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TWIN TRANSFORMATION FRAMEWORK 
& THE ROLE OF HR MANAGEMENT



The aim of being climate-neutral Europe by 2050, «an economy with net-zero 
greenhouse gas emissions», production and resource efficiency rise to the top of 

the line and serious progress needs to be achieved in terms of sustainable 
development and reduction of greenhouse gas emissions in metal casting

industry.

In line with the green transformation concept regarding the EU Green Deal, the 
use of natural resources needs to decrease and closed-loop production systems 
are expected to be formed within the circular economy model, also with digital
transformation and Industry 4.0 applications.

Future of The Industry

How?

Twin Transformation In Metal Casting



The Role of HR Management

The circular economy model, 
sustainability and environmental 
concepts need to be understood and 
adopted in detail by the HR units
together with companies’ strategic
road maps.

In general, it should be ensured that all 
units within the foundries work in 
coordination with each other.

It is essential to develope common
strategies with Environment and 
Occupational Safety units as they are
involved in vocational training activities 
regarding these concepts.

HR strategies in the metal casting 
industry need to be structured through
the circular economy model, focusing 
entirely on projects aimed at 
developing the work force.



The Role of HR Management

In order to create less waste, use less 
energy and use less raw materials, 
the necessary definitions of “Smart 
Production, Smart Workforce, Smart 
Supply Chain” need to be determined
in foundries.

Considering the under-employment
and the need for trained personnel in 
the sector, this strategic approach 
becomes more important.

It is necessary to provide the 
necessary resources for equipment 
investments, training of human 
resources, and development of 
suppliers.



NEEDS OF THE INDUSTRY 
& THE LABOUR



Needs of The Industry & The Labour

Due to changing roles and competencies, new 
business methods, generation change, loss or 
change in expectations, lack of certain 
competencies in people, this training module for
foundry human resources and transition to 
circular model aims to lead permanent and 
successful results.

In addition, the expression of managing human 
resources with a more circular approach needs to 
be clearly defined. If this expression is meant to 
train the personnel to become aware of circular 
economy models and have the required 
knowledge, it is clear that this is going to be 
beneficial.

By means of close coordination, significant 
progress can be made in terms of occupational 
health and safety and productivity, and employee 
loyalty can be increased.

In addition, ensuring merit and equality in 
processes and recruitments within the company 
is also very important in terms of the quality of 
the working environment within the institution.



Needs of The Industry & The Labour

Moreover, effective implementation of the 
management systems is essential for the 
industry.

Quality Management (ISO 9001) for economic 
sustainability, Environmental Management 
System (ISO 14001) for sustainability in 
environmental protection activities, Occupational 
Health and Safety Management System (ISO 
45001) for social sustainability, are the essential 
building blocks that the circular economy model 
can add value to.

In addition, it is necessary to set targets in line 
with the United Nations Sustainable Development 
Goals, measuring the performance and preparing 
reports on sustainability.

While these reports provide very important 
information about companies, approaches such 
as The European Foundation for Quality 
Management (EFQM) Excellence Model also 
demand it.



The biggest obstacle to sustainability is the 
profitability that being the first priority of the 
business world.

It can be said that the most important ethical
principle for a company in making a 
commitment towards circular economy should 
be considering sustainability, valuing people
and environment before the profitability.

Needs of The Industry & The Labour



Adaptation To The New Age In HR Management

• Recruitment, Training, Performance Management, Appraisal, Reward and Compensation, 
Employee Empowerment, Management of organizational culture

Applying Circular & Green Principles In HR Management
Processes

• Corporate Social Responsibility

Organizational & Social Sustainability

• Eco – Conception, Recycle/Restore, Repair, Reuse/Repurpose, Industrial Ecology, 
Functionality Economy, Second Hand & Sharing Economy

Applying 7 Circularity Principles



GREEN HR MANAGEMENT 
PRINCIPLES



Green HR Management Principles

HR policies and practices relating to
environmental protection enhance human 

capabilities and result in sustainable 
outcomes through increase in human capital

and environmental values.

HR departments play a major role in greening
the policies and practices from recruitment
and selection, training and development, 

performance appraisal, rewards, 
compensation management and to exit

policies, referred as Green Human Resource 
Management practices.



Green HR Management Principles

Recruitment

The need for environmental protection 
and preservation policies led companies 
to revise job definitions including green 

values and paying more attention on
creating an environmentally oriented 

workforce.

Also job seekers 
start to choose 
firms that offer 

green culture and 
green values and 
built up a green 

brand image.

Green training and development 
programs improve company’s 

ethical culture, increase employee 
engagement as well as contributing 
to Corporate Social Responsibility

and Sustainability.



Green HR Management Principles

Performance
Management & 
Rewards

Adding green criteria to 
performance management 
and assessment and 
paying attention on green 
leadership competencies 
could lead to employee 
satisfaction, better 
creativity and corporate
social responsibility, on the 
other hand reducing the 
negative impacts on 
environment.

Together with management 
support and commitment, 
motivating employees in 
this regard could improve 
performance efficiency and 
organisational
effectiveness as well.

Green assessment and 
rewards, monetary or non-
monetary such as flexible 
schedule or remote working 
where possible, could 
contribute to better 
employee performance and 
engagement.



Green HR Management Principles

Engaging and empowering 
employees to undertake green 
initiatives at work could be an 
essential part of greening the 

human resources of companies.

When people are given green 
opportunities, decision making 

processes could become a simpler 
task and this could lead to a 

competitive workforce with green 
values for future of companies.

In this way employees would 
better understand the needs and 

the importance of concern for 
environmental protection.

More open communication and 
encouragement from the top 

management are necessary for 
organisations to promote employee 

empowerment.
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7 Circular Concepts in HR 
Management



Eco - Conception Recycle/Restore Repair

Reuse/Repurpose Industrial Ecology Functionality Economy

Second Hand & Sharing 
Economy

7 Circular Concepts in HR Management



Applied to optimizing the redeployment of 
workers within the same company.

Applied to the design of ‘work practices’ 
and ‘work spaces’ that maximise positive 
impacts on workers.

Eco - Conception

Recycle/Restore

7 Circular Concepts in HR Management



Applied to the retention or the mentorship of workers that 
are considering leaving the company for new roles; thereby 

leveraging and developing their skill set.

Applied to the reintegration workers 
following a period of leave within their 
original or a new role.

Repair

Reuse/Repurpose

7 Circular Concepts in HR Management



Applied to the prioritisation of human-centred
strategies rather than solely being driven by 

contractual obligations.

Applied to the categorisation of workers' skill sets 
to support the planning, design and 
implementation of worker-centred strategies.

Industrial Ecology

Functionality Economy

7 Circular Concepts in HR Management



7 Circular Concepts in HR Management

Applied to reskilling, upskilling, and lifelong learning 
development to support the transition of workers into 
new jobs outside of the organization

Second Hand & Sharing economy



Role of HR Professionals in Circular Transition

Circular human resources management entails limiting the potential 
losses of talent and skills and regenerating human capital. 

Creating long-term strategies for talent development and supporting 
people in other departments in implementing those strategies can be 
crucial elements of new circular HRM practices to attract, develop and 
retain leadership, managerial and technical talent.

Providing Support Through Long-Term Strategies



Role of HR Professionals in Circular Transition

Human resources management have a key function in shaping new job 
profiles to meet the needs of new circular business models, such as 
the need for multi-skilled workers through upskilling, reskilling and 
internal labour mobility, while also responding to technological 
advancements.

Bridging The Skills Gaps



Role of HR Professionals in Circular Transition

HR professionals can support project management through responding to 
public and private tenders, circular procurement, and external 
partnerships by weighing up the costs and benefits of the project and 
deploying the best mix of internal resources.

At the same time, HR needs to advise and train staff members to develop 
new ways of working and the skills required to achieve circular projects’ 
goals.

Managing Projects & Mentoring Employees



Role of HR Professionals in Circular Transition

Promoting
Circular Values

Socially and environmentally 
responsible foundries are the 

model of future attractive work 
places, and sustainable HR 

applications are becoming key
business strategies.

Integrating circular economy into 
corporate social responsibility is 
not just about adapting circular 
production processes, but at the 
same time adopting core circular 

values.

Conceptualization, 
communication and 

operationalization of these 
new values will be objectives
of the HR units as a part of 

company norms.

By including core values in 
employment agreements, 

communicating them with external 
and internal stakeholders, and 

putting them into practice in the 
workplace.



Role of HR Professionals in Circular Transition

Building & 
Sustaining A

Circular
Network

Cooperation with 
other companies can 
help redeploy people 

locally

Creating an efficient 
network will be essential 
for HR professionals, for 
raising awareness about 

circular jobs and the 
need for applying 
circular principles.

Moreover, this would 
contribute in 

transforming company 
values towards seeing 

human capital as a lever 
for a circular transition.



Role of HR Professionals in Circular Transition

Promoting Industry 5.0

Industry 5.0 is a 
human-centered 

concept that targets
balancing

environmental and 
social needs to boost 
resilience, innovation 

and fundamental 
labor rights. 



Role of HR Professionals in Circular Transition

Case studies of 7 circular
principles in HR Managers

http://www.circular-hrm.eu/

https://chrmlms.circular-hrm.eu/
http://www.circular-hrm.eu/
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