
Leadership and teamwork
management
Erasmus course

Dr. Izabela Różańska-
Bińczyk, Ph.D.

Department of Human 
Resources Management

Assoc. Prof. Marek 
Matejun, Ph.D., D.Sc.

Department of 
Entrepreneurship and 
Industrial Policy 



Scope of the course
The aim of this course is to present theoretical background and importance of teamwork management in
modern organizations as well as develop and strengthen practical leadership competences in teamwork.

The scope of the course includes, among others:

• Team building activities

• The concept of contemporary HRM

• The concept of a group and a team work

• Effective communication within the employee team

• Challenges in human resources management and the employee team

• Team building process

• Leadership in team work

• Management styles in team work

• Decision-making in teams

The course will be conducted in the form of activity workshops. Special attention will be paid to the shaping
practical competencies in managing teamwork and leading teams.



Organizational issues

• Visit www.matejun.pl to get presentations
– (Dla studentów – „For students”), pass: human

• Form of assessment:

– Test in electronic format (20 single-answer questions) at the last meeting

– Two options in the test questions: (1) Select the correct answer, (2) Select the wrong answer, eg.:

– HRM trainings (additional points)

You get 1 point for each class you attend and for teamwork. These points are added to your final score. If
someone did not attend the classes, they do not get the extra points, but they take the final exam. The extra
points can help you get a better final grade in the course.



I am an Assistant Professor in the Department of Human 
Resource Management at the Faculty of Management of the 

University of Lodz

e-mail: 
izabela.rozanska@uni.lodz.pl

More info at
https://izabelarozanska.com.pl/

Dr. Izabela Różańska-Bińczyk



Organizational issues

• We get to know each other
• We learn from each other
• We don't judge each other
• We cooperate in groups
• We take part in the discussion.

• For each workshop you take part in, you get 1 extra point.
• If you are absent, you need to make it up during my consultations (online). Please send me an email

first to set a time

• English as the medium of instruction!
– not to learn English, but use English as a tool for learning
– however, let’s support our language skills and please report any errors!



Organizational issues

• meetings without breaks!

• 3h x 8 = 24 ths in total

• workshops with trainings

Course schedule:

TeacherMonday
3.50 – 6.05 pm (3 ths)

Marek27 October 2025

Izabela3 November 2025

Izabela10 November 2025

Izabela17 November 2025

Izabela24 November 2025

Marek1 December 2025

Marek8 December 2025

Marek15 December 2025(Test)
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A

The research results presented in this presentation are 
the result of the work of the research team.



• Matejun, M., Matusiak, B. E., & Różańska-Bińczyk, I. (2024). Employee Readiness for GHRM and
Its Individual Antecedents: Instrumental and Change-Based Approach. Sustainability, 16(11),
4776. https://doi.org/10.3390/su16114776

• Różańska-Bińczyk, I., Matejun, M., & Matusiak, B. (2020). Praktyki green HR we współczesnych
przedsiębiorstwach [Green HR practices in modern enterprises]. In: J. Cewińska, A. Krejner-
Nowecka, S. Winch (Eds). Zarządzanie kapitałem ludzkim-wyzwania. Warszawa: Oficyna
Wydawnicza SGH.

• Matusiak, B., Matejun, M., & Różańska-Bińczyk, I. (2020). Koncepcja zrównoważonego rozwoju
jako środowisko implementacji praktyk green HR we współczesnych przedsiębiorstwach [The
Concept of Sustainable Development as an Environment for Implementing Green HR Practices in
Modern Enterprises]. In: M. Urbaniak, A. Tomaszewski (Eds). Wyzwania społeczne i
technologiczne a nowe trendy w zarządzaniu współczesnymi organizacjami. Warszawa: Oficyna
Wydawnicza SGH.

• Matejun, M., Matusiak, B., & Różańska-Bińczyk, I. (2020). Praktyki green HR a wyniki
środowiskowe współczesnych przedsiębiorstw [Green HR practices and the environmental
results of modern enterprises]. In: J. Cewińska, A. Krejner-Nowecka, S. Winch (Eds). Zarządzanie
kapitałem ludzkim-wyzwania. Warszawa: Oficyna Wydawnicza SGH.

Recent publications/ The results of our research 
are presented in the papers below



Organizational issues

– We get to know each other
– We learn from each other
– We don't judge each other
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The biggest HR challenges in 2024
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Green Human Resource 
Management: A New Trend in HRM



AGENDA
1. Green HRM – definition and scope of the concept
2. Examples of GHRM practices in business
3. Readiness of employees to use GHRM practices
4. Summary
5. Literature
Including:

• research results

• quizzes



Teamwork

Step 1: Divide into groups of four. Make
sure that each group includes students from
different countries.

Step 2: You’ll work together in these teams
to complete all class activities.



Green Human Resource Management –
Green HRM 

What words do you associate 
with Green HRM?



Green HRM -
definition and 
scope

Green Human Resources
Management (GHRM)
integrates environmental
management and HRM to
align employees and their
behaviors with a company’s
environmental strategy by
rooting sustainability in the
center of the organization’s
HR processes.



Green HRM -
definition and 
scope

Human resource management
practices are developed and
implemented to promote
specific behaviors among
employees, which increase the
environmental performance of
the entire company.



Human resource management practices are divided 
into categories

– HR Planning: Human resource planning is a process that
determines the level of staffing needs, which is necessary
to formulate and implement a management strategy.

– HR Recruitment & Selection: this process allows you to
determine the organization’s employees needed to achieve
its strategic goals.

– HR Development: is any change in knowledge, skills,
attitudes and behavior of people.



Human resource management practices are
divided into categories

– HR Engagement: It means the degree to which an employee
identifies with a given organization. Commitment determines
the extent to which employees identify themselves and
become involved in the organization’s life, using their
competencies to achieve its goals.

– HR Motivating: means creating the right conditions and using
rewards so that employees act in line with the organization's
goals.



Human resource management practices are
divided into categories

– HR Performance Management: Measuring the performance of
employees, teams, or the organization. The goal is to improve
work to help the company reach its mission and goals.

– HR Resignations: mean reduction of employment.



Green human resource management 
practices are divided into seven categories

– GHR Planning

– GHR Recruitment & Selection

– GHR Development

– GHR Engagement

– GHR Motivating

– GHR Performance 
Management 

– GHR Resignations



Please assign specific GHRM practices to specific areas 
of Human Resource Management: 
–GHR Planning
–GHR Recruitment & Selection
–GHR Development
–GHR Engagement/Motivating
–GHR Performance Management
–GHR Resignations

You have tables with HRM processes, and you will match green 
practices to these processes.

Quiz 1



– Inclusion of environmental 
protection tasks in job 
descriptions

– Green aspects in HRM 
strategy and procedures

– Forecasting the number of 
employees and types of 
employees needed to 
implement the corporate 
environmental management 
initiatives/programs
/activities (e.g. ISO 14001, 
cleaner production etc.)

– Analyzing the labor market 
for the availability of 
candidates with green skills

GHR 
Planning



– Highlighting the company's green
image in the labor market

– Inclusion of green competences in
job profiles

– Include green skills as required in
recruitment advertising

– Preferences for candidates with
environmental awareness

– Introduce new employees to the
company's environmental activities
and successes

– Showing new employees good
examples of environmental
behaviors in the company

GHR 
Recruitment
& Selection



– Education, training, 
and workshops to 
raise personnel’s 
environmental 
awareness and 
competences and 
ability to identify and 
solve environmental 
problems

– Promoting
environmental 
behavior by educating 
through e.g. 
newsletters

GHR 
Development



– Introduce a support system for 
employees on environmental issues

– Encouraging employees to share 
resources in an environmentally 
friendly way, e.g. car sharing, car 
pooling

– Supervisors' support of employees' 
environmental activities

– Creation of environmental teams

– Promoting leaders who support 
environmental activities

– Encouraging employees to report 
environmental improvements

GHR 
Engagement



– Use of financial and non-financial 
incentives to motivate employees to act for 
the environment

– Salary increases based on the employee's 
environmental performance

– Grants for conferences/training in support 
of environmental protection activities

– Green benefits to support environmental 
sustainability

– Flexible working hours to take up ecological 
activities

– Disciplinary tools for employees for 
environmental offenses

– Allowing flexible working hours for
environmental activities

– Dismissal of an employee from the 
company on the basis of serious 
environmental offenses.

GHR 
Motivating



– Inclusion of green
objectives in staff
appraisal.

– Including Green
criteria in staff
appraisal.

– Informing employees
about their
contribution to the
company's green
successes.

GHR
Performance
Management



– Analyzing whether 
environmental issues are 
a reason for resignation 

– Using interviews with 
departing employees to 
have them evaluate the 
company's 
environmental practices

– Collecting ideas from 
resignations employees 
on how to improve the 
company's 
environmental activities

GHR 
Resignations



GHRM practices and environmental performance

effectiveness of the pro-environmental activities in the company:

Green processes:
• reducing the use of 

natural resources,
• ensuring that the 

activity does not harm 
the environment.

Green products/services:
• modified offer, product 

innovations,
• increasing energy efficiency, 

minimizing waste, using 
environmentally friendly raw 
materials,

• extension of products life-cycle,
• recycling possibilities for 

products.

Green management:
• management methods 

that transform 
company systems and 
functions into eco-
friendly solutions.

Environmental performance at: (1) Individual level, 
(2) Team level, (3) Company (organizational) level, 
(4) Network level



Research methodology
Green HRM Practices and Multilevel 

Organizational Performance 
Management

• In 2019 we conducted own survey research on the sample of 120 managers 
and employees from companies located in Lodzkie region.

• Research on a sample of working students of part-time (extramural) and 
postgraduate studies of the University of Lodz and the Technical University of 
Lodz.

• Respondents:

• men (53%), 21-30 yo (70%), specialists (56%), regular employees (26%) 
or managers (18%) in marketing (23%), IT (18%) or logistics (15%). Field 
of study: economics (43%) or technical (27%)

• Enterprises:

• micro-small (35%), medium-large (65%), market range: national (33%), 
international (53%), sector: services (48%), trade (28%), production 
(24%), ownership: Polish (55%), foreign (34%).
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• 77% of respondents perceive the implementation of at least 1 GHRM practice in the
company!

• Scope of GHRM practices in the stages:

Scope of application of GHRM
practices in the surveyed companies

abt. 1 year abt. 8 months abt. 4-5 months

time
GHRM Green HRM practices started earlier and were used more in companies owned by
foreign capital



GHRM practices examples
in the surveyed companies

• Only 33% of respondents were able to provide an example of GHRM practice 
applied in the company:

• HR green planning:
• objectives for the company and employees resulting from the environmental 

policy and ISO 14001,

• HR green recruitment:
• lack of examples

• HR green development:
• trainings on environmental behaviours and practices, workplace instructions 

for waste segregation, stickers to encourage water and electricity saving

• HR green motivating:
• rewards for green ideas, support to buy bicycles; environmental integration

events

• HR green performance management:
• Increasing productivity and reducing costs by switching 

to electronic document workflow



2023 Survey on a sample of 213 respondents
from companies in the Lodz region

Assessment of 39 GHRM practices 
on a scale from 1 to 5

Respondents: men (54%), women (46%); 
Age 18-45 years old; professionals (50%), 
employees (36%), managers (14%)

Representatives of large companies (44%), 
operating for more than 20 years (47%), mainly in international markets (54%)

Which Green HRM practices are most expected by respondents at the 
following stages of the HR process: (1) GHR Recruitment & Selection, (2) 
GHR Development, (3) GHR Motivating, (4) GHR Performance 
Management, (5) GHR Resignations
In each case, choose one that you think is most expected by respondents

Quiz 2



Assessment of respondents' expectations
to use GHRM practices

1) Presenting to new employees good examples of 
environmental behaviors in the company (4,44)

2) Opportunities to develop green capabilities (e.g., energy
efficiency, waste management, resource
conservation/consumption, recycling) (4,39) - Ways to build 
green skills

4) Additional benefits (green benefits) to support 
environmental protection, such as co-financing the purchase 
of bicycles/monthly tickets (4,31)

6) Encouraging employees to take eco-friendly actions at 
their workplace, e.g. by saving energy, reducing waste (4,23)

9) Including environmental aspects in the company's human 
resource management strategy (4,15)

19) Provide feedback to employees on their environmental 
performance (3,74)

22) Gathering ideas from departing employees on how to 
improve the company's environmental activities (3,70)

3,56

3,33

2,26

3,83

3,36

3,81

4,33

3,64

3,73

3,64

0 1 2 3 4 5

GHR Resignations

GHR Performance
Management

- negative

- positive (2)

GHR Motivating

GHR Engagement (3)

GHR Development (1)

GHR Recruitment &
Selection

GHR Planning

Expectations in total



GHRM practices the least expected by respondents (m < 3):

• 6. GHR Performance Management: including green criteria in the 
employee evaluation process (2.96)

• 2. GHR Recruitment & Selection: preference in recruiting candidates 
with experience in green activities (2.96)

• 5. GHR Motivating (negative): disciplinary tools for employees (e.g., 
reprimands) for environmental offenses (2.51)

• 5. GHR Motivating (negative): firing an employee from the company 
based on serious environmental offenses (2.17)

• 5. GHR Motivating (negative): making career advancement 
dependent on an employee's environmental performance (2.09)

Assessment of respondents' expectations
to use GHRM practices



Wprowadzenie
Quiz 3

Which factor influences employee
readiness to use GHRM practices
the most?

– Green organizational culture

– Sustainable development

– Regulatory pressure

– Competitors pressure

– Individual environmental values

– Salary level



Determinants of respondents' 
expectations to use GHRM practices
Green organizational culture:
• pro-environmental support from leaders
• individual and team focus on green activities
Sustainable development:
• activities for the economy, society and the environment
• development that does not degrade natural resources
Regulatory pressure:
• being subject to environmental regulations and requirements
Competitors pressure:
• competition in the industry based on environmental factors
Individual environmental values:
• feelings of guilt over acting unenvironmentally
• the need to take pro-environmental actions
Salary level:
• lower / higher relative to the average salary in the country

Which factor
influences employee
readiness to use
GHRM practices the 
most?



Wprowadzenie

Exercise: Identify GHRM Practices

Read the description of EcoTech Solutions carefully. The company
implements various GHRM practices that support environmental 

sustainability.

Your task is to:
– Identify all Green HRM practices mentioned in the text. Assign
each practice to the correct HRM category: GHR Planning, GHR
Recruitment & Selection, GHR Development, GHR Engagement/
Motivating, GHR Performance Management, GHR Resignations.
– Explain which practices you believe have the strongest impact on
promoting eco-friendly behavior among employees and justify your
choice with a short argument (3–5 sentences).



Future
Current scope of GHRM practices in the company My attitude to GHRM practices

Scope of GHRM practices in 5 years time



Summary

1) Do you like the concept of Green
Human Resource Management, and
would you like to have it implemented
in your workplace?

2) What Green HRM practices would
you expect in your dream workplace?



• Abbas J. (2020), Impact of total quality management on corporate green performance through the mediating role of
corporate social responsibility, “Journal of Cleaner Production”, vol. 242/2020, s. 1-12.

• Ackermann, K. F. (2017). Exploring green human resource management: Knowledge–based state of the art.., Zarządzanie Zasobami
Ludzkimi, 2017/6 (119), s. 21-39.

• Aftab, J., Abid, N., Cucari, N., & Savastano, M. (2022). Green human resource management and environmental performance: The role of
green innovation and environmental strategy in a developing country. Business Strategy and the Environment, 32, 1782–1798.
https://doi.org/10.1002/bse.3219

• Agenda 21 (1992). Available from: https://sustainabledevelopment.un.org/outcomedocuments/agenda21
• Aggarwal, P., & Agarwala, T. (2023). Relationship of green human resource management with environmental performance: mediating

effect of green organizational culture. Benchmarking: An International Journal, 30(7), 2351-2376. https://doi.org/10.1108/BIJ-08-2021-
0474

• Ahmad, M., Ali, H., Widyastuti, T., & Suroso, S. (2024). Impact Green Human Resource Management Towards Environmental Performance.
Greenation International Journal of Tourism and Management, 2(4), 279-286. https://doi.org/10.38035/gijtm.v2i4.

• Ahmed, M., Guo, Q., Qureshi, M. A., Raza, S. A., Khan, K. A., & Salam, J. (2021). Do green HR practices enhance green motivation and
proactive environmental management maturity in hotel industry?. International Journal of Hospitality Management, 94, 102852.

• Ahmed, T., Yousaf, A., Clavijo, R. C., & Sanders, K. (2024). Entrepreneurial pathways to sustainability: a theoretical paper on green human
resource management, green supply chain management, and entrepreneurial orientation. Sustainability, 16(15), 6357.

• Dangelico R.M. (2015), Improving firm environmental performance and reputation: The role of employee green teams, “Business
Strategy and the Environment”, vol. 24, nr 8/2015, s. 735-749.

• Kim Y.J., Kim W.G., Choi H-M. (2019), Phetvaroon K., The effect of green human resource management on hotel employees’ eco-
friendly behavior and environmental performance, “International Journal of Hospitality Management”, vol. 76/2019, cz. A, s. 83-93.

• Lisi I.E. (2015), Translating environmental motivations into performance: The role of environmental performance measurement systems,
“Management Accounting Research”, vol. 29/2015, s. 27-44.

• Liu Z., Wang H., Li P. (2018), The antecedents of green information system and impact on environmental performance, “International
Journal of Services, Economics and Management”, vol. 9, nr 2/2018, s. 111-124.

• Pallavi E.V.P.A.S., Bhanu M.V.V., (2016), Green HRM: a way for corporate sustainability, “International Journal of Human Resource
Management and Research”, vol. 6, nr 2/2016, s. 13-20.

• Renwick D., Redman T. i Maguire S. (2012), Green Human Resource Management: A Review and Research Agenda, International Journal
of Management Review Vol. 15, nr 1, 2013 s. 1-14

• Roscoe S., Subramanian N., Jabbour C.J.C., Chong T. (2019), Green human resource management and the enablers of
green organisational culture: Enhancing a firm's environmental performance for sustainable development, “Business Strategy and the
Environment”, vol. 28, nr 5/2019, s. 737-749.

• Xie X., Huo J., Zou H. (2019), Green process innovation, green product innovation, and corporate financial performance: A
content analysis method, “Journal of Business
Research”, vol. 101/2019, s. 697-706

Literature



1.Directive (EU) 2022/2464 of the European Parliament and of the Council of 14 December 2022 amending Regulation (EU) No 537/2014, Directive 2004/109/EC,
Directive 2006/43/EC and Directive 2013/34/EU, as regards corporate sustainability reporting, https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=CELEX:32022L2464
2.DIRECTIVE OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL on Corporate Sustainability Due Diligence and amending Directive (EU)
2019/1937, https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52022PC0071
3.Directive 2009/125/EC of the European Parliament and of the Council of 21 October 2009 establishing a framework for the setting of ecodesign requirements for
energy-related products, https://eur-lex.europa.eu/eli/dir/2009/125/oj
4.COUNCIL OF THE EUROPEAN UNION (2018), Food losses and food waste: assessment of progress made on the implementation of June 2016 Council
conclusions – Information from the Presidency and the Commission – Exchange of views, ST 6659 2018 INIT – NOTE, Brussels, 28.03.2018.
https://www.consilium.europa.eu/media/34583/food-losses-food-waste-en.pdf
5.Directive 2008/98/EC of the European Parliament and of the Council of 19 November 2008 on waste and repealing certain Directives,
http://data.europa.eu/eli/dir/2008/98/oj
6.Directive 2009/28/EC of the European Parliament and of the Council of 23 April 2009 on the promotion of the use of energy from renewable sources and amending
and subsequently repealing Directives 2001/77/EC and 2003/30/EC, https://eur-lex.europa.eu/eli/dir/2009/28/oj
7.Directive (EU) 2019/904 of the European Parliament and of the Council of 5 June 2019 on the reduction of the impact of certain plastic products on the
environment, http://data.europa.eu/eli/dir/2019/904/oj
8.Regulation (EU) 2021/1119 of the European Parliament and of the Council of 30 June 2021 establishing the framework for achieving climate neutrality and
amending Regulations (EC) No 401/2009 and (EU) 2018/1999, http://data.europa.eu/eli/reg/2021/1119/oj
9.A new Circular Economy Action Plan For a cleaner and more competitive Europe COM/2020/98, https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=CELEX:52020DC0098
10.EUROPEAN COMMISSION, Circular economy action plan, https://environment.ec.europa.eu/strategy/circular-economy-action-plan_en (04.07.2022).
11.EUROPEAN COUNCIL (2019), A new strategic agenda for EU 2019-2024, https://www.consilium.eu-ropa.eu/en/eu-strategic-agenda-2019-2024/ (21.06.2019).
12.COMMUNICATION FROM THE COMMISSION TO THE EUROPEAN PARLIAMENT, THE COUNCIL, THE EUROPEAN ECONOMIC AND SOCIAL
COMMITTEE AND THE COMMITTEE OF THE REGIONS Towards a circular economy: A zero waste programme for Europe, KOM(2014) 398, https://eur-
lex.europa.eu/legalcontent/EN/TXT/?uri=CELEX:52014DC0398
13.COUNCIL OF THE EUROPEAN UNION (2020), Food losses and food waste: assessment of progress made in implementing the Council conclusions adopted on
28 June 2016 – Information from the Presidency and the Commission, ST 11665 2020 INIT – NOTE, Brussels, 09.11.2020.
14.COMMUNICATION FROM THE COMMISSION TO THE EUROPEAN PARLIAMENT, THE EUROPEAN COUNCIL, THE COUNCIL, THE EUROPEAN
ECONOMIC AND SOCIAL COMMITTEE AND THE COMMITTEE OF THE REGIONS The European Green Deal (2019), https://eur-lex.europa.eu/legal-
content/EN/TXT/?uri=CELEX:52019DC0640
15.European Commission strategy, Green deal, https://commission.europa.eu/strategy-and-policy/priorities-2019-2024/european-green-deal_en
16.COMMUNICATION FROM THE COMMISSION TO THE EUROPEAN PARLIAMENT, THE COUNCIL, THE EUROPEAN ECONOMIC AND SOCIAL
COMMITTEE AND THE COMMITTEE OF THE REGIONS Towards a circular economy: A zero waste programme for Europe, COM(2020) 381 final, Bruksela,
20.05.2020. https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=celex%3A52014DC0398
17.European Commission, European Green Deal: more sustainable use of plant and soil natural resources,
https://ec.europa.eu/commission/presscorner/detail/en/IP_23_3565
18.Proposal for a REGULATION OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL on packaging and packaging waste, amending Regulation (EU)
2019/1020 and Directive (EU) 2019/904, and repealing Directive 94/62/EC,https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:52022PC0677
19. EUROPEAN COMMISSION, Climate and Energy Policy Framework to 2030, https://ec.europa.eu/clima/policies/strategies/2030_en (05.07.2022).

Regulations and EU Law


