieve the competing and
inconsistent financial,
environmental and
human/social wellbeing
outcomes of corporate
businessÓÔÒÁÔÅÇÙȱ.

SUSTAINABLE HRM: THE 
PAST PRESENT AND FUTURE

SugumarMariappanadar
PhD., FCOP., MAPS., CAHR

Academic & Researcher ɀPeter Faber Business School, 

Australian Catholic University. 

Senior Sustainability Advisor, Insync Australia. 

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna

FEATURE ARTICLE



Major Sustainable HRM
Theories and Measures

Multiple new theories
were proposed in
publications that are
ground-breaking in shaping
the emerging discipline of
sustainable HRM. Some of
those theories of sustainable
HRM include the theory of
negative externality of HRM
(2003); the theory of harm of
work (2012A; 2012B); the
theory of synthesisparadox
(2014); the theory of harm of
work (2012a; 2012b); theory
of health harm of work
(2017; 2020a); theory of
social harm of work (2014a;
2018); stakeholder harm
index for sustainable HRM
(2014b); theory of synthesis
effect of HRM (2014; 2019);
ecocentricGreenHRMtheory
(2019); high-performance
sustainable work practices
characteristics (2020b).
Other scholars have
proposed other theories
such as HR regeneration
theory, HRMfor the common
good, anthropocentric green
HRM, and HRM for
stakeholders in shaping the
field of sustainableHRM.

Based on these
theories from the field of
sustainable HRM, survey
measurements are
developed and there are
plenty of opportunities to
develop new measurements
to help researchers and
practitioners to shape work
practices in organisations to
achieve

corporate
sustainability goals. Someof
the existing survey measures
in the field include the
stakeholder harm index, the
health harm of work scale,
the social harm of work
scale, the green HRM scale,
environmental performance,
and the high-performance
sustainable work practices
scale.
Is Sustainable HRM an
Institutional Theory?

It is important to note
that sustainable HRM
evolved as an institutional
theory and subsequentlythe
focus was extended to the
employee level. Sustainable
HRM as the institutional
level theory highlights the
organisational level factors,
such as efficiency-focused
HRM systems and practices
(workload, job design,
flexible work arrangements)
that impose negative effects
or harm of work on
stakeholders (i .e.,
employees, families, natural
environment, supply chain,
and the society) while
increasing profit .
Subsequently, many
sustainable HRM literature
publications have started to
focus on individual
employee-level factors such
as employee green
behaviour.
The future of Sustainable

HRM
The disruptive

changein societal views has
been sweeping the world in

recent years setting a higher
bar for the way businesses
consider the sustainability-
related expectations of their
stakeholders (e.g., investors,
lenders, employees,
customers, suppliers, and
communities). These
stakeholders want to see
that more authentic and
holistic approachesare used
at the companyȭs board and
operational levels to develop
and implement corporate
sustainability business
agenda to enhance the
environmental,
social/human, and
finance/governance (ESG)
performance. Hence, global
institutions such as the
Global Reporting Initiatives
(GRI) for sustainability,
International Sustainability
StandardsBoard (ISSB), and
International Financial
Reporting Standards (IFRS)
have published
sustainability standards to
help businesses to develop
corporate business
strategies, systems, and
practices in alignment with
stakeholdersȭsustainability
related materiality
expectation.

All these global
sustainability standards for
businesseshave one thing in
common; namely
highlighting the importance
of human capital in
enhancing an organisationȭs
capabilities to mitigate and
enhanceentity value.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna



This is where
sustainable HRM can make
strategic contributions to
identify, develop, and
manage human capital to
mitigate sustainability-
related risks and innovate
products/services, systems,
and practices to effectively
implement corporate
sustainability business
strategies to enhanceentity
value.
Sustainable HRM to
Implement Corporate
Sustainability Business
Strategy

Modern
organizations potentially
use strategic HRM theories
and practicesto developand
implement business
strategies and practices
which privilege profitability
and economic growth and
subsequently marginalize
stakeholdersȭ outcomes.
Hence, the existing
dominant strategic HRM-
based mental schema used
by HR researchers and
practitioners acts as a
barrier to framing
organization-stakeholder
relationships to implement
corporate sustainability
businessstrategy. Corporate
sustainability is about the
management approaches

used by organizations in
integrating and achieving
the three pillars (i .e.,
economic, social/human,
and environmental
outcomes) of sustainable
developmentgoals(SDGs).

In this context, the
proposed characteristics of
high-performance
sustainable work practices
are based on the synthesis
effects theory to promote
employee behaviours to
handle management
decisions by dynamically
integrating and reconciling
the tension/paradox created
by the diverse outcomes of
corporate sustainability. The
characteristics of high-
performance sustainable
work practicesare about the
underlying organizational
motives to shape employee
pro-social, pro-
environmental, and
stakeholder compassion
behaviours and attitudes at
work to implement
corporate sustainability
business strategy. These
characteristics for high-
performance sustainable
work practices are
important to re-frame the
current HRM practices to
operationalise an
organisationȭs corporate

sustainability business
strategy. Furthermore, using
the recently published high-
performance sustainable
work practices measure
2022, future research can
attempt to test the synthesis
effects of the characteristics
of bundles of high-
performance sustainable
work practices on
integrated economic,
social/human, and
environmental outcomes of
corporate sustainability.

I would like to
conclude that there are
abundant opportunities for
PhD scholars, early- and
mid-career, and leading
researchers to shape the
emerging field of
sustainableHRMto enhance
shared value for
organisations and
stakeholders. The two
decadesof developments in
the field of sustainableHRM
provide techniques and
tools for company boards,
senior management, and
operational managers to
shape HRM strategies,
systems, and practices to
implement corporate
sustainability business
strategy for the common
good.

SugumarMariappanadar
PhD., FCOP., MAPS., CAHR

Academic & Researcher ɀPeter Faber Business School, Australian Catholic University. 

Senior Sustainability Advisor, Insync Australia. 

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna



ȰGreen HRM is referred to all
the activities involved in the
development, implementation,
and ongoing maintenanceof a
system that aims at making
employeesof an organization
green. It is the sideof HRMthat
is concernedwith transforming
normal employees into green
employees to achieve the
environmental goals of the
organization and finally to
make a significant contribution
to environmental sustainability.
It refers to the policies,
practices, and systems that
make employees of the
organisation green for the
benefitof the individual, society,
natural environment, and the
business.ȱ

HONORARY ARTICLE

H.H.D.N.P. Opatha
Senior Professor and Chair of HRM, 

Department of HRM, 

Faculty of Management Studies and Commerce, 

University of Sri Jayewardenepura

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna

The purpose of this article is to present an overview of Green Human Resource 
Management (GHRM) predominantly drawing materials from my previous 

writings and mentioning some workable suggestions for good practice of GHRM. 
The approach taken for the article is conceptual, descriptive , and reflective.



The Need
We are human beings and we do need the natural environment which is the planet that
includes lands, forests, plants, animals, and other natural things. We as individuals and
organizationsdo needvarious inputs from the natural environment asresources,therefore we
depend on the natural environment. Not only we but also other living things need oxygen to
survive. A tree canprovide an essentialthing of life for all living things on our planetɀoxygen,
and the power to remove harmful gases like carbon dioxide making the air we breathe
healthier (Stancil, 2019)1. Sevenor eight trees are neededto produce the amount of oxygen
that is essentialfor a human being per year (Villazan, n.d.)2. Accordingto the estimatemadeby
scientists,50-80% (at leasthalf) of the oxygenproduction on Earth comesfrom the ocean; and
the majority of this production is from oceanic plankton (drifting plants, algae,and some
bacteria that can photosynthesize) (US National Oceanicand Atmospheric Administration,
2021)3. Thus, we do need nature or the natural environment. Resultantly, we need to be
concerned with environmental sustainability. Environmental sustainability is defined as
improving the quality of human life while living within the carrying capacity of supporting
ecosystems (Mesmer-Magnus, Viswesvaran, and Wiernik , 2012)4. GHRM includes all the
aspectswhich are concernedwith environmental sustainability.

Definition, Roles, and Characteristics
GHRMis a new branch of Human ResourceManagement(HRM), and Opatha (2013, p. 28)5

defines it : ȰGreen HRM is referred to all the activities involved in the development,
implementation and ongoing maintenanceof a systemthat aims at making employeesof an
organization green. It is the sideof HRMthat is concernedwith transforming normal employees
into greenemployeesto achievethe environmentalgoalsof the organization and finally to make
a significant contribution to environmentalsustainability. It refers to the policies,practices,and
systemsthat makeemployeesof the organization greenfor the benefit of the individual, society,
natural environment,and the business.ȱAt least four meaningsof the term ȬGreenȭorȬGreeningȭ
in the context of HRM exist (Opatha, 20135; Opatha and Arulrajah, 20146). They are (1)
Preservation of the natural environment; (2) Conservation of the natural environment; (3)
Avoidance or minimization of environmental pollution ; and (4) Generation of gardens and
looking-like natural places. A composite term, i.e., nature-lover or eco-activist can be used for
the four roles (Opatha, 20135; Opatha and Arulrajah, 20146). These four meanings logically
result in four roles to be playedby a greenemployee,i.e., preservationist, conservationist,non-
polluter, and maker. The purpose of GHRMis to create, enhanceand retain greening within
eachemployeeof the organization so that he or shegivesa maximum individual contribution
to eachof the four roles, i.e., preservationist, conservationist,non-polluter, and maker (Opatha,
20135; Opathaand Arulrajah, 20146). Viewing from the four meanings,six characteristics of
GHRM(Opatha, 2019)7 are:

1. GHRMfocuseson making employeesgreen.
2. It is the environmental sideof HRM.
3. It is a new field of HRM.
4. It hasenvironmentalaspectsof managingpeopleat work.
5. It is mainly concernedwith human dealings with the natural environment within an

organisationalcontext.
6. It haspolicies,procedures,andpracticesinfluencingthe greeningof employees.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna



Role Definition Major Behaviour Patterns

Preservationist To keep nature in its 

original form and protect 

it from harm, loss, or 

negative change.

¶ Respect and admire nature

¶ Prevent from using or changing 

various and amazing aspects of nature

Conservationist To be very careful in the 

way of using nature to 

allow it to last as long as 

possible; to use nature so 

that future generations 

will be able to utilize it.

¶ Use some parts of nature because such 

usage is unavoidable

¶ Minimize the usage of some parts of 

nature as much as possible

Non-polluter To stop contaminating the 

water, air, atmosphere, etc 

through human use of 

dangerous and poisonous 

substances and wastes 

from human activities

¶ Restrain from polluting the water, air, 

atmosphere, etc. 

¶ Launch and/or encourage campaigns 

to stop contaminating nature 

whenever possible

Maker To build gardens and 

places which look like 

nature purposefully by a 

human being

¶ Assist construction and maintenance 

of parks

¶ Build gardens  

Referto Exhibit 1 for the roles of greening,their meanings,and major behaviour patterns.
Exhibit 1. Four Roles of Greening, Their Definitions, and Major Behaviour Patterns

Source: Opatha(2019)7

Modelling GHRM
HRMincludes at least 18 functions called HRMfunctions starting from job design and ending
with labour relations (Opatha, 2009)8. GHRMincludes making this HRM functions green to
create, maintain, and enhance employee green inputs, i.e., green competence and green
attitude which lead to employee green performance of a job, i.e., green behaviour and green
results which then result in a green organizational performance which finally leads to
environmental sustainability. This theorisation is shown in Figure 1. Greenbehaviour includes
actions taken by employeesin greening,and they are of three types, i.e., green organisational
citizenship behaviour, greeninterpersonal citizenship behaviour, and greenofficial behaviour.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna



Green results include outputs produced by employeesconcerning greening, and they are of
two types, i.e., green outcomesand green innovations. For definitions of the relevant concepts
of GHRMexcluding green organizational performance,refer to Exhibit 2. Greenorganizational
performance refers to the extent of performing greeningby a particular organization during a
particular period. Employee green performance of job contributes to green organisational
performance,and indeed summation of greenperformance of job done by all the employeesin
the organisation is greenorganisational performance (Opatha, 2019)7.

Figure 1. Relationships among GHRM, Green Inputs, Green Performance of Job and 
Green Organizational Performance

What are the specific beliefs, feelings, and tendencies to behave for an employee to have a
positive greenattitude? Greenattitude is a psychologicalconcept,and it is not greenbehaviour
that includes actions or activities done in greening. It has generally been theorized that a
positive green attitude results in positive actions in greening. What are the specific actions
which can be taken by an employeeto engagein the three types of green behaviour, i.e., green
organizational citizenship behaviour, green interpersonal citizenship behaviour, and green
official behaviour?What are specificexamplesof green results?Refer to Exhibit 3 which gives
somespecific items or specificexamplesunder the greenattitude, greenbehaviours, and green
results.

Making an HRM function green involves the inclusion of policies, procedures, and practices
which ensure that the relevant employees will have the right green attitudes, green
competencies,greenbehaviours, and greenresults (Opatha, 2019)7. Successfulperformance of
green HRMfunctions will lead to creating green employeeinputs and subsequentlyemployee
green performance of a job. Exhibit 4 presents specific green practices under 10 HRM
functions. The more thesepracticesare performed in the organization the higher the intensity
of the greenorientation of HRMin the organization will be.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna
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Concept Definition

Green Competencies A person who is required to be green should possessknowledge and
skills about preserving and conserving the natural environment,
avoiding or reducing its pollution, and generating gardens and
looking-like natural places.

Green Attitude A person who is supposed to be a green one should believe in
greening, feel it positively and interestingly, and tend to behave
positively and seriously towards it . TheÐÅÒÓÏÎȭÓattitude needsto be
completecognitively, affectively,and behaviourally aswell.

Green Behaviour A person who is supposed to be green should engage in various
actions the totality of which falls under three general labels i.e., green
organisational citizenship behaviour, green interpersonal citizenship
behaviour, and greenofficial behaviour.

Green Organizational 
Citizenship Behaviour

A person who is required to be green should involve in executing
certain actions or activities which are in support of the attempt taken
by the organisation to achieve the goal of greening. Such activities
performed by the employee are not the duties which have been
specifiedin the job description given to him or her by the organisation.

Green Interpersonal 
Citizenship Behaviour

A person who is supposedto be greenshould involve in certain actions
or activities which are in support of making peers and others green.
The actions done by the employee to assist other employees to
contribute to greening are not official tasks or duties to be performed
asper the job description.

Green Official 
Behaviour

A personwho is required to be a greenemployeemust perform certain
activities or do certain actions on greening specified officially by the
organisation. The actions done by the employee are not volitional
ones,but duties which havebeenspecified in the job description given
to him or her by the respectiveorganisational authority.

Exhibit 2. Meanings of the Concepts of GHRM

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna



Source: Hewapathirana, Opatha, and Gamage(2020)9 basedon Material Opathaand Arulrajah
(2014)6

Green Innovations A person who becamea greenemployeeshould be able to makethings

which are useful for the realization of greening by using new ideas.

Suchinnovations are to be schemes,solutions, procedures,measures,

etc., for reducing waste,minimizing damageto nature, and expanding

nature.

Green Outcomes A person who becamea successfulgreen employeeshould be able to

make certain outputs or results as evidence of the realization of

greening to a significant extent. Suchgreen outcomescan include the

extent to which the employee worked with natural light (in terms of

hours), the extent to which the employee used electricity bulbs (in

terms of number), the extent to which the employee reduced

electricity consumption (in terms of expenditure), the extent to which

the employeereducedwastage(in terms of units or expenditure), etc.

Employee Green 

Inputs

A person who is supposed to be green should possesstwo types of

resources or assets and they include his or her competencies and

attitude concerninggreening.

Employee Green 

Performance of Job

A person who is a green employee should contribute to fulfilling the

green aspectsof his or her job and they include behaviour and results

on greening.

Concept Specific Items or Examples

Green Attitude Cognitive: I believe in greening. It is very important for the survival and

sustainability of myself, my organisation, my society, my country, and

the earth. Greeningis oneof the most important virtues.

Affective: I like working in greening. I feel happy when I think and talk

about greening.

Behavioural: I intend to be a serious contributor to greening. I hope to

live with greening. I am going to be a seriousgreenemployee.

Exhibit 3. Specific Items or Examples of SomeConcepts of GHRM
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Green 

Organizationa

l Citizenship 

Behaviour

Preservationist: Decide to respect and admire nature. Prevent from using or

changing various and amazing aspects of nature. Firmly decide not to

contribute to any movement of anti-environmentalism. Observethe norm of

protecting the virginity and originality of nature asmuch aspossible.

Conservationist: Use both sides of the paper when writing or printing or
photo-copying. Cometo work by walking or bus/train . Usenatural light when
working . Turn off the light when not needed. Usemugs,dishes,cans,bottles,
bags,etc continuously asmany times aspossible.

Non-polluter : Buy organic food for parties. Report to a relevant officer about

damages,possible harms etc to the environment whenever noticed. Stop

dumping harmful chemicalsand industrial wastesto avoid contamination.

Maker: Contribute to building parks near the organizational premises.

Contribute to planting new trees and grass.

Green 

Interpersonal 

Citizenship 

Behaviour

Stimulate others to become green. Answer questions asked by others about

greening positively. Teachothers about how to becomegreen. Spendtime and

effort to influence others to become green. Perform green works which are

supposedto be performed by others. Discussthe importance of greening with

others. Personallyappreciategreenworks doneby others.

Green Official 

Behaviour

Follow specific policies, procedures,and rules to reduce wastageand remove

wastes,and reduceenvironmental pollution .

Green 

Innovations

New environmental initiatives . New solutions for waste reductions. New

solutions for reduction of polluting water, air, land etc. New opportunities for

repurposing usedobjectsand materials.

Green 

Outcomes 

The number of hours of working with natural light or a minimum number of

electricity bulbs. Amount of reduction of electricity consumption. Amount of

reduction of water consumption for production and organizational works.

Amount of reduction of the existing level of input wastage. Degree of

achievement of specific environmental performance targets. Several

repurposes were generated. The number of reusing things to be reused.

Duration of reusing the things to be reused.

Source: Basedon Material by Opatha(2019)7

HRM
Function

GreenPractices

Job Design  ¶ To incorporate environmental-related tasks, duties and responsibilities in 
each job and put them into effect.

¶ To use teamwork and cross-functional teams as job design techniques to 
successfully manage the environmental issues of the organization.

Exhibit 4. Ten HRM Functions and Specific Green Practices



Job Analysis ¶ To include the environmental dimension as a duty in the job description.

¶ To include green competencies as a special component in the job 

specification.

Human 

Resource 

Planning

¶ To engage in forecasting the number of employees and types of employees 

needed to implement the corporate environmental management 

programmes (e.g., ISO 14001, cleaner production, responsibility care etc).

¶ To engage in deciding strategies to meet the forecasted demand for 

environmental works (e.g. appointing consultants/experts to perform 

energy or environmental audits etc).

Selection ¶ To select applicants who are sufficiently aware of greening to fill job 

vacancies.

¶ To select applicants who have been engaging in greening as consumers 

under their private life domain.

Induction ¶ To make new employees familiar with the greening efforts of the 
organization.

¶ To develop induction programs showing the green citizenship behaviour

of current employees. 

Training ¶ To impart the right knowledge and skills about greening to each employee 

through a training program exclusively designed for greening.

¶ To apply for job rotation to train green managers of the future.

¶ To do training needs analyses to identify the green training needs of 

employees.

Performance

Evaluation

¶ 4Ï ÅÖÁÌÕÁÔÅ ÅÍÐÌÏÙÅÅÓȭ ÊÏÂ ÐÅÒÆÏÒÍÁÎÃÅ ÁÃÃÏÒÄÉÎÇ ÔÏ ÇÒÅÅÎ-related 

criteria.

¶ To include a separate component for progress on greening in the 

performance feedback interview.

Rewards

Management

¶ To give financial incentives to employees for their good green performance 

of a job.

¶ To introduce rewards for innovative environmental initiatives.

¶ To give non-financial rewards such as praise and recognition to employees 

for their greening.

Discipline

Management

¶ To formulate and publish rules of conduct relating to greening.

¶ To develop a progressive disciplinary system to punish employees who 

violate the rules of green conduct.

Labour

Relations

¶ To provide opportunities to the trade union and its members to participate 

in greening.

¶ To introduce green whistle-blowing and helplines.

¶ To provide training to the union representatives about environmental 

management.

¶ To recognize a union as a key stakeholder in environmental management.

Source: Basedon Material by Arulrajah,OpathaandNawaratne(2015)10
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GHRMand Sri Lanka
We are in Sri Lanka and our motherland is Sri Lanka. Currently, Sri Lanka is encountering
several crises and one of them is the fuel crisis. Another one is the electricity crisis. Is GHRM
instrumental in alleviating the fuel crisis and electricity crises? This is a very important
question, and the answer is indeed positive ɉȬ9ÅÓȭɊ. I believe firmly that GHRMhas great
potential to alleviate these crises. I do not intend to present a lengthy discussion in this
regard asit is beyond the purpose of this magazinearticle. However, I will present a brief note
on the contribution that GHRMcan give in the context of alleviating the fuel crisis. We all
faced, are facing, and will face further a time of intense difficulty in getting fuel for our
transport needs. Unfortunately, we as Sri Lankans depend on imported fuel. Sri ,ÁÎËÁȭÓ
population is over 21.9 million and our country is almost totally dependent on petroleum
fuels (diesel and petrol) for transport . YetSri Lankadoesnot haveindigenoussourcesof fossil
fuels,and therefore shehasto import the total petroleum requirement.

There is a role to be played by GHRMin achieving efficiency and effectivenessin petroleum
fuel usage. In this context I mean efficiency in petroleum fuel usage as the degree of
minimizing wastageand consumption in petroleum fuel usage; and effectivenessin petroleum
usageas the degree of using it only for productive purposes which contribute to achieving
primary or strategic goalsof the organization. Exhibit 5 presents someactions for increasing
efficiency and effectivenessin petroleum fuel usage. I believe that many GHRMschemesor
programs can be developedby any organization that wishes to do greening. The real success
of any GHRMschemedependson the degreeof right implementation asplanned. Formulation
of the right schemeis one task and implementation of that schemein the right way is another
task. For real success,both are equally essentialalongwith the right measurements.

Concluding Remarks
GHRMis a recent phenomenon and hardly it is possible to observe its implementation in a
sophisticatedor considerateway in Sri Lankan organizations yet. In somecases,it is possible
to observe talks about GHRMbut not walk the talks. GHRMhas a great potential to make a
highly positive impact on creating,maintaining, and enhancinggreenperformance both at the
individual and organizational level and ultimately environmental sustainability. To realize this
potential in full the relevant top managers,HRM professionals, as well as HRM academics
needto be genuinely concernedwith, sufficiently competent in, highly motivated on, and fully
engagedin greeningand GHRM.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna

Exhibit 5. Some Actions for Increasing Efficiency and Effectiveness in Petroleum Fuel
Usage

1. Usevehicles only for productive reasons.
2. Get used to a car or vehicle pooling .
3. Reuse the official vehicle as much time as possible (without changing the vehicle

every three or four years) .
4. Stop using separate official vehicles for top or senior managers (one vehicle for

each manager) . Instead, use one vehicle for at least two top or senior managers.
5. Use large or medium size buses or vans for transporting employees including

managers.



6. Use large or medium size buses or vans for transporting employees including

managers.

7. Usehybrid and electronic vehicles .

8. Train properly and sufficiently all personnel who drive vehicles to use the vehicles

efficiently and effectively .

8. Reward non-financially personnel for reducing the cost of petroleum fuel .
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Ȱ'ÏÏÄleadersalways try to do
their best, by making the best
choices they can use their
talents and skills. Thus,effective
leadership is the power of
choice. To be able to manage
change, commitment is also
very important . Leadersshould
be willing to learn continuously
to adapt to this ever-changing
environment. Commitment
makespeoplemore dependable
and responsible. People will
trust and respecta leader who
keepstheir promisesand their
commitment towards a vision;
theseleadersare able to inspire
their followers more than
others.ȱ
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Leadersare the changeagents,who could influence and inspire actions in others and respond
with vision and agility during periods of growth, disruption or uncertainty to bring about the
needed change (Briscoe Kevin). Though we have taught various theories, concepts, and
philosophies on leadership the reality is a little different . Today,we get to experiencedifferent
types of leadersin many areassuchaspolitical, business,academic,socialand etc. who needto
changetheir leadership style in the dynamic environment. But someleadersresist change. The
concept of the three #ȭÓȟwhich are Challenge, Choice and Commitment, will help with
managing the resistance to change. Leadership in itself is a challengebecauseleaders must
provide inspiration, develop others, handle different perspectives,lead and guide change,and
set goals for their team. Henceleaders are always accountablefor successfullyachieving the
organizational vision. Leadership is a choice; it is the ability to choose and make effective
decisions; whether it comeswith a title or not.

LEADERSHIP AND CHANGE
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Goodleadersalways try to do their best,by making the best choicesthey can use their talents
and skills. Thus, effective leadership is the power of choice. To be able to managechange,
commitment is alsovery important . Leadersshould be willing to learn continuously to adapt to
this ever-changingenvironment. Commitment makespeoplemore dependableand responsible.
Peoplewill trust and respecta leader who keepstheir promisesand their commitment towards
a vision; theseleadersare able to inspire their followers more than others. The stories of world
leaders have proven this state well with their leaderships,some examplesof great leaders in
the world are Nelson Mandela, Lee Kuan yew, Mahathir Mohamad, Abdul Kalam, Bill Gates,
SteveJobs,JeffBezos,and Elon Musk. When we study these leaders, their successstories are
different from eachother.

The political leader, Lee Kuan in his recent speechsummarised the past, present and future
with the following speech:ȰA small country like Singaporehaszero margins for error. Not just
Singapore continued success,but our very survival depends on us having the right leaders.
Leaders with integrity, dedication, and competence. Leaders with a conviction to make the
tough calls and do the right thing, even if it may cost them somevotes. Leaderswhom you can
trust . We cannot afford any compromiseon this. Thankfully for 57 yearswith three generations
weȭve had leaders who have earned and maintained Singaporean'strust and confidence. Who
has worked closely with the people to deliver sound policies, and who has improved all our
lives? Never take this trust or this competencefor granted. Keep on working hard to find the
right people. Get them to serve and help them to do their best for Singapore. It is our duty to
extend our successformula to the next generation and beyond. The leadership successionis
therefore of paramount importance. When COVIDhit us, I put my successionplans on hold.
Now we are learning to live with COVIDand entering a new normal. The younger ministers
havechosenBPMLawrenceWongto be their leader. I am very happy the matter settled,and my
successionplansare moving forward again.

I am also glad that from everything I see,Singaporeansare supportive of Lawrence and his
leadership of the team. So,I ask you, to give Lawrenceand his 4Gteam,your team your fullest
support. The next few decadeswould be bracing but exhilarating. Iȭve given you my take on
what we can achieveand also what can go wrong. But with your trust, we can come through
whatever difficulties awake. With your support, we canturn hopesand dreamsinto reality. And
united asone people,we can securea brighter future in this uncertain world . Not just for now,
not just for ourselves but for every Singaporeanchild for many generations to come.ȱThis
speechis one the greatestexampleto show that leadersare changeagents.

Leaders must listen to others and learn about their followers if they wanted to become
efficacious leaders. Nelson Mandela is particularly a special case study of a leadership role
becausehe is universally regarded asa great leader acrossthe world . He was the son of a tribal
chief. One day he asked himself, how did you learn to be a great leader? To answer this, he
decided to attend tribal meetings,from which he remembers two things. First: when his father
met with the other Elders they would always sit in a circle; second: his father was always the
last to speak. Leadershipis choosinga vision, skills, courage,results and outcomesby achieving
comparative and competitive advantages. The things around us do not just happen,they are the
consequencesof different choices. Listening is a continuous lessonto be learned during oneȭs
whole life. Mandelapractised his fatherȭs habit of speakinglast.
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He observed in boardrooms during meetings, even people who consider themselves good
leaderswho may actually be decent leaders,would walk into a room and start the conversation
with Ȱ(ÅÒÅis the problem and here is what I think, but I am interested in your opinion.,ÅÔȭÓgo
around the room.ȱNow its too late, the skill to hold your opinions to yourself until everyonehas
spoken does two things: one it gives everybody else the feeling that they have been heard and
contributed, and two the listener gets the benefit it of hearing what everybody else thinks
before rendering their opinion. The skill is to keep your opinions to yourself and not respond
regardlessof if you agreeor disagreewith what is being said. Simply sit there, listen in and ask
questions, so that you can understand what they mean and why they have that opinion. You
must try to understand what everyoneelseis sayingto the best of your abilities and then finally
you will get your turn . It soundssimple but it is not.

Also, leadersshould create a vision, and motivate and inspire others to achieveit . Abdul Kalam
is a great exampleof this. Healwaysbelieved thatȰÉÆyour actions inspire others to dream more,
learn more, do more and becomemore, you are a leader.ȱȰ)ÎÎÏÖÁÔÉÏÎdistinguishes between a
leader and follower.ȱȰ$Ïnot follow where the path may lead. Goinstead where there is no path
and leave a trail .ȱKalam never gave up on any task becauseto him failure means the first
attempt at learning. He trusts that failure will never overtake him and that his determination to
succeedis strong enough. He always said that peopleÄÏÎȭÔhaveequal talent, but all haveequal
opportunities to developtheir talents.

Bill Gateson the other hand is an American businessmagnate,who is a software developer,
investor, philanthropist and co-founder of Microsoft. Scholars believed that he adopted an
autocratic leadership style in his early years becausehe trusts that the best way to managea
team is to control how they work . However, with the current changesin the businessworld, he
himself has changed. Now Bill Gatesis regarded as a transformational leader becausehe is
always driven by a strong passion towards innovation and creating change in his own
organization and society asa whole. His advice to any leader isȰ!Ówe look aheadinto the next
century, leaders will be those who empower others and if your culture ÄÏÅÓÎȭÔlike geeks,you
are in real trouble.ȱHence,he believes that ȰÌÉÆÅis not fair; get used to it and to win big, you
sometimeshave to take big risks.ȱJeffBezoswho is CEOof Amazonand the secondwealthiest
person also is a transformational leader who inspires his team members to achievemore than
they thought possible. Healways directs his team towards the vision of the organization, and he
believes that Ȱ"Åstubborn on vision but flexible on details.ȱHis motto isȰ7ÏÒËhard, have fun
and make history.ȱJeffconfides that Ȱ)ÔȭÓperfectly healthy- encouraged,even- to have an idea
tomorrow that contradicted your idea today.ȱThere are two types of companiesexisting in the
world ;ȰÔÈÏÓÅthat work to try to changemore and those that work to changeless. Onewill be
second.ȱAs a leader,he recommendsto people,that they always take a long-term point of view.
He alsosaidȰ)think this is somethingabout whichÔÈÅÒÅȭÓa lot of controversies. A lot of people
ɀand)ȭÍjust not one of themɀbelieve that you should live for the now. I think what you should
do is think about the great expanseof time ahead of you and try to make sure that you are
planning for that in a wayÔÈÁÔȭÓgoing to leaveyou ultimately satisfied. This is the way it works
for me. There are a lot of paths to satisfaction,and you needto find one that works for you.ȱ

All these casesshow how successfulleaders in the world achieved their successeven when
things never went smoothly. All in all, inspiration, determination, willingness, innovation,
dedication,and commitment will help leadersto facethe change.



According to the Central
Bank Report, 2020, Covid
19 pandemic changed
long-standing work
habits and working
cultures. Under this
situation, many
organizations focus on
work -from-home (WFH),
have flexible hours, and
use roster systems.
Before the pandemic,
organizations in specific
industries, like the IT
industry, applied such a
system considering their
requirements. However,
this pandemic forced a
change of long-lasting
working systems to new
alternatives. On the one
hand,ÉÔȭÓan opportunity
to overcome the
prevailing issue. However,
HR professionals face
many unique challenges
to get the expected
results because it gets
successfuloutcomesfrom
this new way of

Organizations 
urge people to 

work from 
home during the 

pandemic. 
However, the 

COVID-19 
pandemic is no 

longer a 
concern. How 

will your return 
to the regular 

office 
environment be 
impacted by our 

current 
situation?

working depend on how
employees and employers
take responsibility,
commitment, and
understanding. Now I can
seewe havean opportunity
to move from this
pandemic; however, as a
country, we are currently
struggling with the
economic crisis. The level
of inflation at the
movement has gone up by
more than 60%, and food
inflation is almost 100%. As
per the central Bank
Report, The transportation
sub-index of the CPIbasket
in Sri Lanka increased to
319 points in September
2022 from 316.70 points in
August 2022. On the other
hand, companies are
struggling for their survival.
Under that scenario, there
is no way to assist
employees in facing this
Hughburden

HOW CAN WORKERS BENEFIT FROM 

HYBRID WORK ARRANGEMENTS, AND WHY 

DO SO MANY PEOPLE DEMAND IT?
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This scenario again encouragesus to keep new working practices continuously and come into
the middle of introducing hybrid working .

What is the hybrid? What goals have been set for this work session?

The concept of hybrid work entails both time spent working remotely and returning to the
office after working from home at least one day per week. You might be surprised to learn that
most employees preferred a hybrid or work -from-home arrangement even before the
pandemic. According to a 2019 survey by Global Workplace Analytics, employees would be
happier (83%), feel more trusted (82%), have a better work -life balance(81%), and be more
likely to recommend their employer to a friend (81%) in a hybrid workplace. Additionally,
Microsoft polled 30,000 of its workers for a secondsurvey. According to their findings, 70% of
respondents anticipate working from home in the post-COVIDenvironment. We are having
trouble with high inflation asa nation. Therefore, I think Sri Lanka facesa lot more pressure to
work remotely.

How do you feel on work at home? Is it a good solution.

There are pros and cons to every reasonable answer.

As per the research findings, most employees are satisfied with the new working setting. On the 
other hand, it reports a higher level of productivity than the previous setting because it allows 
workers to rest as they wish during work . Further, Employees can save some community costs. 
It's a relatively adaptable environment compared to others. Working from home allows for 
more adaptability and versatility in one's working environment. Employees who are no longer 
required to go to an office every day may be more able and willing to work nontraditional 
hours, such as in the morning, at night, or on the weekend.

Additionally, the ability to chooseone'sown schedulewill encourageemployeesto stay remain.
It will make it easier to arrange for childcare, cut down on time spent commuting and
accommodateother personal obligations. Furthermore, given that they are not under constant
watch, workers may have a greater sense of trust from their employer. It results in cost
reductions for businessesand their staff. Costs associated with getting to and from work,
purchasingwork attire, etc., may be reduced. Staffmembersmay savecostson things like rent,
supplies,and utilities .

However, this work -home practice has some limitations onÅÍÐÌÏÙÅÅÓȭperspectives. The main
issue is that it is not suitable for every employee category. Due to different reasons, some
employeesprefer to comeoffice without working at home. Again,theÅÍÐÌÏÙÅÅȭÓability to work
independently and their inherited personality directly influenced the level of productivity . Some
expect to get assistance from their colleagues and supervisor. Again, some want personal
interaction with their colleaguesand face-to-faceguidancefrom supervisors.

It would be preferable if, as an HR expert, you were also aware of employees who have a
disability. The support they require to perform their job could be harmed by working from
home. Additionally, not ÅÖÅÒÙÏÎÅȭÓhome life will mesh well with working from home. For
instance,somepeople may haveyoung children who may not know when to respect limits and
interfere with their workday. Somepeople might not have the spaceto set up a good dedicated
working location. Employeeswho work from home could feel lonely like their office-bound
counterparts.
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Companiesthat operate from home could have the same sensation of seclusion from their

coworkers and the company as a whole as they would in an office environment. To solve this

issue,employersmight ensurethat communication occursmore frequently

Therefore, scheduling quick phone catch-ups or regular team meetings via other technologies

like Skypegives employeesmore chancesto feel engagedand a part of the team. Having more

informal and sociablegatherings could also help easeany loneliness sensations. The ability to

manageand track the progress of remote employeeshas several restrictions. It's also possible

that people of different personalities will havediffering degreesof a positive responseto being

monitored. Even if there are less interruptions while working from home,a worker might still

be easilysidetrackedby the presenceof soundsor other people in the houseif they don't havea

dedicated workspace. While working in an office helps employeesclearly delineate between

their job and personal lives, working from home might blur that line. As a result, workers may

have difficulties in knowing when to stop working, which may lead to overwork, stress, and

eventually burnout .

Staffmembers may be more vulnerable to information security breachesif they are allowed to

work from home. There's a higher possibility of team members taking their laptops home and

using them to get unauthorized remote accessto systems. Employees'mental health may also

suffer if they are unable to adjust to working from home becausethey are unable to establisha

pattern that works for them, they have trouble distinguishing between work and home life, or

they feel lonely. Independent work from home might make it more difficult to foster a senseof

camaraderieamongworkers.

How well can this suggestednew hybrid stting take use of home office perks while also

resolving problems that plague traditional home offices?The term "hybrid work" refers to an

increasingly popular arrangement in which workers are given the option of either commuting

to a traditional office setting or working remotely. Sometimeshaving an employee work from

home part of the time and in the office the other part of the time is the most efficient

arrangement; in this case,it may be helpful to have the home employeeparticipate in meetings

so they canstayup to dateon everything.

During the worldwide epidemic, employees found several ways that they and the company

might profit from allowing workers to work remotely. One'swork -life balanceimproves, one's

attention improves dramatically with less distractions, one spends less time commuting and

more time with loved ones, one gains expertise in information technology, and one is more

motivated.

In addition to increasingproductivity, employeesatisfaction,and reducing absenteeism,flexible

work schedulesmay help businessessavemoneyon office space.

The advantagesof hybrid work asa kind of flexible labor havenot yet beenfully explored. Even

so, we may anticipate advantages for both workers' organizations and the organizations

themselvesif it is effectively adopted and maintained. Initial studies indicate that workers may

benefit from a better work -life balanceand stronger social ties and friendships with colleagues

via hybrid working arrangements.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna



ȰRISK OF 
PROMOTING 

WRONG 
0%/0,%ȱ

Despite the job market doing poorly and
supply far exceeding demand, finding the
right talent continues to be a problem. As the
challenges keep mounting you need even
better talent to cope with these challenges
effectively.
Talent quickly becomes the limiting
constraint for many high-growth companies.
And the biggest demand is for management
and leadership positions. Oneof the common
strategies Sri Lankan companiesadopt is to
promote from within their existing ranks and
then backfill with new, entry-level talent. It's
a good strategy when it works, but too often
you see companies promoting the wrong
people into the wrong roles and suffering in
the long run asa result.
While itȭs a good policy to have one needsto
managethe processrationally to ensure that
you donȭt make a mistake. Too often we have
seen someonepromoted becausethey were
"perfect for the job," only to find out that they
took the role under duressand miss their old
position. Without a real desire and internal
motivation to take on the role, the results

will be lacklustre at best. While people
always want to advanceand feel like they are
making progress,you will want to make sure
that this is the role for them. This might take
some digging and frank deliberations. The
classic misstep many companies make is
taking a starting player and making them a
manager. Just because someone is a great
salespersonor a brilliant coder, that doesn't
mean they will make a great people leader.
The best technical people often make
horrible managers because their
expectations and standards are far beyond
anyone else on the team. Make sure they
havethe peopleskills to lead the team before
you put them in charge.
Shift of focus
As you move up from individual contributor
to management and leadership, one of the
big changesis your shift in focus from day-
to-day operations and tactics to strategy and
long-term thinking . Before you move
someoneup the ladder, make sure can think
strategically and see the system-level
perspectiveof the business.
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Much of this is trainable but be aware of
how much work it will take to get
someoneto the level you need. Moving
up the management ladder will also
mean a much bigger scope and
accountability, more people, more
issues,and more demands. If someone
hasn't developed the skills to deal with
multiple and at times conflicting
priorities and learned how to allocate
their time effectively, they can quickly
become overwhelmed and ineffective.
Make sure they have the management
skills to take on thesenew challenges.
A new job may require new skills and
sometimes not the same skills at an
elevated level. If the promotion you are
considering involves new skills and
capabilities,you needto make sure they
are trained and ready.

Moving someoneinto a managementrole that requires strategizing, analytical skills, people
management, budgeting and forecasting when the person doesn't know how to use a
spreadsheetwill be a disaster. While many of these skills are trainable, make sure you know
the gaps and have a plan before making the decision. When promoting someonewith clear
deficiencies,maketheir training part of their developmentplan and setspecificgoals.

Cultural fit
One of the big risks in promoting someoneis that the promotion gives them a much bigger
impact on the culture of the company. If they are not a good cultural fit, you'll be exacerbating
the problem by giving them a more powerful and influential role. And you'll be sending a
messageto the team that this person represents what is acceptablewithin the organization. If
your employeedoesn't reflect your company'sdesired managementculture, think twice before
promoting them. Promoting from within existing ranks is a highly effective and desirable
strategy for most organizations much of the time. You know the person well, can assesstheir
capabilities more easily,and can determine culture fit with a high degreeof confidence. But if
you promote without askingyourself the right questions,you'll likely run into problems down
the road.
In a world where the majority of employeesbelieve promotions are unfair, it is time to start
giving people more opportunities to make their potential visible.)ÔȭÓtime to let employeesbe
seenby someoneother than their bossto earn credibility for the internal processes.)ÔȭÓtime
to let them own their career decisionsrather than having an organization decide their future
for them.
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What do you mean by 
emotional  labour? How 
do you interpret this 
phenomenon with an 
example?

Emotional labor is what
employees are required to
exhibit in ways of facial
expression, voice tone, and
body language when they
are engaged in job-relevant
interactions. Emotional
labor can be interpreted as
managingÏÎÅȭÓown feelings
to show the required or
expected emotions to
another in performing tasks
at work . For example, as a
university lecturer in my
profession, I have to show
pleasantness, and kindness
to my students, even if I
ÄÏÎȭÔfeel like it . I may be
annoyed with the students

for their behaviour, but I
have to manage my
emotions and deal with
them professionally.

What are the dimensions 
of the emotional labor ?

There are three popular
dimensions of emotional
labor: surface acting, deep
acting, and genuine
emotions. Surface acting
means displaying the
required emotions even
though the person does not
feel them, such as being
pleasant to an annoying
customer. Here most
employees suppress actual
emotions and fake them to
display the required
emotions. Deep acting is
trying to understand why
the other person behavesin

a certain way and feeling
that emotion to act in an
appropriate manner. It is a
way of modifying feelings to
meet job expectations. An
example would be trying to
understand why a customer
is shouting at staff.
Refocusing the situation by
considering that the
customer could be in some
other distressed mood
would enable the situation
to be handled with a
modified feeling. Genuine
feelingsare consideredto be
authentic and there is no
need to display or modify
emotions. The employee
naturally behaves towards
showing the required
emotions. In other words,
there is no acting.
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important from the 
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Why the emotional labor
is important from the
employee and employer
perspective?

Emotional labor is important
from the employee's
perspective because it can
lead the employee to suffer
stress and ultimately burn
out. To display the required
emotions employees,have to
regulate their emotions. This
not an easy task. The faking
of emotions can have long-
term consequences for
employees, especially when
they adopt the same
strategies in their personal
lives in situations that
require a more genuine
display of emotions. For
example,if you have worked
for a long time dealing with
difficult customers who are
annoyedand yelling and you
try to deal with them
pleasantly, hiding your
emotions. This could be
applied when you are at
home with your children if
you see them annoyed and
yelling, you may try to deal
with them pleasantly as you
go back to automatic
reaction from your molding
at work . This could be a false
diagnosis of the ÃÈÉÌÄȭÓ
behavior. From the
neurobiological perspective,
repetitive actions for a long
period can cause stronger
neural connections, and
identification of the situation
will be automatic.

in personal circumstances.
Consequently, employees
engaging in high emotional
effort and inauthentic tasks
can lead to emotional
exhaustion and personal
problems. However, there
are positive aspects that
employees can enjoy.
Showing appropriate
emotions to the customers
makes them satisfied and
appreciative of the services.
In addition, employees get
satisfaction and rewards
from the organization for
doing an effective job. From
the ÅÍÐÌÏÙÅÒȭÓperspective
understanding the nature of
the businessand the level of
employee emotional
involvement is important so
that the right type of training
can be given to employees
who are on the front line so
that they can handle the
situations with less stress.
The employer also can
launch in-house counselling
programs to reduce the
stresslevelsof employees.

What are the 
determinants/causes of 
the emotional labor ?

Jobs in the service sector
mainly face issues of
emotional labour. Having to
show the appropriate
emotions that employeesdo
not feel at the time of
handling the situation is the
cause of emotional labour
issues.

required emotions
genuinely, then there is no
issueof emotional labour.

How do we measure the 
emotional labor ?

Emotional labor is pre-
dominantly measured based
on qualitative interviews,
observations, and
ÅÍÐÌÏÙÅÅÓȭself-reports. In
addition, there are
quantitative scales
developed by scholars to
measure emotional labor.
One such scale is called the
Ȭ%ÍÏÔÉÏÎÁÌLabour Scale
ɉ%,3Ɋȭdeveloped by
Brotheridge and Lee in 1998
which measures surface
actingand deepacting.

What are the positive and 
negative consequences 
associated with the 
emotional labor ?

Positives: 

ÅJob satisfaction of the 
employee 

ÅCustomer satisfaction 
ÅFinancial rewards (tips or 

salaries) 
Å Increased job security 
Å Increased self-esteem and 

self-efficacy 
Å Increased good-will of the 

organization 

Negatives: 

ÅEmployee turnover 
intentions 

ÅEmployee stress 
ÅEmployee dissatisfaction 
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Emotional exhaustion
EmployeeBurnout
Extra cost for the
organization to conduct
training and wellness
programs

How does an employee
effectively manage
emotional labor for better
performance?

Undergoing an effective
training program can lead to
handling emotional labor
more easily. The techniques
such as redefining the
situation, psychological
manipulation (deep
breathing, counting up to
10), or shifting perceptual
focus could be used to
manage emotional labor.
Mindfulness programs can
be also used to develop
employeesȭ emotional
intelligence and through that
employees can handle
emotional labor without
difficulty .

What are the key empirical
research findings pertain
to phenomenon of the
emotional labor ?

The construct of emotional
labor was introduced by the
Sociologist Arlie Hochschild
in 1981. Shepresented three
main concepts: emotion
work or management,
emotional labour jobs, and
feelings/display rules.
Hochschildȭs (1983) main
finding was that emotional
labor is useful for the

organization but
dysfunctional for the
employees. In 1993, Ashforth
and Humphreyȭs researchon
emotional labor argues that
emotional labor does not
necessarily require
conscious effort . Their
findings on emotional labor
suggestedthat it is functional
for the organization and
employees. However, it can
become dysfunctional if the
work involves high effort and
is inauthentic which can lead
to emotional deviance. Based
on the findings of Morris and
Feldman (1996) and Grandy
(2000), the most popular
concepts of emotional labor
are surface acting, deep
acting, and emotional
dissonance. Their major
findings suggest that deep
acting is functional to the
organization and employee,
but surface acting and
dissonanceare dysfunctional
for both parties.

Do we have the black box
or any blurred area pertain
to the emotional labor that
we need to further
explore?

In discussing emotional
labor the emphasishas been
on employee involvement in
directly dealing with the
customers/public. At the
same time, interpersonal
roles in the work
environment also have the
elementsof emotional labor

in dealing with our
superiors, subordinates, and
colleagues. Personally, I
believe we need to explore
emotional labor in these
other employeeinteractions.

Additional comments that
you'd like to pen down
about 'Emotional Labor '

The concept of emotional
labor emergesas a result of
the rise of the service sector
in the 1980s. In most
developed countries the
majority of employment is in
the service sector and it is
apparent that most jobs
involve emotions when
performing. Some jobs may
have more emotional
involvement than others. For
example, jobs such as law
enforcementmay needto use
Ȭverbal judoȭorȬtough talkȭor
having theȬgamefaceȭ. Rarely
do jobs have no emotional
involvement. In the Sri
Lankan context, we are
highly valued for our
hospitality which is part of
showing genuine emotions.
Yet it would be interesting to
see the actual emotions
behind the beautiful smiles
of Sri Lankans; is it just a
habit or a genuine feeling of
being happy to do something
for others? Is it cultural
conditioning? These
questions would be well
worth exploring.
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Dr R.M. Ratnayaka started his career at the
University of Ruhunaasan AssistantLecturer
(Probationary) in Commerceattached to the
Department of Economics, Faculty of
Humanities and SocialScienceson 5th March
1990. After being promoted to Senior
Lecturer (GradeII) in 1997, he was appointed
as the Head of the Department of Business
Administration, Faculty of Humanities and
Social Sciencesin 2003. On 29th April 2009,
he was promoted to the post of Senior
Lecturer (GradeI). Hewas instrumental in the
establishment of the Faculty of Management
and Finance in 2003 and later he served as
the Head of the Department of Management
and Entrepreneurship in the same faculty.
While serving as the Headof the Department
of Managementand Entrepreneurship, he was
further appointed as the Acting Dean of the
faculty in 2004. During his tenure asthe Head
of the Department, he played a major
administrative role in designing, developing
and launching a Bachelor of Business
Administration honours degreespecializedin
Entrepreneurship. This programme was the
pioneer Entrepreneurship programme in the
Sri Lankanuniversity educationsystem.

Dr Ratnayakaobtained a Bachelorȭs degreein
Commercefrom the University of Peradeniya
in 1981 and a Masters degree in Commerce
from the University of Ruhuna in 1997. In
2021, he was awarded the Doctor of
Philosophy degree from the University of

Ruhuna. During his tenure of 31 years, he
served the University of Ruhuna in almost all
capacities in the Faculty of Managementand
Finance.
He extended his yeoman service not only to
the undergraduatesȭprogrammes but also to
the postgraduate and distance educational
programmes, including Master of Business
Administration, Master of Business
Management, and Diploma in Human
Resource Management. He rendered his
service asa Visiting Lecturer in the Faculty of
Science, Faculty of Agriculture, Faculty of
Fisheries and Marine Sciences of the
University of Ruhuna, Sri Lanka Institute of
Advanced Technological Education, and the
Open University of Sri Lanka. He has further
given his service as a resource person for the
Staff Development Programme of the
University of Ruhuna. Moreover, he has
actively contributed to the curriculum
development of the interdisciplinary syllabus
in the Faculty of Medicine, University of
Ruhuna. Heis an intellectual expert in General
Management,Human ResourceManagement
and Career Management. His main research
interests lied in the areas of Human Capital
Development, Career Management,
Organizational Citizenship Behaviour, and
Human ResourceManagement. His research
has been published in national and
international conferences as well as in
journals.

Department of Human Resource Management, Faculty of Management and Finance, University of Ruhuna

RETIREMENT NOTE

DR. R.M. RATHNAYAKA
DEPARTMENT OF HUMAN RESOURCE MANAGEMENT
FACULTY OF MANAGEMENT AND FINANCE
UNIVERSITY OF RUHUNA
SRI LANKA



Q. We would like to know about you and
your background .

I am someonewho is trying to be a better
person than I was yesterday. I am a
minimalist who is satisfied with what I
already have.

Q. When you remind your younger self
and childhood, what were your
inspirations??

Consideringmy family background,I am the
first child in a family of ten. Therefore, it is a
great feeling to receive more love from my
family. My father was a well-respected
farmer, and he was a goodexamplefor me to
build my life. I learned teamwork from my
father. And the village I lived in had a
beautiful environment.

I was always inspired by this environment.
In my childhood, I spent time in a relaxing
manner without any responsibility.

Q. If you reminisce about your school
education?

I first studied at Thanwatta Junior College; a
respected school located in the village. In
the seventhyear, I left the school and joined
Medagama College. I passed the Ordinary
Level examination from that school and got
scholarship for Advance Level to Bibila
Central Collage. I was then got selectedfor
the University of Peradeniya.
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He had been serving as a Chief Examiner in
the General Certificate of Advanced Level
Examination for several years and rendered
his servicesasthe coordinator of the selecting
committee of the best entrepreneur award in
the Southern Province, Sri Lanka. Inarguably,
his achievementsmade him one of the most
accomplishedacademicsin the country.

He reached the summit, and many others
were benefited along the way. During his
career, he served the university as one of the
senior consultative academics. More than

10,000 students succeeded in their lives
under his untiring guidance and mentoring.
His professional life was not always smooth,
the path was rocky at times, and he
confronted with many challenges along the
way; however, his integrity and honesty won
the day. We are indeed fortunate to pen these
words about him and his legendarycareer. He
retired on 30th September 2021 when his
servicewasneededthe most.
Itȭs our gracious honor to interview this
big personality .
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Q. Can you tell us about your university
life?

The turning point of my life was at
PeradeniyaUniversity. I got very lucky with a
few things, foremost it was having a good
group of friends. Second,I consider it my
good affluence to associate with university
professors and to have the opportunity to
study under them. It was not only the
academicsthat I learned from them but also,I
learned how to behave as a well-disciplined
citizen in society. Therefore, I still consider
the University of Peradeniya as my home in
terms of my education.

Q. While you were in the university, did
you have a specific career aspiration for
the future after your graduation?

I had no specific idea of what I wanted to
be. But I am a person who does what I do
properly. But when I was young,I had an idea
that I wanted to becomea bank manager,but
with time, it faded away for a reason that is
unknown to me. I also had a dream to be a
judge. That dream still pertains and remains
in my mind because I have a great
determination to go to a place where I can
give good decisions about the injustices in
society.

Q. Did you eventually choose lecturing as
your career? What motivated you to
become a lecturer?

Becoming a lecturer was a dream for me. I
conductedclassesfor free after the Advanced
Level examination when I was waiting to
enter the university. From my teaching, the
students were able to pass the exams. From
all the positive feedbackI received, I decided
on my career in lecturing. First, I joined
Polgolla Cooperative National Institute as a
ManagementFellow. After that, I worked asa
visiting lecturer at Badulla TechnicalCollege,
and I got positive feedbackfrom all of them. I
loved working with children, and I fell in love

with this field becauseit was more dynamic
than other fields.

Q. Why did you choose Human Resource
Management asyour base field?

In fact, I showed talent in technical subjects
like accounting and costing. But while
working at Ruhuna University, when it was
divided into departments, I realized that
teaching behavioral subjects rather than
technical subjectswould make a difference in
my life. I chose the HR field with the
determination that I will be able to teach
differently and think differently.

Q. Besides lecturing and research, what
other administrative involvements have
you done at the university?

In terms of administration, I have worked as
a headon severaloccasions. After that, at the
beginning of the management faculty, I
worked as an acting dean. Later I worked as
a student counsellor for a period. I have
worked as a coordinator and as a member of
the projects implemented at the university.

Q. What are the memorable challenges
you faced while working as a lecturer in
the Faculty of Management and Finance?

I first joined asan AssistantLecturer. At that
time, there were a limited number of
lecturers, but there were a large number of
subjects in management courses, so one
lecturer had to teachthree or four subjectsat
times. We taught in Sinhala medium, but all
the books were in English medium. The first
challengewas to prepare notes related to the
subjects. It became a big challenge for us
becausewe ÄÉÄÎȭÔhave much understanding
of English, but we accomplished the
challenge. The others did not feel like it was
a big challenge for me becauseI always see
everything in simple terms, and I worked
with the mindset of "I can do it" .
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Q. As a lecturer, one important
phenomenon is research . What kind of
research area did you study there?

I followed the topic "Best practices in
organizations" for research. The best
managementmethods and practices used in
southern provincial institutions were
studied. But after a year, I was advised that
the topic was a bit complicated, so I finally
did research that was a combination of
marketing and HR. And I was 63 when I
completed my PhD. I consider that as one of
the specialthings in my life journey.

Q. Let's talk about your work -life balance.

The credit for the successof family life goes
to my wife. Ninety per cent of my time was
spent on university affairs as well as
academicand extracurricular activities. As a
husband, I only provided them with the
necessaryfinancial facilities and looked after
them. Sinceshe was a teacher,she took care
of all my children's education,so I didn't have
any big problems. Another thing is that sheis
a good understanding wife and can share
anything. I am usually someone who gets
angry easily,but it is balancedwith my wife's
behaviour.

Q. You are someone who witnessed when 
the Faculty of Management and Finance 
was established separately from the 
Faculty of Humanities and Social 
Science.Can you share your thoughts with 
us?
There were over 100 lecturers who worked
together for the successionof these faculties
altogether. Professor Atapattu was the Dean
of the faculty and Professor Dayanandawas
the head of the department of humanities.
Prof. Piyasiri, Prof. Hemapala, Prof. Derwin,
Dr Ramani, and Prof. Sunethra are the staff
members who worked closely with me those
days. Mr NandanaDeeganaput a great effort
to createsmanagementfaculty and the rest is
history until now.

Q. What has been your most satisfying
experience asa lecturer?

I am satisfied with my academic
achievementsas a person. And I have a good
family life. All three children got their degrees
from state universities. That's also one of my
achievements. All these things were possible
becauseof my careerasa lecturer. I trust that
I got everything because of my talent and
skills so I believe that I did my best for the
growth of my university

Q. What are your late career expectations?

I expect to do a counselling service as a
contribution to society. My focus is now on
the path to meeting people and providing the
necessarycounselling. Moreover, I also like to
focuson the path of becominga lawyer.

Q. As a senior lecturer, you are an
important personality in initiating the
Human Resource Department . As a retired
senior lecturer what developments you
would like to see in the Department of
Human Resources?

Out of the four departments in the faculty of
managementand finance,

The HR department is the number one
department. The significant reason for this is
the correct leadership path of Dr. Galhena.
The HR Department is well known for
teamwork and contains personalities who
can make sacrifices for the betterment and
successof the department. I have observed
the undergraduatesof the department of HR
are mostly active in their LinkedIn
performances. The successof the department
depends on the leadership style and not the
person. If we are able to sustain it for a longer
period, we are able to achievehigh successin
the future.
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WHY HUMAN RESOURCE 
MANAGEMENT IS 
IMPORTANT FOR 

PROJECT 
MANAGEMENT? 

While project management as 
a discipline has several key 

domain areas mostly 
technical such as scope 
management, schedule 

management, cost 
management, quality 
management and risk 

management, the domain of 
human resource 

management stands out as 
one key area of the success of 

a project because,
In real life, no matter how 
much capital resources are 
available, a project is never 

delivered in a vacuum; every 
project requires people 

(human resources) to ensure 
the delivery of the objectives 

In most cases, project 
managers must work with 
project team members who 

usually do not report to them 
in the organization; making 

is an essential skill for a 
project manager to motivate 
and manage members of the 

project team, without the 
power of being their 
reporting manager.

What is Project Management?

Before analysis on how human resource management
can be pertinent to project management,it is useful to
understand the definition of a project and project
management via the universally accepted PMBOK
(Project ManagementBody Of Knowledge) published by
the Project Management Institute (PMI) and other
associations that regulate the discipline of Project
Management.

A ȰProjectȱcan be defined as a unique endeavour to
deliver a product/service/result which requires a series
of related action items to
be completed using capital and human resourceswith a
definite start and end date subject to constraints on the
costand other resources.
The keyword here isȰuniqueȱas no two projects can be
identical.
Project Team Evolution Lifecycle

Project Managementcanbe defined asthe application of
knowledge, skills, tools, and techniques with the given
resourcesto meet the objectivesof the project.
Unlike organizational team management, a project
manager has to assemblea team where team members
may or

HUMAN RESOURCE 

MANAGEMENT FOR PROJECT 

MANAGEMENT

ά

έ
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may not have worked together before and
make them work together and reach peak
performance soon to deliver the project and
then dissolve the project team once the
project is done. An experienced project
manager may concurrently managemultiple
projects at the same time, with each project
in various stagesof delivery ɀfrom initiation
to commence work to closeout after results
are delivered.

The typical evolution of a project lifecycle has
5 main stagesfrom team managementand by
extension human resource management
point of view.

Those5 stagesare known as,
- FORMING: A new teamis formed.
- STORMING: The team's operational

rules are defined aswell asthe roles and
responsibilities.

- NORMING: The team starts to operate as
per the understood operational rules.

- PERFORMING: The team reaches peak
performance to add get deliverables
completed.

- ADJOURNING: The team is dissolved
after the project objectivesare realised.

The role of a project manager from a human
resource management standpoint tends to
evolve and change as the project team goes
through these stages and a proper
understanding of the changing behaviour of
project management is essential to the
successof any project, big or small.

Human Resource Management
implications during a Project Lifecycle
Human Resource Management during
Forming
Forming is the stagethat the project manager
must take leadand take initiative .
It could be a time of great confusion,
ambiguity and sometimes mistrust among
the members of the newly assembledproject
team, as by design it was the creation of a
brand-new project team, and the team
members were not much aware of the work
to do other than they are told they have to
work on the project.
It becomes the responsibility of the project
manager to spend all the necessarytime and
resources to be hands-on with the team,
intervene in conversationsand build the team
into a working group.
Even if the project manager is not a natural
extrovert, this is a time the project manager
must put on an extrovert hat to break the ice
and introduce team membersto eachother to
create a welcoming environment for future
project work to be done and team members
to collaborate.
On the other hand, this is the time a project
manager will establish team norms and
ground rules that will set the tone and
establish the mode of operation of the project
team for the entire duration of the project.
In other words, the Forming state is the
foundation on which the project team will be
built .
Human Resource Management during
Storming
Oncethe initial get-to-know time has passed,
the project teamenters the Storming stage.
Any organization will have different
departments and functional teams, which
have deep-rooted internal processes and
procedures to ensure smooth functioning.
When team members from different teams
get together to deliver something new ɀa
changeto theȰÓÔÁÔÕÓÑÕÏȱɀit often results in
a clash of ideologies and process norms of
different teams.
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While these disagreements are a welcome
feature in a team (since it indicates that the
initial stage has passed and team members
are willing to exchange ideas and discuss
what to do), they can also easily spiral into a
confrontation that is detrimental to the
ÔÅÁÍȭÓcohesivenessto work asoneunit .
Again, it is the role of the project managerto
be hands-on and intervene and make sure
that any disagreementscan be sorted out as
per the agreedground rules, team norms and
project objectives. Also, if any discussion
needs to happen with anyone outside the
project team, the project manager must take
lead and ownership of that correspondence
to ensure a unified messagecomesout of the
project team.
Human Resource Management during
Norming
Onceteam ground rules are understood and
the team knows eachother, and differencesof
opinion are sorted out, the project team
members start to fall into their roles,
understand their responsibilities and look for
the way to do their work .
As a result, the need will be less for the
project manager to be hands-on to address
each communication line among team
members or to be part of each task-level
collaboration among team members. It is
time for the project managerto not becomea
micromanager and empower the team
members to start work and take ownership
of their work .
However, in an environment like this, the
project manager must invest some time to
understand how to incentivise good
behaviour and work done above the call of
duty. To do this, a project manager needs to
talk to project team members, observe their
work and behaviour patterns and figure out
the types of incentives for eachteam member.
As all humans are unique, everyone has a
unique type of incentive, and it is the skill of a
project manager to identify the types of
incentives to be provided to each team
member, should be need arise to recognize

good performance or give added motivation .
A simple cookie-cutter approach to financial
incentives will be a wrong approachand may
even run off being a disincentive if applied to
someteam members.
Knowing the team very well is key for a
project manager to be successful in
determining the incentives.
A popular method usedto determine types of
incentives is the theory of -ÁÓÌÏ×ȭÓ
Hierarchy of Needs introduced by Abraham
Maslow. It identifies 5 types of needs that
would act as the main driver or incentive for
a person,basedon their personality.
Physiological Needs: Basic needs that
everyoneneedsasessentials.
SecurityNeeds: The needto ensuresurvival.
Affiliation Needs: The need to be part of a
community.
EsteemNeeds: The need to be respectedand
liked.
Self-Actualisation Needs: The need to fulfil 
something beyond self-needs.
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While the above 5 need types look more
appropriate for regular organizational
management,a project manager who works
in tandem with team/functional managers
can apply appropriate incentives for team
members during project execution as well.
For example,
An increase in salary or a bonus/lump sum
financial offer will be an incentive for a
project team member who is a new worker
just out of school/university (Physiological
Needs)
Commendation of work to a manager or
recommendoffering a permanent position to
a project team member who is working for
the organization on a contract or
probationary position (Security Needs)
Acknowledge positive contribution to the
project by an experienced member of the
organization to the teamÍÅÍÂÅÒȭÓmanager
to make it count for future promotion and
careerpath development. (Affiliation Needs)
Assigna leadership role within the project to
a team member who has shown interest to
move into a leadership role in the
organization. (EsteemNeeds)
Recommendapproving a requested vacation
by a high-performing project team member
who is spiritually inclined to go for a
meditation retreat. (Self-Actualization Needs)

Human Resource Management during
Performing
Oncethe project team knows what they must
do after Forming,Storming and Norming, and
the necessaryincentives are also in place to
detect and reward work, the project team
starts performing like a well-oiled machine.
The team members have self-awareness of
their roles and are willing to collaborate with
other team members and there is no
ambiguity on the project goalsand objectives.
Occasionally. Even during this stage,conflicts
can arise and when conflicts do arise, a
project manager needs to adopt a conflict
resolution technique that is appropriate for
theÐÒÏÊÅÃÔȭÓsuccess.

In general, a project manager has several
conflict resolution techniques, but as in
organizational management, only one of
them is recommended to use unless in
extremecircumstances.
Avoidance (avoid the conflict and move on):
Win-Lose: Not a recommendedapproach.
Compromise (reach a middle ground by
asking two sides to compromise): Lose-Lose:
Not a recommendedapproach.
Problem-Solving (consider facts and
determine a solution): Win-Win: A
recommendedapproach.
Smoothing (ask to focus on positives): Win-
Lose: Not a recommendedapproach.
Forcing (use power and dictate a solution):
Win-Lose: Not a recommendedapproach.
While Problem-Solving is the recommended
approach,it ÄÏÅÓÎȭÔmeaneachteam member
in a conflict will be 100% happy. However,
the key to this approach is consistencyand a
fair process in that team realises that a
project manager takes the best decision
basedon availableinformation .

Human Resource Management during
Adjourning
Once a project is completed, the project
manager must ensure that the project is
brought to proper administrative closure and
make all necessary steps to transfer the
project teammember to the original team.

This step, though seems not a major step,

doesplay an important role in the reputation

of a project manageror the projectÍÁÎÁÇÅÒȭÓ

brand.

Human Resource Management as a

differentiator between a successful and an

average project

As mentioned above, while a project may

have a lot of other resources, in the end,

require a team of people to work together

collaboratively to successfully deliver a

project.
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A motivated team happy with the leadership

of the project manager is likely to work as a

more empowered team,taking responsibility

for the work assigned to them. This

motivation -driven productivity gain will, in

most cases make a difference between a

highly successfulproject and a project with

averagesuccess.
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