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Abstract 
Aim: This project deals with ‘employee involvement in the implementation process of waste 

management. The research focus on Volvo Cars Corporation since the company involves a set 

of departments in such process. The purpose is to identify the dominant factor(s) affecting 

employee involvement during waste management execution. These factors are ‘the creators of 

employee involvement’ and they are organizational culture; communication; training and 

education; teams; employee empowerment; and rewards. Thus, the research question that has 

been addressed is ‘how does employee involvement take place in organizations during the 

implementation of waste management strategies?’  

Method: Case study design was applied since it serves as ground for understanding the 

phenomenon; and it is connected to qualitative research. The authors collected mixed data. 

Secondary data were gathered from the firm’s sustainability reports, while primary data is 

obtained from interviews with Volvo’s employees who were related to waste management 

implementation. Results were offered by applying coding, categorization and content analysis.  

Results and Conclusions: Volvo demonstrates a green corporate culture with informal and 

participative channels of communication. Employees work in cross-sectional and self-managed 

teams and they are not intensely trained in environmental oriented issues. Decentralization in 

decision-making is the common approach within the company. Moreover, a bonus reward 

system exists there.  

Limitations and Suggestions for further research: As the results from representative case 

studies design cannot be generalized, a comparative case study design regarding a number of 

automotive companies is recommended. The employee involvement factor has been explored 

in this study, however, additional research regarding firm’s performance and employee 

involvement outcomes is decidedly suggested. In addition, the authors recommend to conduct 

further studies related to other green strategies such as lean production, reduction of toxic 

emissions, reuse, recycle, etc. 

Contribution: training and education programs plus rewards packages are found irrelevant in 

the employee engagement with waste management. Conversely, the conducted study find out 

additional factors. They are the ‘social component’ and the ‘ecological mentality’ of the 

business which have to be considered for managers and society as important dimensions in the 

course of the employee involvement. 

Key words: HRM, employee involvement, waste management implementation process, 

creators of employee involvement.   
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1. INTRODUCTION  

This chapter involves five sections. The first one illustrates a background to lead the reader 

into the importance of ESR; waste management; and employee involvement in the waste 

management implementation process, particularly in Volvo Cars Corporation. Research gap 

and purpose are covered within the second and third sections respectively. Finally the chapter 

is finished with limitations and disposition. 

 

1.1. Background 

Environmental Social Responsibility (ESR) refers to the necessity to care for the environment 

and preserve the nature (Berry & Rondinelli, 1998). Since current economic growth and 

overpopulation progressively increases waste in society, consumers are becoming more critical 

of industry’s environmental policies (King, Burgess, Ijomah & McMahon, 2006). In response, 

businesses nowadays are changing their competitive foundations to eco-friendly competency 

basis in the form of energy saving, natural resources protection, pollution prevention and waste 

management (Yang, Hong & Modi, 2011). The importance of enforcing these environmental 

programs comes from the decision to cut costs, which has motivated automobile industrialists 

to put efforts in the direction of resource productivity and minimization of waste (Orsato & 

Wells, 2007).  Thus, companies have understood that ESR is a vital factor for their long term 

survival and prosperity. 

 

Concept of waste management was introduced by Oldenburg & Geiser (1997) as an uppermost 

eco-friendly protection tool aiming to lessen risky situations for employees, environment and 

society. Then, other authors found that applying waste management strategies such as reduce, 

reuse and recycle, energy recovery and pollution prevention have positive effects: reducing 

emission of CO2 and cutting traffic accidents (Nunes & Bennett, 2010); saving costs (Mayyas, 

Qattawi, Omar & Shan, 2012); achieving competitive advantage; improving the firm’s 

performance and its reputation (Weber, 2008; Surroca, Tribó & Waddock, 2010). Particularly 

economic sectors are benefited by waste management. For instance, the automotive industry 

began to tackle waste management strategies (Nunes & Bennett, 2010) to reduce waste of 

materials along the product life cycle, since considerable amount of energy, materials and time 

are discarded; thus, avoiding cost savings (Cohen-Rosenthal, 2004). Therefore, firms are 
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implementing waste management tools and activities in order to reach cost savings, competitive 

advantage, reduce toxic impact and hazardous waste on the environment, and save resources 

and energy usage. 

 

Further, proactive waste management lowers customer loss and employee deflection (Weber, 

2008). In a study, 96% of human resources declared their desirability not only to work for 

environmentally conscious companies but also to play an active role by being involved in waste 

issues (Willard, 2002, as cited in Eyceoz, 2009). The fact is that proactivity guides managers to 

strengthen employees with a better understanding of the company’s goals by integrating waste 

management execution within the operational structure (Hanna, Newman & Johnson, 2000; 

Daily & Huang, 2001; Govindarajulu & Daily, 2004; Chang & Huang, 2005; Fenwick & 

Bierema, 2008). Consequently, waste reduction demands wide employee involvement since the 

possession of skillful, motivated and green cultured operators makes business save cost and rise 

incomes (Hart & Milsten, 2003).  

 

Thereby, the human capital is the essential ground in the process of applying all plans and 

strategies in the company; specifically those related to waste management. Properly trained and 

equipped employees generate strategic value, improve the desired results and enable the 

company to achieve business supremacy. In this context, previous literature shows several tools 

that companies use in order to motivate their employees. They are organizational culture; 

communication; training and education; teams; employee empowerment; and rewards (Daily & 

Huang, 2001; Govindarajulu & Daily, 2004; Fenwick & Bierema, 2008; Mangra, Cotoc & 

Traistaru, 2014). Without correct setup of employee involvement, the company may suffer from 

serious problems which, in turn, will affect its long-term success.  Accordingly, today any 

company must become aware of the extent that environmental performance results from degree 

of employee involvement in waste management implementation. If not, precise goals of waste 

management continue to be unreached.  

 

For ensuring the effectiveness of waste management approaches during the entire product life 

cycle, Volvo Cars Corporation involves a set of departments within its implementation (e.g. 

Engineering, Marketing, Logistics, Electronics, Vehicle Line Management, Design and R&D). 

Since ‘employees enable the company’s success and long-term environmental goals’, HRM 

enforces an organizational culture, employee empowerment, rewards and so on to involve 
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operators who are loyal to the company’s natural mission. Consequently, the company creates 

share-value by improving the implementation of waste management (Volvo Cars Sustainability 

Report, 2013). For the reason that environmental care is one of Volvo Cars’ core values, it 

pursues an ‘environmental product differentiation approach’ whereby its 

outcomes are seen by consumers and employees as harmless for the ecosystem compared to its 

competitors. Owning the existence of international challenges such as industrialization, climate 

change, natural reserves and raw materials scarcity and growing of greenhouse gas emissions; 

its eco-friendly approach aims to weaken its negative influence on the environment through 

waste management (Volvo Cars Sustainability Report, 2012). 

 

1.2. Research Problem 

Different studies have been investigating the relationship between environmental enhancement 

and performance achievements of the firm (Hart & Milsten, 2003; Cohen-Rosenthal, 2004; 

Orsato & Wells, 2007; Weber, 2008; Mayyas et al., 2012). However, this literature does not 

explore the process of involving employees in the environmental improvement, since it is causal 

not exploratory. This means that previous researches have studied relationships between 

employee involvement and the firm’s performance. Still, it has not been found how employees 

are engaged and motivated to accomplish waste oriented strategies. From this point of view, 

the authors of the current study find a research gap.  There is a lack of knowledge about how 

the process of ‘employee involvement’ occurs in waste management implementation. By 

contrast, what has been  understood from previous literature is that employee involvement 

affects the firm’s performance (Hanna et al., 2000; Hart & Milsten, 2003; Fenwick & Bierema, 

2008) and achieves competitive advantage (Weber, 2008; Surroca et al., 2010) and cost savings 

(Cohen-Rosenthal, 2004; Orsato & Wells, 2007; Mayyas et al., 2012); yet the dilemma is ‘how’. 

Therefore, the authors attempt to undertake an investigation in order to explore the phenomenon 

of employee involvement in waste management execution. The conclusions can contribute with 

the debate on how companies must commit their employees to carry out waste management 

strategies. 

 

1.3. Purpose and Research Question 

The main purpose of this study is to conduct an investigation about employee involvement in 

the implementation process of waste management. Researchers aim to identify the dominant 
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element(s) affecting employee engagement during the waste management implementation 

process. The case study contributes with the discussion on ‘employee involvement debate’. 

Therefore, the foremost research question has been addressed: 

 

R.Q. ‘How does employee involvement take place in organizations during the implementation 

of waste management strategies?’ 

 

The current study focalizes on different departments in Volvo Cars Corporation which take part 

in that process. The authors complete a qualitative investigation through a semi-structured 

interview. Volvo’s employees provide information about how they are involved and motivated 

to execute waste reduction goals. Specifically, they enlighten the researchers about motivating 

factors that create employee involvement within any company (i.e. ‘creators of employee 

involvement’). These factors refer to organizational culture; communication; training and 

education; teams; employee empowerment; and rewards. 

1.4. Delimitations  

The current study is bound to some limitations. First restriction refers to the investigation about 

‘employees’ and it dismisses other theories related to the ‘stakeholders’. The second limitation 

is connected to ‘waste management’ strategies among several other ‘environmental strategies’ 

that can be applied in a company. The third constraint deals with the ‘automotive industry’ 

between ‘other sectors’ within the economy. Indeed, the research is tackling the case study of 

‘Volvo Cars Corporation’ which is located in Gothenburg, Sweden.  

 

1.5. Disposition  

This project is structured in six main sections: introduction, theoretical framework, 

methodology, empirical findings, analysis and conclusions (see Fig. 1). They are cyclically 

related since once conclusions are drawn the authors of this project will come back to the 

introduction by replying the proposed research question and by reaching the aim of the study. 

Conclusions are extracted and supported from the analytical part that contains the linking 

among theoretical models and empirical investigation. 
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Fig.1: Disposition of the study 

 

 
 
Source: Own construction 

 

The introductory section contains a background which leads the reader into the main subject of 

study; research problem; purpose; limitations and disposition. The theoretical part consists of a 

framework with the most relevant models regarding with the chosen phenomenon and their 

relationships. In methodology part, research design, data collection methods, research 

approach, data sources and overall research process are discussed. The empirical findings 

exhibit the case study of Volvo Cars Corporation in order to illustrate employee involvement 

during the implementation process of waste management. The analysis ties theory and empirical 

study to make foundation for drawing conclusions in the next chapter. Once conclusions are 

extracted, the research question is answered and the purposed is reached. 
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2. LITERATURE REVIEW 

This chapter introduces the literature review base which starts with the importance of HRM in 

involving employees. Secondly, it presents the main factors that HRM applies to make 

employees more motivated and engaged with waste management activities. Thirdly, it explains 

the ‘employee involvement phenomenon’ in the waste management implementation process. 

Afterwards, it enlightens the waste management process concept. Finally, the conceptual 

framework model is developed to illustrate the relationships amongst variables. 

   

2.1. The Importance of HRM in Involving Employees 

The promising success of environmental practices actively depends on the existence of senior 

support and commitment as well as human resource involvement and its management (Ramus 

& Montiel, 2005). According to Yang et al. (2011), environmental practices include tasks to 

enhance the firm’s environmental performance in the form of waste management, lean 

production, life cycle assessment, recycling and reusing. The implementation of a successfully 

waste management approach requires to be integrated into the firm`s operational structure 

(Eyceoz, 2009). Accordingly, companies are continuously stimulating, maintaining and 

monitoring their employees through HRM approaches (Daily & Huang, 2001).  

 

According to Wild & Wild (2014), HRM is not only ‘the process of staffing a company’ but 

also ‘ensuring that employees are as productive as possible’. People are the key factor for 

fruitful businesses as far as they are trained and skilled to perform flawlessly. Hence, HRM 

normally commits with involving employees to form a well-motivated, devoted, skillful and 

empowered workforce (Wild & Wild, 2014). On the other side, HRM requests major 

reinforcement and engagement from top managerial levels with the finality of succeeding in its 

duties (Rafiq & Alhmed, 2000). 

 

HRM plays a significant role within any company, but especially when it comes to the 

implementation and operation of green strategies (Daily & Huang, 2001). This is due to the 

creation of employee involvement during the implementation process which, in turn, improves 
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the firm’s performance (Surroca et al., 2010). HRM recruits motivated and environmentally 

conscious staff, leads to operational efficiency and provides company benefits (Chang & 

Huang, 2005). Furthermore, HRM affects motivation and abilities of workers which, in turn, 

influences their behavior (Wright, Gardner & Moynihan, 2005). Employees become more 

encouraged when they are appreciated and recognized through different incentives for a 

satisfying task performance (Wright, Gardner & Moynihan, 2005). This decodes into enhanced 

operational execution and thus, improves the firm’s overall performance (Wright, Gardner & 

Moynihan, 2005); consequently strengthening the firm’s financial situation and resource 

savings (Cohen-Rosenthal, 2004; Orsato & Wells, 2007; Mayyas et al., 2012). However, 

according to Christmann (2000) the firm’s performance aspect is subjected to test due to the 

absence of agreement about what measures to utilize. 

 

According to Daily & Huang (2001) companies’ top management commits itself with both 

waste reduction strategies and their implementation. This is achieved by allocating resources 

and means under HRM supervision. Moreover, the mentioned commitment goes beyond legal 

fulfillments and includes measures to decrease waste in the entire lifecycle of products (Mangra, 

Cotoc & Traistaru, 2014). Top management persuades the appropriate passing of certain 

environmental determinants for each involved functional department (Mangra, Cotoc & 

Traistaru, 2014). As a result, employee involvement is achieved by connecting the corporate-

level waste-reduction aims to the floor-operation workforce. In this context, HRM guides the 

firm’s employees towards the accomplishment of reduced corporate waste (Surroca et al., 

2010). Thereby, HRM organizes the company workers in order to run waste management 

implementation tasks. This implies that different functional departments are engaged to 

coordinate and implement waste reduction objectives (Rafiq & Alhmed, 2000).   

 

After reflecting on the importance of HRM, it is vital to introduce the reader into the main 

influencing factors that HRM applies for involving employees in waste management 

implementation. 

 

2.2. Creators of Employee Involvement in the Waste Management Implementation 

Process 

Although environmentally conscious corporations are capable to attract and keep highly skilled, 

motivated and loyal workers, this is not enough to develop human resources. Rather, these firms 
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need a well-defined HRM scheme (Daily & Huang, 2001; Surrroca et al., 2010).  HRM assists 

employees and the entire organization to cope with the understanding and implementation of 

waste management strategies (Fenwick & Bierema, 2008). This is achieved through some 

practices such as ‘organizational culture, communication, training and education, teams, 

employee empowerment and rewards’ (Daily & Huang, 2001; Govindarajulu & Daily, 2004; 

Fenwick & Bierema, 2008; Mangra et al., 2014). With them, a business is able to create and 

encourage employee involvement when implementing waste management (Daily & Huang, 

2001; Govindarajulu & Daily, 2004; Fenwick & Bierema, 2008; Mangra et al., 2014); thus 

being baptized: ‘creators of employee involvement’. Particularly, training, teams, employee 

empowerment and an accurate system of rewards provide employees with authority, awareness 

and stimulus. Thereby, their level of involvement increases through the better comprehension 

of conflicts, the identification of solutions, and the performance of environmental activities 

(Daily & Huang, 2001; Mangra et al., 2014).   

 

Eyceoz (2009) upgrades the model by compiling the creators of employee involvement (culture, 

communication, training, teams, empowerment and rewards) into a progressive process. As far 

as operators advance from ‘top-bottom strict guidelines’ regarding with the implementation of 

waste management to ‘totally empowered employees’, their degree of involvement will 

increase. Indeed, this author points out the importance of integrating the corporate-level waste 

plans into the daily operations. The lack of connection might downplay the meaning of 

ecological concerns between employees. In order to achieve this goal, workers should act like 

‘owners’ during the implementation process and be supplied with required tools, time and 

support (Eyceoz, 2009). Engagement within the process enables reliable feedback from bottom 

to top. In addition, this provides an opportunity for involved employees to explain faced 

problems and offer valuable suggestions after implementation. Both employee involvement and 

integration ensure sustained competitive advantage (Eyceoz, 2009). 

 

2.2.1. Organizational Culture 

Organizational culture exists in every company. It affects directly and indirectly the company’s 

employees in terms of their daily work-duties and personalities (Daily & Huang, 2001; Surroca 

et al., 2010). The culture of any organization pertain to the values, tenets, standards and 

ideologies that are prevailing among the employees (Daily & Huang, 2001; Chang & Huang, 

2005; Surroca et al., 2010; Mangra et al., 2014). 
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The incorporation of waste management might request essential modifications within the 

business culture, decision making processes and the way of operating together (Surroca et al., 

2010). Green corporate culture is characterized by the top management commitment and 

support to build a HRM approach through the empowerment of employees in the decision-

making process (Daily & Huang, 2001; Surroca et al., 2010). In addition, such a culture 

promotes training amongst all functional areas, generating highly skilled and qualified workers 

(Mangra et al., 2014). It also attaches employees emotionally to the company and it encourages 

them in order to exploit their daily routines (Wright et al., 2005). Moreover, it decides the 

company`s reward system which will ultimately promote awareness and motivation to adopt 

the firm`s environmental perspective (Chang & Huang, 2005; Mangra et al., 

2014).  Furthermore, green organizational culture creates both a common sustainability 

language between all employees and internal channels of communication (Surroca et al., 2010; 

Mangra et al., 2014). Consequently, environmentally oriented company cultures develop an 

atmosphere of improvement, collaboration and trustworthiness among the management labor. 

When environmental awareness, commitment, motivation and loyalty are rooted in the 

organizational culture, waste management performance grows.   

 

2.2.2. Communication 

Building effective channels of communication in the company may improve both 

manufacturing processes and the overall firm’s performance (Mangra et al., 2014). Adequate 

communication enables businesses to avoid bureaucratic barriers between employees and 

departments. It also aids to save time and grow a productive work-force (Surroca et al., 2010; 

Mangra et al., 2014). 

 

Unfortunately, top management commitment with the development of HRM does not guarantee 

employee involvement. Rather firms have to properly communicate both corporative green 

objectives to the bottom management and what is expected from them (Govindarajulu & Daily, 

2004); specially when it comes to achieve ‘zero emission’ and ‘zero waste’ strategies (Zaman, 

2015). Thought, the fact is that both commitment and support from high hierarchical levels 

automatically develop a corporate culture that encourages participative communication 

channels (Surroca et al., 2010; Mangra et al., 2014). 
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Whether or not flexible and open systems of communication exist, employees show willingness 

to effectively implement the proposed initial waste goals (Chang & Huang, 2005). Having in 

place an accurate communication system whereby environmental information flows from the 

top-down, workers are provided with up to date waste management data (Mangra et al., 2014). 

However, it is also demanded a down-top communication process whereby employees are 

capable to inform about environmental challenges to their superiors (Eyceoz, 2009). Feedback 

mechanisms guarantee the upcoming evolution of the business and they lessen the hazard of 

future performance failures (Surroca et al., 2010). The lower the power distance is the more 

engaged with waste management the employees will be. The point is that social equality 

amongst members within the organization, regardless of position, increases employee’s morale. 

This motivation leads operators to increase productivity and efficiency when performing tasks 

(Wild & Wild, 2014). 

 

Additionally, Fenwick & Bierema (2008) argue the need of dialogue with staff if resistance 

situations are present during the implementation of new waste management plans. For the 

coordination of such flows of information, the AHP may be useful since it is a management 

tool whereby this multi person decision making process is coordinated and structured by the 

top level (Pujari, 2006). 

 

2.2.3. Training and Education 

Training is a methodical course of information and actions that enable employees to learn about 

the specific areas they’re involved in. Education is a long and more optional process which is 

related to a person’s initiative to learn. It is profitable for any business to organize training and 

educational packages since they provide the employees with up-to-date information and skills; 

reduced mistakes; minimize costs; and improves communication among the entire organization 

(Barrett & O'Connell, 2001).  

 

Training and education plans create organizational consciousness towards environmental care 

which, in turn, develops willing and skilled operators for the implementation of waste 

management (Govindarajulu & Daily, 2004). In a similar manner, Mangra et al. (2014) states 

that employee training enforces instructions about how to manage waste. However, according 

to Eyceoz (2009), rigid guidelines will end up with less involved workers. Additionally, a 

proactive attitude through which workers are prepared for new waste initiatives and can 
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undertake corrective actions is cultivated when plans are sustained (Surroca et al., 2010). 

Companies can obtain more benefits by forging a unique definition of sustainability and 

assigning duties to operators with the aim of avoiding mistakes when implementing waste 

management. Further, training links human resources with waste management efforts by 

motivating them which, in turn, makes them incorporate sustainability issues into their daily 

operations (Govindarajulu & Daily, 2004; Mangra et al., 2014). 

 

Therefore, on one side green conscious corporations must designate assets to train their human 

resources to ‘do the right thing’ (Daily & Huang, 2001; Govindarajulu & Daily, 2004; Chang 

& Huang, 2005). To be effective, this learning should be sustained over time, upgrade 

ecological terminology and full of communication. This will allow more freedom and 

participation of employees in the implementation process of waste management (Eyceoz, 2009; 

Mangra et al., 2014). On the other side, whether HRM is active into the waste management 

pursuits, alienation of eco training and education programs with the core corporate goal will be 

stretched (Fenwick & Bierema, 2008). Once workers have developed deep awareness of waste 

management implementation, training them in additional related skills may require less 

investment (King & Lenox, 2001).  

 

Nonetheless, the IM school of thought argues the preference for a well-executed recruitment 

process by HRM personnel. It falls in the belief that shifting workers’ disposition towards the 

environment by training and education is more difficult and costly than hiring environmentally 

conscious employees (Rafiq & Alhmed, 2000). On the other side, Chang & Huang (2005) deny 

the role played by training and education programs as well as the recruitment process. The 

authors claim that traditional forms of involving human resources in the implementation of 

waste management (training, staffing, and consideration) neither improves the firm’s 

performance nor achieves competitive advantage. Rather, they call for strategic-oriented forms 

such as teams, maintaining a flexible operational structure, employee empowerment and 

rewards. 

 

2.2.4. Teams 

Working in teams usually provides a better ability to employees to become familiar with each 

other within the workplace (Mangra et al., 2014). Operators learn how to work together and 
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how to solve problems that occur in their daily task-performance (Govindarajulu & Daily, 

2004).  

 

Throughout brainstorming, teams, benchmarking and consensus building, the workforce is 

empowered to contribute with an enhancement of waste management schemes (Yang et al., 

2011). Indeed, with such empowering practices, employees are capable of identifying changes. 

They participate in the decision making process when it comes to suggest new initiatives due 

to failure of the corporate-level waste plans to react accordingly (Pil & Rothenberg, 2003). 

 

Cross-functional teams are especially worthwhile when more than one department takes part 

within the environmental performance. The reasons are: better coordination amongst functional 

areas; collection of data from a wide range of sources (e.g. environmental-related departments); 

prevention of repeated efforts; and empowering workers (Mangra et al., 2014). 

Correspondingly, these kinds of teams are suited for waste management operations since this 

strategy requires participation from a variety of departments (Volvo Cars Sustainability Report, 

2013). The teams motivate the workforce to cope with pollution struggles, increase employees’ 

consciousness towards waste relevance and foster operational execution by assigning a leader 

who supports and guides the team (Govindarajulu & Daily, 2004). Another advantageous team 

emerges in the form of self-managed teams. They refer to workers who belong to the same 

department to perform the tasks of their superiors without the need of being supervised by a 

manager (Wild & Wild, 2014). 

 

Consequently, the existence of these teams reduces expenses and recovers the company’s 

performance (Hanna et al., 2000; Pujari, 2006). As Wild & Wild (2014) concludes, these teams 

enable the breakage of barriers amongst functional areas. Hence, according to Eyceoz (2009), 

they should be trained within an atmosphere of cross-departmental communication and 

cooperation. Regarding with Pil & Rothenberg (2003) and Wild & Wild (2014), when all 

functional areas collaborate closely to discover environmental problems, high quality within 

the implementation of waste management is embraced. More importantly, quickly changing 

environments appeals to people with experience in a number of areas and who are willing to 

work together to come up with efficient solutions (Surroca et al., 2010). 
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2.2.5. Employee Empowerment 

Achieving high task-performance, saving time, and as a result, gaining competitive advantage, 

strongly demands the empowerment of employees (Govindarajulu & Daily, 2004; Mangra et 

al., 2014). ‘No strategy can be achieved without able and empowered employees’ (Argyris, 

1998, as cited in Govindarajulu & Daily, 2004). Employee empowerment refers to the abilities 

and responsibilities endowed to workers. Likewise, they actively identify obstacles within the 

workplace that ultimately reach product quality and customer satisfaction (Daily & Huang, 

2001). Employee empowerment builds trust between management and the workforce; and it 

motivates employees to work accurately and save time by authorizing them to solve problems 

without waiting for top management approval (Daily & Huang, 2001; Govindarajulu & Daily, 

2004; Mangra et al., 2014). 

 

The fact is that empowerment of the firm’s bottom level is the base to implement waste 

management. Empowered employees reach motivation and commitment to engage with green 

activities (Mangra et al., 2014). The employee empowerment process consists of decentralizing 

the decision making procedures to floor operators. Thus, they develop enough power to suggest 

alterations of the initial corporate waste scheme (Govindarajulu & Daily, 2004). Therefore, 

modification of the traditional top-bottom organizational structure is required. Through 

horizontal and participative structures, the staff is being empowered for a greater involvement 

in the implementation of waste management (Ramus & Montiel, 2005).   

 

2.2.6. Rewards 

It is well-known by companies that employees who are rewarded (through incentives or 

bonuses) tend to perform better. There is existing evidence that rewards are important 

motivators for most employees (Rynes, Gerhart & Minette, 2004). Additionally, they may act 

as a form of feedback for the company which, in turn, provides information about the 

competitiveness between employees (Wiley, 1997).   

 

Rewards enable the promotion of workers’ motivation regarding with the environmental 

perspective of the company. Unceasing motivation and commitment from employees to become 
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environmentally active is gained through financial and nonfinancial incentives (e.g. personal 

acknowledgment) (Chang & Huang, 2005).  

 

Throughout the appropriate fulfillment of these motivational factors (i.e. creators of employee 

involvement), the management can succeed to achieve strong employee involvement in waste 

management implementation. The next step is to explain to the reader the employee 

involvement phenomenon. 

 

2.3. Employee Involvement in the Implementation Process of Waste Management 

In order to exceed internal operations with continuous sustainability processes, employees must 

be involved in waste management strategies.  For example, pollution reduction, energy 

conservation, and emission control (Kleindorfer, Singhal & Wassenhove, 2005). The concept 

(employee involvement) refers to ‘a participative process to use the entire capacity of workers, 

designed to encourage employee commitment to organizational success’ (Cotton, 1993, as cited 

in Govindarajulu & Daily, 2004). It leads to better corporate reputation; highly skilled and 

knowledgeable supervisors and subordinates; productivity growth ratio; employee churn drops; 

and increased consumer satisfaction (Darnall, Jolley & Handfield, 2008). The more profitable 

the firm is, the more likely its investment will be in human resource involvement and 

empowerment, reputation, green culture, etc. (Surroca et al., 2010). 

 

A diversity of motives leads companies to involve employees in the inspection of product 

designs and manufacturing methods, with the end to reduce waste from the manufacturing 

plants (Orsato & Wells, 2007). Some of these motives are climate change; rapid 

industrialization; enlarged economic development; naturally conscious consumers; material 

scarcity; and growing pollution (Orsato & Wells, 2007). The directed actions that aim to cut 

down waste force corporations to remain competitive within the marketplace (Cohen-

Rosenthal, 2004). Some fruitful ways to monitor waste depend upon HR involvement in the 

execution of waste focused strategies (Surroca et al., 2010). ‘People involvement’ counts as one 

of main principles of the ‘business excellence’ concept (Eyceoz, 2009) since employees are the 

key factor for encouraging the implementation of waste management programs (Fenwick & 

Bierema, 2008). The proposed waste objectives might remain plans on top organizational levels 
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as far as operators are not motivated or engaged enough with its accomplishment (Surroca et 

al., 2010).  

 

The fact is that sustainability goals requires not only corporate infrastructure and systems that 

ease the implementation of eco-friendly policies, but also the human factor and its proper 

involvement for succeeding in the market (Daily & Huang, 2001). Employee involvement 

provides the firm with the empowerment of the workforce; which, in turn, qualifies operators 

to anticipate environmental trends and propose alterations to the corporative waste management 

policy. Thereby, opportunities might emerge for designing new green products; improving the 

existing ones; and reducing waste from the manufacturing process. The largest outcome arises 

in the form of customer satisfaction and, thus, increased revenues and sales (Govindarajulu & 

Daily, 2004).  

 

Definitively, employee involvement is vital in the implementation process of waste 

management (Eyceoz, 2009) for several reasons. First, employee involvement is the link 

between waste management approaches and outstanding firm’s performance (Denton, 1999, as 

cited in Daily & Huang, 2001); employee involvement creates a positive bound amongst 

operational execution and environmental performance improvements (Hanna et al., 

2000).  Finally, waste management usually attracts eco-friendly workers and it is capable of 

retaining them. Therefore, waste management influences employees’ motivation and 

commitment with the realization of waste activities (Surroca et al., 2010). So far, involvement 

of the firm’s human resources represents the most valuable intangible asset for any business 

since motivated and loyal employees cannot be copied, acquired or developed by competitors 

(Surroca et al., 2010). Consequently, if companies have ‘valuable’ workers, they become more 

proactive in the implementation of distinctive waste strategies. It aims to enhance the firm’s 

performance and to acquire the satisfaction and maintenance of customers (Surroca et al., 2010).  

 

According to the purpose of this study, ‘conduct an investigation about employee involvement 

in the implementation of waste management’, the last concept to be explained should be the 

waste management implementation process.  

 



16 
 
 

2.4. Waste Management Implementation Process 

Top senior commitment and support towards waste management objectives represents a proof 

of the organization’s intention of a greater environmental care (Ramus & Montiel, 2005). Yet, 

this does not necessarily turn into effective implementation of such objectives (Ramus & 

Montiel, 2005). Instead, environmentally-conscious enterprises must deal with the execution of 

waste management goals through an intensive workforce involvement (Daily & Huang, 2001; 

Yang et al., 2011). Hence, commitment is not only needed for the layout of waste management 

policies at top corporate stages; but also for the entire operational structure of the company 

(Yang et al., 2011). Internally developed organizational systems (e.g. HRM) that aim to involve 

employees in waste management, lead to better implementation of waste strategies. As a result, 

competitive advantage and better performances are created compared to other companies with 

operations in the same industry (Ramus & Montiel, 2005). 

 

Waste management is a universally regulated policy. It is considered to be one of the actual 

implementations to discover and evaluate environmental influences specifically related to waste 

reduction possibilities (Cherubini, Bargigli & Ulgiati, 2009). Moreover, it is classified as an 

‘analytical tool’ for the measurement of waste associated with every phase of the product life 

cycle (Baumann, Boons & Bragd, 2002). Thereby, waste management helps businesses to 

consider environmental awareness across functional areas and reduce the entire organizational 

pollution to the environment (Yang et al., 2011). It is characterized by the integrity of several 

areas: eco-friendly design, eco-friendly buying, eco-friendly manufacturing and material 

management, eco-friendly distribution and marketing, eco-friendly engineering and finally 

converse logistics (Olugu, Wong & Shaharoun, 2011). Consequently, waste management builds 

the firm’s orientation towards employee involvement and responsibility in waste reduction 

labor. 

 

In the waste management analysis of the product life cycle, the practical component must be 

defined in terms of system’s input, i.e. the waste (Cherubini et al., 2009). It has been found 

reasonable consequences of environmental prosperities that can be attained through serious 

waste management policies (Cherubini et al., 2009). Furthermore, sustainable development 

directs to decrease the industrial environmental affliction through the expansion of green 

technologies. It entails mutual long-term perception between all employees and robust ethical 

governance (Buysse & Verbeke, 2003). For instance, waste burning with energy regain 
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decreases the requirement for other energy sources. Another example is the recycled material 

from the production of bare material and biological allocation. This material is being condensed 

in order to manufacture unnatural fertilizers and transport oil (Cherubini et al., 2009). These 

environmental practices demand companies designating funds to improve their social and 

structural capital, as well as their human resources.  Its purpose is to successfully implement 

waste management; i.e. training qualify workers to develop new product designs that save 

energy, resources and pollution in further manufacturing operations (Yang et al., 2011). 

 

Particularly, in the automotive context, there are thoughtful environmental worries about the 

manufacturing and final disposal of cars. The automobile usage consumes a noteworthy volume 

of fossil petroleum, and consequently is a main cause of toxic waste (Morselli, Santini, 

Passarini, & Vassura, 2010; Nunes & Bennett, 2010). The harmful substances in the car’s 

burnout emissions contain carbon dioxide, carbon monoxide, nitrogen oxides, particulate 

material, ozone, aldehyde composites and hydrocarbon elements (Morselli, Santini, Passarini, 

& Vassura, 2010; Nunes & Bennett, 2010). During a car’s manufacture, the main 

undesirable environmental outcome is from solid waste generation, emission of VOCs, and high 

levels of energy and water consumption (Nunes & Bennett, 2010). In addition, end-of-life cars 

may pollute the water if there is careless final disposal and insufficient controlling of landfill 

sites (Nunes & Bennett, 2010).  In order to avoid these bad consequences, waste management 

mainly deals with ‘car fluff’ (Morselli et al., 2010). Furthermore, it enables to reduce the waste 

of materials and energy along the car’s life cycle (Cohen-Rosenthal, 2004). Due to the 

significance of waste minimization, setting environmental strategies is a vital action to realize 

sustainable waste management (Tonglet, Phillips & Bates, 2004). 

 

2.5. Literature Overview  

The process of implementing waste management strategies starts from the HRM level. HRM 

integrates waste management plans developed by top managers into the daily operations for 

each functional department. In order to do so, HRM exploits several factors to motivate and 

involve employees in the implementation process. The dimensions of involvement are called 

‘creators of employee involvement’ and they are organizational culture; communication; 

training and education; working in teams; employee empowerment; and rewards. These factors 

attempt to ensure valuable and effective implementation of waste management through 
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employee involvement. Consequently, they improve the operational performance. It is worth to 

notice that the ‘employee involvement’ phenomenon develops workers’ abilities and skills and 

it increases their willingness to perform better. In addition, it leads to achieve the company’s 

sustainability and production efficiency during waste management execution. Conclusively, a 

lack of environmentally-aware employees; absence of skilled and motivated workers; and non-

existent integration of waste policies into operational structure are solved by the involvement 

of human resources. 

 

Within the following table, the authors outline the creators of employee involvement in waste 

management implementation. They present the definitions of each variable and their core 

characteristics which, in turn, positively influence on the involvement of employees. Indeed, 

the most relevant literature that provides insights for the development of theories is enclosed. 

Therefore, the reader might better understand the discussed concepts. 

  



19 
 
 

Table 1. Creators of employee involvement in waste management implementation 

Creators of 

Employee 

Involvement 

Definition Benefits for Employee 

Involvement 

Corresponding 

Authors 

Organizational 

Culture 

Values, tenets, standards 

and ideologies common for 

all employees 

Management commitment and 

support; training; attaching  

employees emotionally; rewards; 

common sustainability language; 

internal communication channels; 

awareness; motivation, loyalty 

Daily & Huang, 2001; 

Surroca et al., 2010; 

Mangra et al., 2014;   

Communicatio

n 

Channels to transmit 

messages and feedback 

between employees and top 

management 

Green objectives communicated 

to the bottom; willing employees; 

up to date waste data; feedback; 

low power distance; dialogue; 

AHP 

Surroca et al., 2010; 

Mangra et al., 2014 

Training and 

Education 

Training is a methodical 

course to obtain learning 

and know-how; education is 

long and  more optional 

process related to person’s 

initiative to learn 

Reduction of mistakes; costs 

minimization; environmental 

awareness; worker development 

and engagement; motivation; 

upgrading ecological 

terminology; not task-orientation; 

participation 

Govindarajulu & Daily, 

2004; Chang & Huang, 

2005; Surroca et al., 

2010 Mangra et al., 2014  

Teams Cross-functional teams and 

self-managed teams 

Learning how to work together 

and how to solve problems; 

employee empowerment; impact 

on firm’s performance; 

departmental barriers breakage; 

high quality in waste management 

implementation 

Pil & Rothenberg, 2003; 

Govindarajulu & Daily, 

2004; Mangra et al., 

2014; Wild & Wild, 

2014 

Employee 

Empowerment 

Abilities and 

responsibilities endowed to 

workers; decentralized 

decision making; 

High task-performance, saving 

time; competitive advantage; 

identification of obstacles; trust 

building; motivation and 

commitment; power; horizontal 

organizational structure 

Daily & Huang, 2001; 

Govindarajulu & Daily, 

2004; Mangra et al., 

2014 

Rewards Incentives and bonuses 

offered to workers for high 

task-performance; financial 

and nonfinancial rewards 

Motivation and commitment to 

become environmentally active. 

Rynes, Gerhart & 

Minette,  2004; Chang & 

Huang, 2005  

 

Source: Own construction 
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2.6. Theoretical Framework 

After reviewing the literature with consideration of determination of the study, the authors 

designed the following theoretical framework. 

Figure 1. The process of involving employees in waste management implementation 

 
 

Source: Own construction 

 

 

The phenomenon under investigation has been presented and elucidated through an extensive 

literature review. The literature shows a number of theories and concepts in regards with HRM; 

the creators of employee involvement (organizational culture, communication, training and 

education, teams, employee empowerment and rewards); the employee involvement subject; 

and finally, the waste management implementation process. Then, these concepts are brought 

together in a framework for the final purpose. The authors of this study constructed a theoretical 

framework (see fig.2) in order to clarify the relationships among all variables that have been 
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studied. According to Jabareen (2009), a theoretical framework is defined as: “a network of 

interlinked concepts that together provide a comprehensive understanding of a phenomenon or 

phenomena”. The concepts that construct a framework hold one another, allocate their 

corresponding phenomena, and set-up a framework-specific principles (Jabareen, 2009).  

 

Starting from top to down, the theoretical framework illustrates the fact that HRM sets the 

tactics and actions that motivate and involve employees. Thus, the process of waste 

management implementation starts off by allocating funds to HRM approaches. Throughout 

some practices, HRM reaches the development of loyal, skilled and engaged employees who 

are successful during the execution of waste oriented tasks. Additionally, the feeling of being 

praised through different motivations, improves both the operational performance and the 

firm’s performance.  The main motivational factors that have been explored are grouped in 

what it is considered as ‘creators of employee involvement’. They refer to six dimensions, 

which are: (1) organizational culture; (2) communication; (3) training and education; (4) teams; 

(5) employee empowerment; (6) and rewards. By applying such dimensions, the management 

of any corporation can create strong employee involvement in the waste management 

implementation process.  

 

The ‘Employee involvement’ phenomenon attempts to achieve excellence in businesses 

enforcement and it becomes one of the most intangible firm’s assets. It brings numerous 

benefits for the company such as good image; workers’ efficiency; buyer satisfaction and 

employee deflection. Moreover, it enables environmental change forecasting and waste 

management operation enhancements. Finally, the relation between waste management and 

enriched firm’s performance (e.g. competitive advantage) occurs through this concept. 

Consequently, the employee involvement is the vital course of action in the waste management 

implementation process (last concept from the frame). This process appeals to engage all 

functional departments to reduce the amount of waste during the ‘green’ product life cycle. 

Definitively, waste management process guides the firm to cut waste in all operations by 

involving employees. 
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3. METHODOLOGY 

This chapter provides a set of research methods that are applicable within the current 

investigation. The purpose is to present to the reader how data has been gathered, organized 

and analyzed.  

3.1. Research Design 

For the purpose of the study, the authors organized the method of investigation in consideration 

of a pre-defined research question- ‘how does employee involvement take place in organizations 

during the implementation of waste management strategies?’ For its accomplishment, the 

authors built a case study design which consists of structuring the problem and the plan of 

solution they aim to provide. Case study design is connected to qualitative research, which 

makes it relevant for the current qualitative investigation. A case study is an examination that 

tests a current phenomenon within its real-life context (Yin, 2013). It serves as constant ground 

for understanding the phenomena that could be followed by previous reasonable studies (Berg, 

Lune & Lune, 20014). Throughout the current case study, limitations were established; 

consequently, the research was narrowed down to provide more in-depth investigation of the 

‘employee involvement phenomenon’ in Volvo Cars Corporation.  

 

From the several types of case study: critical; unique; revelatory; representative; and 

longitudinal (Bryman & Bell, 2011), the representative or typical case study was selected. 

This type is defined as an investigation directed to detect a process that demonstrates an 

ordinary situation or activities within an organization (Bryman & Bell, 2011). The authors of 

the current study exposed the interactions among significant factors for describing employee 

involvement in waste management implementation. Creators of employee involvement are 

organizational culture, communication, training and education, teams, employee 

empowerment, rewards, initial and final levels of environmental awareness and others. Thus, 

the researchers were able to detect several differentiations, frameworks, and additionally 

covered aspects that other research approaches might omit. 

 

3.2. Data Collection Methods 

There are three research strategies which are qualitative approach, quantitative approach and 

mixed approach (Bryman & Bell, 2011). For the purpose of the current study ‘undertake an 
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investigation about employee involvement in the implementation of waste management’, the 

authors rejected the using of quantitative method to collect data. It is defined as the act of 

requiring the gathering of numerical data and as displaying a view of the relationship between 

theory and research as deductive; a preference for a natural science approach; and as having an 

objectivist outset of social reality. On the contrary, the authors selected qualitative methods in 

order to collect the desirable data. Qualitative research is described as a research strategy that 

usually emphasizes words rather than quantification in the collection and analysis of data. 

Qualitative methodology is a basic approach that includes the existing relationships between 

theory and research whereby a series of concepts are generated from each other. (Bryman & 

Bell, 2011).  

 

For the execution of the qualitative strategy, the authors conducted a comprehensive literature 

review through the particular journals’ articles and books. The most relevant for the research 

purpose were Waste Management Journal; Journal of Cleaner Production; Journal of 

Operation Management. Further, several departments from Volvo Cars Corporation were 

approached to provide their perceptions about their degree of involvement during waste 

management enactment. Then, the findings about Volvo were critically examined and 

compared with the former literature review. Hence, what previous authors had stated in regards 

with the creators of employee involvement (organizational culture, communication, training 

and education, teams, employee empowerment and rewards) were contrasted with first-hand 

observations seized through the interviews. Thereby, novelties were added into the debate of 

the ‘employee involvement phenomenon’. 

 

3.3. Research Approach 

There are three research approaches: exploratory, descriptive and causal (Cooper & Schindler, 

2011). Causal approach is used when there is an investigation of a phenomenon that looks at 

the effect of one thing or variable on another. Descriptive approach is typically structured with 

clearly stated hypotheses or investigative questions. It aims to find description of phenomena 

and it patterns or trends in some situations, but not a causal linkage among its different elements. 

It helps in generating research questions on which later research may be grounded. (Cooper & 

Schindler, 2011). 
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For the purpose of this study, the authors used exploratory approach to accomplish the 

research purpose. In contrast to descriptive, exploratory study is mainly valuable when the 

researchers have observed some phenomenon and they intend to explore additional aspects 

about it. This approach was an attempt to establish fundamentals that may activate further 

researches. In contrast to causal, exploratory analyzes a single phenomenon and consequences 

that necessitated, instead of studying different relations between variables. (Cooper & 

Schindler, 2011). The authors of this project did not study the effect that employee involvement 

has on the firm’s performance improvement; instead, they targeted to explore how employee 

involvement happens during the implementation process of waste management. However, the 

main disadvantage of exploratory approaches deals with the interpretation of collected data, 

since it may be subjective and judgmental. Consequently, although it is useful approach, it 

should be used with caution. For this reason, the researchers took this fact into consideration 

and they were as precise and adequate as possible.   

 

3.4. Data Sources 

Two sources of data were used in the process of conducting the Volvo Cars Corporation case 

study: documentation and interviews (Yin, 2013). Consequently, for the purpose of this study, 

the authors applied mixed data which means the treatment of both types (Bryman & Bell, 

2011). The combination of both kinds of sources allows presenting a more complete picture of 

the phenomenon under investigation. 

 

The authors compiled data from the company’s documentation (secondary data) which is 

considered to be relevant to any type of case study (Yin, 2013). To do so, the main tool was the 

company’s annual sustainability reports in electronic format that were obtained from its official 

website. The last available versions were from 2012 and 2013. They enabled the researchers to 

gain relevant information about the importance of environmental care as a core value within 

the organizational culture. Specifically they referred to ‘waste management’ as the key 

approach for reducing the negative impact of Volvo’s operations on the nature. Nonetheless, 

these reports presented a gap when it came to the process of involving human resources during 

the reduction of waste. Hence, interviews (primary data) qualified the authors to reach 

knowledge about how Volvo Cars Corporation involves employees in the waste management 

implementation process. 



25 
 
 

 

3.5. Interviews  

Interviews are the most habitual method in qualitative research; principally when utilizing case 

studies (Bryman & Bell, 2011; Yin, 2013). The authors of the current investigation attempted 

to interrogate employees in several departments from Volvo, due to different issues. The first 

one dealt with the fact that qualitative interviews place a high interest in the respondents’ point 

of view. Accordingly, in this case study, workers’ perceptions about their extent of involvement 

in waste management implementation was the focal point of the investigation. Secondly, the 

details from the interview can be undoubted since they offered key facts to build a frame that 

‘makes sense’ in the reader’s mind. 

 

3.5.1. Interview Structure 

In order to collect exhaustive data regarding with employee involvement in the execution of 

waste management within Volvo, the authors designed a semi-structure interview. This model 

includes a list of topics to be covered, and it is stated as an ‘interview guide’ (Bryman & Bell, 

2011). On one side, the interviewers (researchers) aimed to handle conversations through 

structured queries by adhering to their self-constructed plan of inquiry. On the other side, the 

interviewees (Volvo’s employees) had a wide range of scope in how to respond (Bryman & 

Bell, 2011).  

 

The unique channel for conducting interviews in Volvo was telephone since it was the first 

choice among interviewees. The point is that telephone is one of the key inter and intra 

organizational device for the purpose of communication. Interviews lasted about 40 minutes 

and they split in two sections. The first piece targeted to ask professional data from participants 

such as ‘department of belonging’, ‘position within the company’ and ‘years of experience’. 

The second section coped with the dimensions that are considered as ‘creators of employee 

involvement’. These creators were ‘organizational culture’, ‘communication’, ‘training and 

education’, ‘teams’, ‘employee empowerment’ and ‘rewards’. Moreover, researchers 

incorporated ‘initial and final levels of environmental awareness’; in order to check the 

effectiveness of these dimensions in the creation of employee involvement. The authors found 

this advantageous due to the lack of research within this academic field; and since it may add 

insights into the debate on employee involvement. Furthermore, ‘others’ was included for the 
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possibility that some practices were being applied in Volvo and were not contemplated by the 

theorists. 

 

Table 2. Interview structure 

Section  Subsection 

1: Professional Data Department of Belonging 

 Position within the Company 

 Years of Experience 

2: Creators of Employee Involvement Initial Level of Environmental Awareness  

 Organizational Culture 

 Communication 

 Training and Education 

 Teams 

 Employee Empowerment 

 Rewards 

 Final Level of Environmental Awareness 

 Others 

Source: Own construction 

 

This way of structuring data helped in identifying the most dominant dimension(s) affecting 

employee involvement in waste management performance. In addition, the department of 

belonging and position within the company enabled the researchers to better unify and compare 

responses. Finally, years of experience were asked in order to track the level of credibility per 

response; since employees with long experience can provide more reliable and correct 

information.  

Through the process of conducting interviews, researchers brought interviewees to reflect on 

the creators of employee involvement. Thereby, Volvo’s employees conversed with 

interviewers about their degree of involvement in the waste management implementation 

process. Yet, they had the opportunity to interpret the questions according to their perceptions 

of specific duties assigned to them. Actually, they had freedom to decide when to answer and 

when to remain silent. 

 

3.5.2. Interviews’ Participants 

Volvo Cars Corporation HQ located in Gothenburg, Sweden, was contacted via email (see 

Appendix I). This was made in order to make appointments with workers for conducting 
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interviews (see Appendix II) at the most convenient time. Thus, primary data was gathered by 

accessing employees who were responsible for carrying out waste focused strategies. For the 

purpose of the investigation, the relevant issue was not the single individual, but the department 

of belonging of the interviewees. Functional areas that took part in waste management 

implementation were ‘engineering department’, ‘marketing department’, ‘supplier quality & 

logistics department’, ‘electronics department’, ‘vehicle line management department’, ‘design 

department’ and ‘R&D department’. Further, inside each department, employees were ‘labeled’ 

according to different positions. They were ‘group manager, ‘test engineer’, ‘engineer quality 

consultant’, ‘business manager’, ‘marketing consultant’, ‘supplier quality manager’, ‘designer’, 

‘senior program manager’, ‘academic union chairman’ and ‘engineer researcher’. 

 

Table 3. Interviewees` information 

Department of Belonging Position within the Company Years of Experience 

Engineering Department Group Manager 8 years 

 Test Engineer 9 months 

 Engineer Quality Consultant  4 years 

Marketing Department Business Manager 13 years 

 Marketing Consultant 14 years 

Supplier Quality & Logistics Department Supplier Quality Manager 3 years  

Electronics Department Designer  4 years 

Vehicle Line Management Department  Senior Program Manager  13 years 

Design Department  Academic Union Chairman  35 years 

R&D Department  Engineerer Researcher 17 years 

Source: Own construction 

 

3.6. Presenting and Analyzing Empirical Findings 

Primary data compiled from the 10 interviews was presented by applying a model of ‘coding’ 

(Gibbs, 2007). This was made to allay the transcription of information from interviews. 

Consequently, creators of employee involvement (see table 2); department of belonging and 
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position within the company (see table 3) were assigned the corresponding acronym- the code. 

Additionally, the interview’s questions (see Appendix II) were numbered-the code- from 1 to 

16, respectively. This codification may be better illustrated to the reader in tables 4 and 5, 

correspondingly. 

 

Table 4. Coding with acronyms 

Creators of 

Employee 

Involvement 

Code 

CEI 

Department of 

Belonging 

Code 

DB 

Position within the 

Company 

Cod

e 

PC 

Initial Level of 

Environmental 

Awareness 

ILEA Engineering Department EGD Group Manager GM 

Organizational 

Culture 

OC   Test Engineer TEG 

Communication CM   Engineer Quality 

Consultant 

EQC 

Training and 

Education 

TE Marketing Department MKD Business Manager  BM 

Teams TMs   Marketing Consultant MK

C 

Employee 

Empowerment 

EE Supplier Quality & 

Logistics Department 

SQLD Supplier Quality Manager SQM 

Rewards RWs Electriconics Department ELD Designer DR 

Final Level of 

Environmental 

Awareness 

FLEA Vehicle Line Management 

Department 

VLMD Senior Program Manager SPM 

Others OT Design Department DD Academic Union Chairman AUC 

  R&D Department RDD Engineer Researcher ER 

Source: Own construction 

 

 

 

 

The interview questions were developed by the authors of the current investigation after 

reviewing the relevant literature. They attempt to match each question with the creators of 

employee involvement in order to extract information from interviewees about how these 
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creators apply in Volvo. The following interview-structured questions will serve as the data 

gathering tool for the purpose of this study. The following table presents the interview-questions 

with coding numbers. 

Table 5. Coding with numbers 

Questions Cod

e (Q) 

Are you conscious with the environmental protection?  1 

When you are executing your duties, how do you understand the organizational culture of Volvo Cars 

Corporation regarding with the environmental protection and waste management? 

2 

Is there a clear corporate waste management goal that make you understand what is expected from 

you/your department for its accomplishment? If so, explain which one 

3 

How do you communicate with higher management levels for the accomplishment of your waste 

management duties? 

4 

What is the process to communicate feedback to top levels regarding with problems that emerge during 

your task performance? 

5 

What is the process that you follow to propose and install changes when failure of the corporate waste 

management plans? 

6 

Please explain what type of training and education you do receive regarding with environmental 

protection 

7 

If you work in teams inside your department for the implementation of waste management strategies, 

please explain the way of functioning of teams 

8 

How do you collaborate with other departments for the implementation of waste management strategies? 9 

What authority/responsibility do you have to implement waste management strategies? 10 

Does this responsibility motivate you in the pursuing of environmental achievements? Please explain 11 

Does this responsibility commit you with the reduction of waste while performing your tasks? Please 

explain 

12 

How do you participate in the decision making process when implementing waste management 

strategies? Please explain: 

13 

If you receive rewards due to good task-performance regarding with the environmental protection, 

please explain which type of rewards 

14 

Please explain if your level of consciousness in terms of environmental protection and waste 

management has increased after all these policies has been taken by Volvo Cars Corporation 

15 

Is there any other practice that involves you in the implementation of waste management strategies not 

considered in this interview? If so, please explain 

16 

Source: Own construction 

 

Afterwards, the interview responses were categorized according to three groups within a chart 

(see table 6). Gibbs (2007) refers to this method as ‘categorization’. The fact is that interviewees 
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were asked about several motivating factors that create employee involvement in waste 

management performance; hence, the first group comprised the ‘CEI’. It discussed about the 

factor that each question have been measuring. Particularly, Volvo’s respondents shed light 

about how they perceive and understand ILEA, OC, CM, TE, TMs, EE, RWs, FLEA and OT. 

Participants provided individual and independent answers regarding with every dimension. 

Thus, under each CEI, responses were classified and organized according to the interviewees’ 

department and their particular hierarchical position. Accordingly, the second group referred to 

‘Department of Belonging (DB)’ such as EGD, MKD, SQLD, ELD, VLMD, DD and RDD. 

And the third group was ‘Position within the Company (PC)’ like GM, TEG, EQC, BM, MKC, 

SQM, DR, SPM, AUC and ER.   

Hence, a system of codes was first assigned to each variable. Secondly, these codes were used 

for building the chart (see table 6) through which the researchers presented the findings by 

categorizing them in groups: CEI; DB; and PC. Consequently, readers have the chance to access 

to detailed information about the particular condition in which each CEI was developed in every 

Volvo’s department. 

 

Table 6. Presentation and analytical tool: categorization 

 Q 1 2 3,  4, 5 & 6 7 8 & 9 10, 11, 12 & 

13 

14 15 16 

 CEI ILEA OC CM TE TMs EE RWs FLEA OT 

DB:PC EGD: GM; 

TEG; EQC 
         

 MKD: 

BM;MKC 
         

 SQLD:SQM          

 ELD: DR          

 VLMD:SPM          

 DD: AUC          

 RDD: ER          

Source: Own construction 

 

 

Thereafter, for a suitable assessment of data, the table number 6 served the researchers as an 

analytical tool. The table was filled out with the information gathered from the interviews, and 

a comparison and evaluation of responses was carried out. The reason behind that was to draw 

similarities and differences among departments and organizational positions in terms of CEI. 
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This is known as ‘content analysis’ (Bryman & Bell, 2011) and it has two main benefits for the 

purpose of the research.  On one side, it allows readers to comprehend how the different 

dimensions (ILEA, OC, CM, TE, TMs, EE, RWs, FLEA and OT) work for Volvo, regardless 

the functional area and position in the hierarchy. Thereby, the broad functioning of the company 

in terms of employee involvement may be better understood. On the other side, the researchers 

can compare CEI in Volvo with the previous literature review in the analysis chapter.  

 

3.7. Research Quality 

Research quality in the case study of Volvo Cars was measured through reliability and validity. 

External reliability refers to dependability of results across reiterated studies carried out by 

different researchers and under different circumstances (Gibbs, 2007). On the other side, 

internal reliability acts when there is more than one observer to agree about what they see and 

hear (Bryman & Bell, 2011). External validity alludes to the degree to which findings can be 

generalized across business settings (Bryman & Bell, 2011). However, the critical question was 

not whether the findings could be widespread, but how well the researcher generated theory out 

of the findings (Bryman & Bell, 2011). Conversely, internal validity regards with the accuracy 

of results and if they suitably capture what is truly occurring (Gibbs, 2007).  

 

In order to provide the project with reliability, the authors conducted 10 interviews with workers 

from Volvo Cars Corporation. A set of employees’ perceptions regarding with their own 

participation in the implementation process of waste management aimed to be compared; thus, 

trustworthiness of the phenomenon under investigation ‘employee involvement in the 

implementation of waste management’ intended to be attained. Further, it is worth to mention 

that the majority of interviewees had long working-experience in Volvo. This fact reflected the 

trustworthy of gathered data and it supplied more credibility to the study. Moreover, reliability 

applied by using ‘transcription checking’ (Gibbs, 2007). This technique ensured that the 

telephone interviews were being transliterated in the text without mistakes and included all 

information. They were undertaken by telephone and recorded with a recording device. Then, 

the authors critically reflected on the interviews in order to identify blunders and guarantee 

consistency. Thereby, the bias from analyzing data was prevented as far as possible, due to the 

comparison between two researchers’ interpretations.  
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In order to reach external validity, the case of ‘waste management implementation’ 

complemented the knowledge about the process of involving employees.  Its major contribution 

to the literature is adding insights on the debate about ‘employee involvement in the 

implementation of waste management’. To accomplish internal validity, empirical and theory 

chapters have the same structure when it comes to the ‘Creators of Employee Involvement in 

the Waste Management Implementation Process’. Moreover, at the end, the authors sent to 

Volvo’s employees the interview-transcription report to test the truthfulness of transcriptions 

from telephone conversations; consequently, to avoid erroneous interpretations by the authors. 

On the assumption that interviewees may disagree with the transcription, the authors committed 

to delete or change it according to their suggestions. This is called ‘respondent validation’ 

(Gibbs, 2007). Additionally, quotations from what interviewees pronounced, showed exactly 

workers’ opinions; hence, accuracy increased through the ‘evidence’ technique (Gibbs, 2007). 

Moreover, the researchers were accurate in arranging interview-appointments. All interviews 

were conducted according to employees’ ‘free-of-duty’ time, to not make them stressed during 

the answering process, and to obtain dependable information.  
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4. EMPIRICAL FINDINGS 

 

This chapter presents the case study of Volvo Cars Corporation. It splits in two sections. Firstly, 

the company’s ‘background’ and an overview of its environmental and waste management 

concerns are explained. This information is collected from the company’s electronic 

sustainability reports. Secondly, the ‘Creators of Employee Involvement in the Waste 

Management Implementation Process in Volvo’ is seized from several interviews. Results from 

interviews are presented and analyzed as exhibited in section 3.5.  

 

4.1. An Overview about Volvo Cars Corporation 

Volvo Cars Corporation started producing cars in 1927. This 1927 year marks the starting point 

of the company since a steady flow of Volvo models have been launched, making automotive 

history (Volvo Cars Sustainability Report, 2012). Volvo Cars Corporation centers its 

achievement on three main bases – it is a global brand with active and reverential environment; 

it produces innovative, advanced and good-looking cars; and it aids employees with the 

development and advancement of their careers (Volvo Cars Sustainability Report, 2013).  

 

Since the early 1970s, Volvo Cars’ commitment to the environment covers the management of 

waste during the entire life cycle of the car manufacturing- from design, engineering and 

production to useful life, service and recycling (Volvo Cars Sustainability Report, 2012). Thus, 

environmental considerations form all operations within the company is shown by involving 

the entire organization. Indeed, its environmental strategy is integrated into the daily operations. 

Particularly, waste management has been implemented as targets and activities within different 

units, such as Manufacturing, Engineering, Marketing, Logistics, Electronics and so on. By 

doing so, Volvo Cars aims to involve all employees in improving the company’s environmental 

performance (Volvo Cars Sustainability Report, 2013).  

Consequently, the high degree of employee deliberation may be the reason why Volvo turned 

out to be the ‘employer of choice’ in 2012 and achieve a low ratio of employee turnover (Volvo 

Cars Sustainability Report, 2013). 

4.2. Creators of Employee Involvement in the Waste Management Implementation 

Process in Volvo (Interviews) 

Every functional area and organizational position from Volvo Cars Corporation is influenced 

by the organizational culture (OC), communication (CM), training and education (TE), teams 



34 
 
 

(TMs), employee empowerment (EE), rewards (RWs), final level of environmental awareness 

(FLEA) and other factors (OT). These dimensions involve and motivate workers in the 

company to successfully implement waste management schemes. The next chart (see table 7) 

presents the data gathered from Volvo’s interviewees according to the creators of employee 

involvement (CEI), department of belonging (DB) and hierarchical position (PC).  

 

Table 7. Creators of employee involvement in waste management implementation in Volvo 

 Q 1 2 3,  4, 5 & 6 7 8 & 9 

 CEI ILEA OC CM TE TMs 

DB

: 

PC 

 

EGD: 

GM; 

TEG; 

EQC 

Yes Daily promotion of 

environmental care  

and waste reduction; 

waste management 

concept is absorbed; 

motivation; 

encouragement 

Customization and CM 

of waste strategies 

depend on position; 

informal and flexible; 

telephone; no formal 

procedure; no 

restrictions; feedback; 

participative 

E-learning 

packages; 

relation to 

waste 

management 

and 

environmental 

care; updating 

and no-tasks 

orientation; 

not 

compulsory; 

informational 

Cross-sectional & self-

managed TMs; 

collaborative 

atmosphere; decision 

about tasks and time; 

decision about how to 

implement functions; 

organized by 

intermediate 

supervisors 

 MKD: 

BM; 

MKC 

Yes Daily-promotion  of 

environmental care 

and waste reduction; 

absorbing waste 

management; 

ecological engines; 

motivation; 

encouragement  

 

 

 

 

 

 

 

 

 

Waste policy not 

published; no clear 

waste goals; tacit; no 

restrictions; feedback; 

participative and data 

flows ubiquitously; 

people more important 

than processes; 

discussions; flexibility; 

intranets; skip level 

talks; loyalty 

Ecological 

working 

environment; 

GM receive 

TE; already 

environmental

ly-conscious 

employees; 

international 

TMs  provided 

with 

environmental 

TE 

Elastic collaboration; 

self-managed TM; 

decision about tasks 

and time; enough 

authority to execute 

duties; no obstruction; 

cross-functional TMs; 

collaboration; email 

and videoconference 

 SQLD: 

SQM 

Yes  Reduction of noxious 

emissions and 

greenhouse gasses to 

environment; 

operators recognize the 

Green goals are 

gradually tapering; 

common waste goals; 

regular meetings; 

informal system; face-

Relation to 

environmental 

protection and 

waste 

management; 

Five self-managed 

TMs; collaboration; 

‘sectional meetings’; 

weekly meeting; 
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Source: Own construction 

 

 

 

 

meaning of waste 

reduction struggles; 

further compliance 

with regulation; 

involvement in the 

shirking from waste  

to-face and telephone; 

direct and flexible; line 

channel; feedback 

TE is not 

motivating; 

infrequency 

employees work close; 

contact 

 ELD: 

DR 

Yes Top management 

commitment with 

waste management; 

well-established 

concept amongst 

employees; 

environmental and 

waste values; tacit 

No detailed waste 

management goals; 

waste consciousness; 

horizontal and 

participative system; 

information flows in 

all directions; 

feedback; engagement 

with the enhancement 

of waste management 

Technological 

working 

environment; 

email; increase 

environmental 

consciousness 

Working alone; 

collaboration with 

other departments; 

‘network of cross-

sectional TMs’; 

‘common sense’; no 

formal measures 

 

 VLMD: 

SPM 

Yes Green behaviours and 

values; eco-friendly 

manufacturing; 

involvement; 

environmentally-

conscious employees; 

material-friendly 

vehicles; cleaning 

processes and green 

products. 

Waste reduction; 

communication to 

bottom; discussions; 

open-minded system; 

email and telephone; 

friendly system; 

feedback 

A lot TE 

programs in 

every area; 

Internet; 

optional; not 

relevant factor 

‘Big cross-sectional 

TMs’; barrier falling; 

low power distance; 

increased of 

environmental 

awareness; 

collaboration and data-

sharing across 

departments 

 DD: 

AUC 

Yes Environmental 

consciousness; 

sustainability; 

engagement; embraced 

waste management 

philosophy 

More explicit goals; 

environmental 

consciousness on a 

daily basis; direct 

system; ‘open-minded’ 

Relation to 

environmental 

protection and 

waste 

management; 

not 

mandatory; 

not important 

in the 

involvement 

of employees 

Working individually; 

collaborative TMs; 

number of self-

managed TMs  

 RDD: 

ER 

Yes Policy promotes 

environmental 

concerning; beyond 

legislation; greener 

than competitors; 

green products along 

the life cycle 

Clear corporative 

waste objective; email 

and blogs; ‘big 

meetings to discuss’; 

accessibility to data; 

feedback; no 

restrictions; 

‘committees’ 

Relation to the 

environment 

and waste 

management; 

need of 

application for 

programs; 

optional 

Working individually; 

collaborative TMs; 

number cross sectional 

TMs  
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Table 7: Creators of employee involvement in waste management implementation in Volvo, continuation 

 Q 10, 11, 12 & 13 14 15 16 

 CEI EE RWs FLEA OT 

DB:

PC 
EGD: 

GM; 

TEG; 

EQC 

General empowerment; 

‘meetings’; decision-making 

decentralized and centralized; 

‘regular discussions’ and 

‘periodic brainstorming’; 

motivation and commitment 

RWs for 

successful 

achievements in 

waste reduction 

goals; quarterly 

and group bonus 

Swedish mentality 

(GM); OC (TEG); 

somewhat to all 

practices (EQC) 

Social meetings; 

familiar atmosphere; 

discussions & 

meetings (EQC); 

brainstorming (GM; 

TEG) 

 MKD: 

BM; 

MKC 

Decision-making centralized and 

decentralized; meetings; 

motivation happiness and 

sensation of family; 

commitment; telephone, e-mail 

or face-to-face 

‘Bonus pack 

system’; not 

motivating 

factor  

Higher FLEA due to 

OC, CM, TM, EE and 

OT 

‘After work 

activities’; meetings; 

large family; 

environmental and 

familiar values 

related; ‘task-

discussing mentality’ 

 SQLD: 

SQM 

 ‘Forums’; participation of 

employees; plenty 

empowerment to make 

decisions; motivation and 

engagement  

‘Bonus system 

of RWs’; 

motivation and 

commitment  

CM; TMs; EE; RWs; 

OC; and OT are the 

motives of superior 

FLEA 

Internal promotion; 

‘moral’ obligation; 

feeling of belonging 

to the company 

 ELD: 

DR 

‘Network’; working patterns 

individually set; autonomy; 

motivation and commitment; 

obedience of overhead managers 

in some other tasks 

Irrelevant factor  Increased FLEA 

because of green values 

and principles within 

the OC; EE; CM; OT 

 

Brainstorming & 

periodic meetings; 

familiar atmosphere; 

meetings; network of 

contacts; friendship; 

‘non-monotonous 

job’ 

 VLMD:

SPM 

EE in the decision making; 

authority during the performance 

of group ecological projects; 

enthusiasm  

Bonus system 

that goes in 

progression; 

appreciation and 

valuation of the 

system; 

Increased FLEA 

because of OC; CM; 

TE; TMs; EE; and RWs  

‘Union context; 

loyalty; involvement 

in waste management 

implementation as 

part of a group rather 

than as single 

employees 

 DD: 

AUC 

Creativity in the decision-

making authority to make 

decisions; motivation and 

commitment  

No motivation, 

bonus RW 

system. 

EE and ecological 

increases FLEA; 

familiar and 

environmental values 

transmitted through OC 

Workers’ 

professional and 

personal 

development;  

 RDD: 

ER 

Decision making is 

decentralized; distribution of 

time and tasks; limit set in the 

strategies developed by the head 

of the hierarchy; motivation 

No encouraging 

quality of job; 

personal salary 

motivates  

Increased FLEA due to 

EE; appreciation from 

top managers; good-

state of the physical 

environment; loyalty 

Opportunity  to alter 

the daily activities; 

‘project meetings’ 

Source: Own construction 
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Successively, a ‘content analysis’ is undertaken by comparing responses along table 7. The 

authors extract both diverse and common issues between departments and hierarchical 

positions; therefore, they might recapitulate the wide-ranging approach of involving employees 

in Volvo Cars. Hence, all CEI are exposed to the audience.  

 

4.2.1. Initial Level of Environmental Awareness (ILEA) 

All interviewees from Volvo claim to be conscious with the environmental protection, in 

general, and with waste management, in particular. This dimension mainly aims to direct 

participants towards the subsequent reflection on the CEI.  

 

4.2.2. Organizational Culture (OC) 

Volvo’s OC confirms the existence of top management support and commitment with waste 

reduction. Thereby, the OC incorporates green values on the operational structure on a daily 

basis. As a result, from top to down, everyone attempts to be conscious with the environment; 

and the ‘waste management’ concept has been embraced by all employees. Volvo’s green 

culture is consistent with a ‘policy’ that encourages workers to respect the environment beyond 

legislation’s standards. Yet, this culture seems to be ‘tacit’ for some employees (e.g. ELD) in 

the sense that they assume this natural mood by imitating other employees from the company.  

 

Additionally, the existence of waste oriented mechanisms fosters the engagement of employees 

with the implementation of green oriented strategies. For instance, the whole organization 

works in the reduction of noxious air; water and land emissions; and greenhouse gasses. In 

response, workers try to re-utilize and recycle materials within the company; and they are 

efficient in the usage of energy and equipment. Further, Volvo periodically announces to all 

employees the amount of harmful emissions, fuel consumption and energy that have been 

saved. Definitively, Volvo focuses on making its manufacturing process more ecological and 

creating ‘material-friendly vehicles’ to be greener than its competitors. This, in turn, motivates 

the staff to continue improving waste management.  

 

Overall, Volvo’s OC creates vocation to a greater consciousness with pollution reduction during 

performance of tasks and operations; it teaches employees how to behave in terms of waste 

management; and it normally hires environmentally-conscious employees. Therefore, workers 

are connected to this OC in the pursuit of ‘sustainability’ and ‘green products’ during their 
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entire life cycle. Indeed, loyalty to the company is cultivated both though green values and the 

emerged familiar atmosphere. According to Volvo’s staff, the OC considers individuals as 

members of a family; so, the process of implementing waste management becomes 

synchronized and inseparable.  

 

4.2.3. Communication (CM) 

Green and waste concerned objectives are gradually tapered from top management to become 

detailed targets for individual employees; thought this customization depends on specific 

department and organizational position. Consequently, MKD and ELD do not perceive clear 

waste goals. Even thought employees deal with waste management, this sensation looks to be 

‘tacit’. It is the common sense and philosophy regarding with environmental protection what 

makes workers be involved in the implementation process of waste management. Employees 

can feel waste consciousness in Volvo without necessarily explicit goals. Conversely, for 

SQLD, VLMD, DD and RDD the key environmental value, ‘waste management’, is translated 

into more explicit goals and further communicated to the bottom (e.g. fuel consumption 

reduction, energy efficiency, moderate CO2 emissions and recycling). Finally, within the EGD, 

not all positions understand waste management information. 

CM in Volvo occurs through an informal, flexible and direct system, which is horizontally 

distributed and encourages participation from all areas. Consequently, it results to be a 

‘friendly’ system where employees are ‘open-minded’ in the process of proposing ideas. 

Furthermore, waste related feedback; environmental problems and suggestions; as well as the 

workers’ feelings are notified to higher managerial levels without restrictions. In Volvo, data 

flows ubiquitously via email; telephone; intranets; and blogs; albeit people prefer face-to-face 

communication with superiors since there is freedom and autonomy. In addition, green 

information is published on the home site; so there is accessibility of data.  

 

Volvo organizes ‘meetings’ and ‘skips level talks’ to discuss about waste management; which, 

in turn, motivates staff to be contributors of its reduction. Moreover, ‘committees’ aim to 

encourage workers to bring up innovative ideas; and bottom-operating level employees follow 

a type of ‘line channel’. They first try to take action through the group manager from the 

corresponding department; yet they can escalate directly to higher managerial levels to discuss 

problems that emerged during waste management execution. Discussions also deal with 
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employees’ behaviors and moral ways of conduct in the performance of green activities. 

Overall, there exists a ‘discussing mentality’. Accordingly, Volvo’s workers are engaged with 

waste management enhancements and they feel loyal and implicated with the organization’s 

functioning.  

 

Generally, during the course of CM, people are more important than processes and workers do 

not have to adhere to formal procedures. Still, the most sophisticated information in terms of 

waste strategies does progress from top managers. In such a case, the implementation process 

is somehow monitored by supervisors and guidelines are applied. 

 

4.2.4. Training and Education (TE) 

Although TE packages depend on department and organizational position, they exhibit common 

features. For instance, TE takes the form of e-learning platforms which are completed on-line. 

They are ecological reports prepared by managers and delivered to operators. In some 

departments such as EGD and ELD, educational programs are sent to employees’ emails; in 

other functional areas like VLMD and RDD, they are posted in the Internet.  In Volvo, TE 

packages are normally updated and they are related to environmental protection and waste 

management. In some cases (e.g. SQLD) learning packages deal with the accomplishment of 

some goals. They are few fuel emissions, water management, cleaning technologies, pollution 

reduction and how to go beyond legislation. 

 

Nonetheless, TE is optional, occasional and employees need to book their realization. 

Furthermore, TE programs are not tasks-oriented since they do not impose authoritarian 

guidelines about how to cope with waste. Hence, they act as mere informational programs 

aiming to increase environmental consciousness of employees. In addition, TE attempts to raise 

knowledge about ways of reducing the negative impact of Volvo’s operations. All these reasons 

hinder the role of TE’s employee involvement in waste management implementation. Yet, for 

some departments, green learning nurtures both ecological and technological working 

environments and it forges waste centered habits between employees. TE is particularly useful 

for group managers from MKD who are trained in order to make their employees embrace the 

waste management philosophy. Overall, Volvo assumes that employees care for the 

environment and do not need to be trained. 
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4.2.5. Teams (TMs) 

Volvo Cars encourages both intersectional and intra-sectional cooperation for the successful 

implementation of waste management. On one side, departments form networks of ‘big cross-

sectional TMs’ in order to collaborate and accomplish tasks. The fact is that employees cross 

function to share environmental information and efforts, which leads to the eradication of 

barriers between departments and low power distance amongst employees is displayed. 

Moreover, these TMs work together for the development of waste management. As a result, 

employees’ environmental awareness seems to rise; which, in turn, enables better execution of 

waste strategies. To higher hierarchical levels the way the function is predetermined; for 

instance, waste management approaches and coordination amongst TMs is set by top 

executives.  

 

On the other side, inside departments employees might work individually or in a type of self-

managed TM. In the last case, collaboration appears to be ‘elastic’ in that intermediate 

managers act as group advisors and they organize its structure; albeit, they do not impose 

instructions and they do not directly monitor waste labors. Indeed, employees distribute tasks 

and time since there is enough authority and responsibility to perform waste focused duties. 

They also decide how to implement functions to fulfill green goals. TMs are in continuous 

contact through email, telephone, face-to-face interaction and meetings. Yet, every method 

follows formal procedures.  

 

4.2.6. Employee Empowerment (EE) 

In Volvo, the decision-making process is both centralized and decentralized, depending on the 

hierarchical position and type of decision. Centralization occurs with highly resource-based 

decisions which demand to be communicated to top managerial levels. Moreover, the limit is 

set in the development of waste management policies by the head of the hierarchy, which have 

to be adopted. 

 

Conversely, decentralization to floor-operating levels is the regular norm since Volvo considers 

every worker's opinion. Thereby, employees frequently discuss about waste management, 

environmental protection and any type of important decision. The company exhibits an 

approach that encourages all operators to feel completely free to run several issues, without 
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permission from top management. In addition, workers affect the progress of meetings and they 

influence the functioning of the business by bringing up innovative ideas to improve as a 

company.  

 

Empowerment in the decision-making is captured through several methods (e.g. meetings, 

brainstorming, forums, and website) where human resources actively participate; and where 

they propose some ideas. If that idea develops into a beneficial project, the person is 

rewarded.  Indeed, creativity in the decision-making is exposed in the website: whether any 

operator has a competent clue for the development and improvement of the firm; such idea is 

posted on the web and everyone might read it. All employees, regardless hierarchical position, 

count with this kind of authority and freedom to make decisions. Accordingly, Volvo’s 

organizational structure is classified as a ‘network’ where everyone is empowered on the daily 

environmental performance. Generally, employees do not satisfy orders from higher 

hierarchical levels; rather, working patterns and guidelines are individually set by themselves.  

 

The core issue during decision making is to make employees feel comfortable like in a family. 

Top management truly cares employees’ happiness and involvement in the implementation of 

any type of environmental strategy. Consequently, this chance to make decisions motivates and 

commits employees with the organizational success. Especially motivating is the fact that the 

company contemplates everyone; thus, workers strive to improve the execution of waste 

management schemes. Floor-operating levels firstly aim to implement waste strategies and to 

solve complications by themselves because they are empowered. Yet, they are allowed to resort 

to intermediate managers. 

 

4.2.7. Rewards (RWs) 

In Volvo, there exists a ‘bonus RW system’ for successful achievements in waste reduction 

goals. It works as a fixed amount which is independent of the employee’s performance plus a 

bonus; though these bonuses are not linked to individual attainments, but to group ones. Thus, 

TMs are awarded collectively. This system goes in progress: at the beginning of the year, 

managers and employees set waste-centered and other targets. In June, operators have a meeting 

in order to check whether the policy is being followed up. In December, final grade is published 

regarding with environmental performance and behavior of employees during the year. Each 
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week, moreover, employees debate on how they are handling their corresponding targets. After 

the evaluation, employees receive RWs. 

 

Nevertheless, only two out of seven departments consider RWs as motivating factor for the 

involvement of employees in waste management implementation. They are SQLD and VLMD. 

Particular is the case of the ER who is encouraged to carry out waste management activities 

owning to Volvo’s personal salaries. The motivation does not occur because of the amount of 

money; instead, it is the feeling of going forward the others and thus, being recognized and 

valued by the management of the company. 

 

4.2.8. Final Level of Environmental Awareness (FLEA) 

When comparing the interviewees’ level of environmental awareness before and after working 

for Volvo; as well as the reasons for growing, the responses are varied. Within the EGD, the 

engagement of employees with waste performance has increased because of the ecological 

Swedish mentality in which Volvo is integrated. More motivational factors seem to be Volvo’s 

green OC. Additionally, through Volvo’s OC, CM, TMs and EE workers are more involved 

with energy efficiency in the MKD. Factors such as the system of CM and RWs; the structure 

of TMs; the great deal of authority between employees; and Volvo’s OC have augmented 

workers’ accountability with waste management in the SQLD. Further, the proclamation of 

green values; and practices such as EE and flexible CM systems exert wide influence in the 

involvement of employees from the ELD. Responsibility with waste reduction labors has grown 

for the VLMD owning to all CEI. Moreover, green and familiar values transmitted through the 

firm’s culture; EE; the ecological Swedish society; and the fact that everyone is ‘considered by 

the company’ motivate and commit operators from the DD. Finally, within the RDD, employees 

feel more loyal towards the environmental protection due to EE and Volvo’s OC.  

 

4.2.9. Others (OT) 

Volvo’s employees acknowledge some other elements as having effect on their degree of 

participation during the implementation process of waste management. For the EGD, MKD and 

ELD the development of a familiar atmosphere where employees feel comfortable and part of 

the group looks to be really important for their involvement. Familiarity is built through 

continuous meetings that enable the staff to build a network of contacts within the company. 

Workers become friends and all together take part in the execution of waste and environmental 
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oriented assignments. Indeed, employees are engaged not only with their waste duties but also 

with their collages’ obligations. They caution that other workers also reduce pollution.  

Further, the assumption of the waste management concept amongst operators is due to the 

‘discussing mentality’ (i.e. meetings, discussions, brainstorming sections) and the ‘non-

monotonous job’. Moreover, the likelihood of internal promotion within the company and ‘the 

union context created by Volvo’ motivates the SQM and the SPM, respectively, to carry out 

waste management strategies and to be more loyal to the company. Additionally, workers’ 

professional and personal development acts as a relevant motivating factor for the DD. Finally, 

the opportunity of workers to alter their daily activities exerts a large influence in the motivation 

and commitment of employees in the RDD. 
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5. ANALYSIS AND DISCUSSION 

This chapter introduces analysis of the investigation by combining and comparing empirical 

data with theories. It mainly evaluates the creators of employee involvement in the waste 

management implementation process. Specifically, the authors contrast the way that these 

creators apply in Volvo Cars Corporation with the related literature review. Accordingly, this 

analysis might allow the further response of the research question. 

 

5.1. Overview for Further Analysis and Discussion 

After reviewing previous literature, it has been presented numerous theories focused on several 

motivational factors that create employee involvement. According to theorists (e.g. Daily & 

Huang, 2001; Govindarajulu & Daily, 2004; Fenwick & Bierema, 2008; Mangra et al., 2014), 

the factors encourage employees to be more engaged in the waste management implementation 

process. Indeed, they attempt to ensure valuable and effective execution of waste strategies by 

integrating all employees. Accordingly, the empirical exploration shed lights on how these 

creators of employee involvement fit in the case study of Volvo Cars Corporation. Thereby, the 

extent of employee involvement within that company was obtained in order to confirm or 

disprove the theories. Finally, each dimension is analyzed to discuss the degree of validation of 

theories after the investigation. 

 

The analytical part starts with the concept that waste management helps businesses to consider 

environmental awareness across functional areas (Yang et al., 2011). Thus, this notion is found 

remarkably in Volvo’s commitment to the environment from the early 1970s; through its 

management of waste during the entire lifecycle of the car. This is interpreted as the existence 

of high standard of environmental awareness within the company by involving the all 

organizational levels. 

 

5.2. Organizational Culture (OC) 

Volvo Cars’ OC is associated with environmental commitment and support. In addition, the 

culture aims to reduce waste and offer green products to the customers. This fact is well-

matched with the theoretical claim by Daily & Huang (2001) and Mangra et al. (2014). They 

state that the management commits itself with both waste reduction strategies and their 
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implementation. Volvo workers are connected to this OC in the pursuit of ‘sustainability’ and 

‘green products’ during product's entire life cycle. This fact is also in line with the theoretical 

claim- commitment goes beyond legal fulfillments and includes measures to decrease waste in 

the entire lifecycle of product (Daily & Huang, 2001; Mangra et al., 2014). The success of 

Volvo Cars is directly related to its first world place attainment in environmental sustainability. 

This fact goes in line with Ramus & Montiel (2005) when they state that the promising success 

of environmental practices actively depends on existence of senior support and commitment as 

well as human resources involvement and its management. On a daily basis, the OC 

incorporates green values and thus, the ‘waste management’ concept has been embraced by all 

employees. This issue is related to a number of authors when they state about organizational 

culture: it exists in every company and it affects the company’s employees in terms of their 

daily work-duties and personalities (Daily & Huang, 2001; Chang & Huang, 2005; Surroca et 

al., 2010; Mangra et al., 2014). 

 

 In addition, Volvo’s OC creates image for a greater consciousness with pollution reduction 

during performance of tasks and operations. It teaches employees how to behave in terms of 

waste management. This is compatible with the assertion that the embracing of waste 

management might request essential modifications within the business culture; the decision 

making procedure; and the way of functioning together (Surroca et al., 2010).   Loyalty to the 

company is cultivated both though green values and the emerged familiar atmosphere. This fits 

with the statement that the organizational culture attaches employees emotionally to the 

company; and it encourages them to exploit their routine (Wright et al., 2005). Volvo’s green 

culture is consistent with a ‘policy’ that specially promotes environmental concerning; and that 

encourages workers to respect the environment beyond legislation’s standards. The same 

content is found when some authors (Chang & Huang, 2005; Mangra et al., 2014) argue that 

OC shapes the form of intensives and thus, it improves awareness of firm’s environmental 

outlook.  

 

After the literature review, it has been found that green OC creates both a common sustainability 

language; clear waste oriented goals between all employees; and internal channels of 

communication (Mangra et al., 2014; Surroca et al., 2010). However, Volvo Cars case study 

shows that the Marketing Consultant and interviewees from both SQLD and ELD do not 

perceive clear and direct waste objectives. Employees deal with waste management but this 



46 
 
 

sensation looks to be ‘tacit’. It is the common sense and philosophy regarding with 

environmental protection what makes workers being involved in the implementation of waste 

management. Conversely, VLMD, DD and RDD understand the key environmental value; 

therefore, waste management is translated into more explicit goals and further communicated 

to the bottom. Finally, within the Engineering Department, not all positions understand waste 

management information. Thus, the directness of environmental goals is determined by the 

department and position within the company. 

 

5.3. Communication (CM) 

CM process in Volvo occurs through an informal, flexible and free-of-barriers system, which 

is horizontally distributed in that it encourages participation from all areas. Hence, it is a 

‘friendly’ system where employees are ‘open-minded’ in the process of proposing ideas 

regarding with waste management. This fact is congruous with some authors such as Chang & 

Huang (2005); Surroca et al. (2010); Mangra et al. (2014). They state that if flexible and open 

systems of communication exist, employees show willingness to effectively implement the 

proposed initial waste goals. In addition, adequate communication enables businesses avoid 

bureaucratic barriers between employees and areas, safe time, and prosper productive work-

force. 

     Furthermore, waste related feedback and complications as well as workers’ outlooks are 

reported to higher levels without boundaries. In Volvo, data flows throughout via email; 

telephone; intranets; forums; and blogs; yet people prefer to communicate face-to-face with 

superiors since there is freedom and autonomy. In addition, environmental information is 

published on the home site; so there is accessibility of data. These findings are in consistency 

with Mangra et al. (2014).  They argue that when CM flows from top to down, workers receive 

up-to-date waste management data. It means that there is abundance of connection within 

Volvo. In addition, Volvo organizes ‘meetings’ and ‘skip level gatherings’ to discuss about 

waste management; which, in turn, motivates employees to contribute with reduction of 

pollution. Moreover, employees are being encouraged to bring up innovative ideas. According 

to Eyceoz, (2009) and Surroca et al. (2010), this feedback system guarantees the upcoming 

evolution of the business and they lessen the hazard of future performance failures. 

Furthermore, there is common equality among Volvo employees which, according to Wild & 
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Wild (2014), unrelated their position; and it raises employee’s confidence and ethics. Indeed, it 

leads workers to improve productivity and efficiency of waste reduction performance.  

 

Additionally, Volvo’s workers are engaged with waste management enhancements and they 

feel loyal with the organization’s functioning. This statement leads to creation of effective 

channels of communication in the company. Consequently, it is created better production 

process and it is achieved greater overall performance (Mangra et al., 2014). 

 

During the course of CM in Volvo, people are more important than processes and there is no 

strict pressure on workers to obey formalities. Still, the most sophisticated information in terms 

of waste strategies does progress from top managers. In such a case, the implementation process 

is somehow monitored by supervisors and guidelines are applied. These findings refer to the 

importance of dialogue between the management and workers in order to coordinate and 

synchronize decisions with the implementation processes (Pujari, 2006; Fenwick & Bierema, 

2008). 

 

5.4. Training and Education (TE) 

Since it is profitable for any business to organize TE packages (Barrett & O'Connell, 2001), 

Volvo Cars similarly applies that in its operations.  Although TE packages in Volvo are 

determined by departments and positions within the company, they provide up-to-date 

information, reduce mistakes, minimize costs, and improve employees’ skills and 

communications among the entire organization (Barrett & O'Connell, 2001). 

 

In Volvo, TE packages are related to environmental protection and waste management. This 

finding is corresponding to Govindarajulu & Daily, (2004). The authors state that TE plans 

create organizational consciousness towards environmental care which, in turn, develop willing 

and skilled operators to implement waste management. Nonetheless, in Volvo these training 

programs are optional, occasional and employees need to sign to attend them. In addition, TE 

programs are not duty-directed and they are just instructional courses targeting to raise 

ecological awareness of workers. This element seems more like an educational process, where 

the person has more options and initiatives to learn and needs to apply for those programs 

(Barrett & O'Connell, 2001).  
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Accordingly, in Volvo Cars, TE packages are not tasks-oriented and they act as mere 

informational programs aiming to increase environmental consciousness of employees. This 

fact is in line with the authors Chang & Huang (2005) who deny the role played by TE as well 

as recruitment process. Similarly, in Volvo TE does not play a significant role in the 

involvement of employees in waste management implementation. Correspondingly, regarding 

with Chang & Huang (2005), traditional forms of involving human resources in the 

implementation of waste management do not either improve the firm’s performance or achieve 

competitive advantage. Rather, they call for strategic-oriented forms such as teams, maintaining 

a flexible operational structure, employee empowerment and rewards. This statement is 

contradictory to Govindarajulu & Daily, (2004) and Mangra et al. (2014). These authors 

consider TE as significant and important tools to achieve several benefits and improve overall 

company’s performance. 

 

Overall, Volvo assumes that employees care the environment and do not certainly need to be 

trained. This will allow more freedom and participation of employees in the implementation 

process of waste management (Eyceoz, 2009; Mangra et al., 2014). 

 

5.5. Teams (TMs) 

Volvo Cars encourages both intersectional and intra-sectional cooperation for the successful 

implementation of waste management. This finding is compatible with the theoretical claim 

that working in teams delivers to employees a better ability to be familiar with each other 

(Mangra et al., 2014). Additionally, it has been found that obstacles and barriers are falling 

between sections and low power distance between employees is presented. As a result, 

employees’ environmental consciousness enlarges which, in turn, permits better carrying out of 

waste reduction approaches. This fact is consistent with the theoretical state that working 

together helps to abandon boundaries and facilitate task-accomplishment (Yang et al., 2011). 

Further, it teaches employees how to work together and how to solve problems that occur in 

their daily task-performance (Govindarajulu & Daily, 2004). Volvo Cars’ intra-sectional TMs 

and cross-functional TMs are collaborating together; thus, this is consistent with Pil & 

Rothenberg (2003) and Wild & Wild (2014). They claim that when all functional areas 

collaborate closely to discover environmental problems, high quality within the implementation 
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of waste management is embraced. Mainly, quickly changing environments appeal people with 

experience in a number of areas who are willing to work together to come up with efficient 

solutions (Surroca et al., 2010). 

 

Inside departments, employees might work individually or in a type of self-managed TMs. 

Moreover, employees distribute tasks and time since there is enough authority and 

responsibility to execute waste focused duties. This is compatible with the theoretical fact 

related to advantageous TM emerges in the form of self-managed TMs. They refer to workers 

who belong to the same department to perform the tasks of their superiors without the need of 

being supervised by a manager (Wild & Wild, 2014). 

 

Volvo’s intra-sectional TMs and cross-functional TMs are collaborating together in their daily 

performances. This is in line with Eyceoz (2009) who declares that workers should be trained 

within an atmosphere of cross-departmental communication and cooperation. It implies that 

different functional departments are engaged to coordinate and implement waste reduction 

objectives (Rafiq & Alhmed, 2000).   

 

5.6. Employee Empowerment (EE) 

Through the empirical investigation, it has been found that Volvo Cars realizes that people are 

the key factors to obtain great business-results. Hence, Volvo commits to involve employees in 

decision-making process (Wild & Wild, 2014). This process is equally centralized and 

decentralized, depending on hierarchical position and type of decision. Similarly with previous 

theory, Volvo employees are being empowered in order to create involvement in the waste 

management implementation (Ramus & Montiel, 2005). Consequently, EE reaches enough 

motivation and commitment to engage with green activities (Mangra et al., 2014). 

Decentralization process in Volvo is compatible with the theoretical declaration related to 

dispersing the decision making procedure to floor operators. Thereby, they develop power to 

suggest alterations of the corporate initial waste scheme if failure (Govindarajulu & Daily, 

2004).   

 

Centralization occurs with highly resource-based decisions which demand to be communicated 

to top managerial levels. Moreover, the limit is set in the development of the waste management 
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policies by the head of the hierarchy. Conversely, decentralization to floor-operating levels is 

the regular attitude since Volvo considers every worker's opinion. Therefore, Volvo requests 

major strengthening and commitment from top managerial levels in order to succeed in its 

functioning (Rafiq & Alhmed, 2000). The reason behind that is the creation of employee 

involvement during the implementation process which, in turn, improves the firm’s 

performance (Surroca et al, 2010). Through the Volvo case study, it is noticeably that it exist 

high level of EE. This fact is agreeable with Govindarajulu & Daily, (2004) and Mangra et al. 

(2014). They claim that EE is one of the important factors to perform excellent in the 

implementation of waste management. ‘No strategy can be achieved without able and 

empowered employees’ (Argyris, 1998, as cited in Govindarajulu & Daily, 2004). 

 

Volvo’s organizational structure is classified as a ‘network’ where everyone is empowered on 

the daily environmental performance. Generally, employees do not satisfy orders from higher 

hierarchical levels; rather, working patterns and guidelines are individually set by themselves. 

The company reveals an approach that encourages all employees to feel completely free to run 

several issues, without permission from top management. Correspondingly with the previous 

literature, through EE, Volvo achieves trust between the management and workforce; and it 

motivates employees to work fast by authorizing them solving the problems without waiting 

for approval from the top management (Daily & Huang, 2001; Govindarajulu & Daily, 2004; 

Mangra et al., 2014). In addition, employees affect the progress of meetings and they influence 

the functioning of the business by bringing up innovative ideas that improve company. 

Respectively to the theoretical background, Volvo seriously recognizes complications within 

the work and it attains quality in production and customer satisfaction (Daily & Huang, 2001). 

 

Volvo ‘employee empowerment’ occurs through the fact that the company takes in 

consideration every worker’s opinion. Thereby, employees attempt to improve the execution of 

waste oriented schemes. Floor operators firstly aim to implement these strategies and to solve 

complications by themselves because they are empowered. Yet, they are allowed to forward 

them to intermediate managers. Accordingly, Eyceoz, (2009) argues that when floor-operators 

advance from ‘top-bottom strict guidelines’ regarding with how to implement waste 

management to ‘totally empowered employees’, their degree of involvement increases. Hence, 

in such way Volvo gets its employees more involved. 
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5.7.  Rewards (RWs) 

In Volvo, ‘bonus RW system’ applies for successful achievements in waste reduction goals. 

They are quarterly and group bonus that go in progression. Yet, it has been found that rewards 

are not playing the significant role in employee engagement with waste management 

implementation. Consequently, it is contradicting the fact that rewards are important motivators 

for most employees (Rynes, Gerhart & Minette, 2004). Since most interviewees (except 

participants from SQLD and VLMD) stated that they are not strongly motivated by rewards, 

previous theory appears to be opposed. The point is that preceding literature shows that rewards 

can be used as a leading tool to greater motivation and promote stimulus to workers in the 

company (Wiley, 1997; Chang & Huang, 2005). In addition, there seem to not be evidences 

about the role that rewards may play as feedback for the management about employees’ 

performance. In contrast, for some employees, the company’s worldwide ecological 

achievement; and the appreciation and chance to move up in career ladder are more important 

stimulus to be motivated in environmental-performance engagement. This is in line with the 

issue that workers become more encouraged when they are appreciated and recognized through 

different incentives (quantifiable and psychological) for sufficient duty performance (Wright et 

al., 2005). 

 

5.8. Theoretical Acquiescence 

Throughout the former analysis of each of the creators of employee involvement (CEI), a great 

deal of compliance between theories and empirical observations is exhibited. Hence, most of 

the findings detect nearly full acquiescence with theoretical concepts. Such is the case of OC, 

CM, TMs and EE. On the other side, TE shows only some degree of theoretical compliance. 

Finally, the RW dimension is not connected to previous scholars. 

 

Consistencies and inconsistencies with the literature review as well as the delivery of new 

findings become typical facts within any research process. To end this chapter, the next table 

illustrates the acquiescence among theory and empirical findings for each CEI. The objective 
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from this table is to show the reader the new advantages of each CEI found in the empirical 

investigation; thus, the degree of consistency with previous literature is also presented. 

 

Table 8. Evaluation of theoretical concepts and findings 

CEI Advantages found in the literature 

review 

Extra advantages found in the empirical 

investigation 

Compliance 

with theory 

OC Top management commitment; training; 

it attaches employees emotionally; 

rewards; common sustainability 

language; embracing of waste 

management; environmental awareness; 

commitment; motivation; loyalty 

Teaching how to behave in terms of waste 

management; hiring environmentally-conscious 

employees; encouraging to respect the 

environment beyond law; ‘tacit’ green culture 

100% 

CM It avoids bureaucratic barriers, saves 

time, and it prospers productive 

workforce;  flexible and open systems; 

information flows everywhere; 

willingness to implement waste goals; 

up to date data; feedback; low power 

distance 

‘Friendly’ systems contain ‘open-minded’ 

employees; problems and feelings are notified 

with freedom and autonomy; ‘meetings’ and ‘skip 

level talks’; ‘committees’; engagement with waste 

management enhancements; people are more 

important than processes; no formal procedures 

78% 

TE Reduction of mistakes; minimizing 

costs; improving skills and 

communication; upgrading ecological 

terminology; freedom and participation; 

alienation of training and education with 

corporate goals 

E-learning platforms; updated and related to waste 

management; optional, occasional; mere 

informational programs; no significant role in the 

involvement of employees 

50% 

TMs Learning how to work together and how 

to solve problems; cross-functional and 

self-managed teams; better coordination 

and operational execution; employee 

empowerment; recovering the firm’s 

performance;  breakage of barriers 

Intersectional and cross-functional cooperation; 

sharing environmental information and efforts; 

barrier falling between departments; low power 

distance; ‘elastic’ collaboration 

80% 

EE High task-performance, saving time; 

competitive advantage; abilities and 

responsibilities endowed to workers; 

trust building; decentralized decision 

making; horizontal and participative 

organizational structure 

Decentralization to floor-operating levels as 

regular attitude; employees influence the 

functioning of the business; innovative ideas; 

‘network’ where everyone is empowered on the 

daily environmental performance; working 

patterns are individually set by employees 

100% 

RWs Incentives and bonuses offered to 

workers for high task-performance; 

motivation and commitment from 

employees to become environmentally 

active 

‘Bonus RW system’ for successful achievements 

in waste reduction; only two out of seven 

departments consider RWs as motivating factor; 

motivation arises because of being recognized and 

valued by the management 

0% 

Source: Own construction 
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6. CONCLUSION 

The last chapter of the study presents the answer of the proposed research question. In addition, 

it enlightens the main contribution of the investigation. Furthermore, limitations, further 

research suggestions and critical reflection are taken up. Finally, it shows various theoretical 

and managerial implications for research and business.   

 

6.1. Results 

The current study is conducted to explore what the main creators of employee involvement are 

in Volvo Cars Corporation. The empirical findings have demonstrated the presence of ‘creators 

of employee involvement in waste management implementation process’ in several 

departments of the company, albeit to varying degrees. These elements depend on the type of 

department and the hierarchical position hold by employees. In general, Volvo Cars 

Corporation displays high level of environmental care, and it is considered as one of the most 

eco-friendly companies in its field.  

 

The organizational culture possesses high support and commitment with the waste management 

conception. Consequently, green values and principles are disseminated amongst employees. 

In addition, company hires environmentally conscious people, who endorse the ‘waste 

management’ idea in their everyday operations. This organizational culture has been able to 

establish employee loyalty and commitment.  

 

The second creator of employee involvement is the structure of communication. This system, 

in the company, intends to be flexible; open; and it includes informal communication channels. 

Moreover, it assists to avoid barriers; save time; and it leads to open discussions. The most used 

canals of communication are telephone; internet forums; e-mails; and direct contacts. The 

overall atmosphere within the company seems to be friendly; and decision making process is 

both centralized and decentralized. Yet, decentralization is the usual direction of the company. 

This comfortable communication system creates sociable work-environment; consequently, it 

motivates employees to follow the waste oriented strategies.  

 

With regard to the third creator of employee involvement, employees work in cross-sectional 

and self-managed teams. They form a network of teams which encourages collaboration with 

each other across the company. In addition, employees receive training programs (fourth 
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creator) related to environmental protection and waste management. They appear in the form 

of e-courses and program packages. However, they are not task-oriented; yet, this training is 

not obligatory; and workers have the choice to take or refuse them. Thus, training and education 

do not play a significant role for employee involvement in waste management implementation. 

 

The fifth creator of employee involvement relates to the empowerment of employees. Employee 

empowerment arises from decentralizing the decision making process. Employees are 

empowered through allowed prospects to them for suggesting modifications, improvements, 

and projects. If any suggested project receives approval and agreement from higher managerial 

levels, the employee is rewarded and appreciated by the company. This fact has a strong 

motivational effect on employees’ involvement in the waste management implementation 

process.  

 

The last creator of employee involvement refers to the existence of financial and non-financial 

rewards. In the company there is ‘bonus reward system’ which is offered to specific levels of 

achievement and to advanced projects proposed by employees. However, this reward system is 

not considered a significant motivator for most of the employees since it does not engage all 

departments with waste management enhancements.  

 

6.2. Contribution of the Study 

The current investigation presents some new contributions to ‘employee involvement in waste 

management implementation’. By comparing the employees’ level of environmental awareness 

before and after their work experience in the company, it has been discovered an overall growth. 

One of the main reasons seems to be the ‘green mentality’ in which any company is embraced. 

This mentality exists in the Swedish lifestyle since population and businesses are concerned 

with ecological issues. Therefore, company’s international reputation regarding with being an 

eco-friendly company (i.e. it produces green cars and it reduces all kinds of emissions and 

pollutions) motivates employees. As a result, it was increased workers’ consciousness and 

willingness to improve their involvement in natural practices, in general, and waste 

management, in particular. 
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Comparing to previous studies, the authors identified, the employees’ final level of 

environmental awareness. Moreover, this investigation differs from other researchers (e.g. 

Daily & Huang, 2001; Govindarajulu & Daily, 2004; Fenwick & Bierema, 2008; Mangra et al., 

2014). According to these authors, organizational culture, communication, training and 

education, teams, employee empowerment, and rewards equally create and encourage 

employee involvement when the company follows waste management strategies. And 

particularly, Daily & Huang (2001) and Mangra et al. (2014) emphasize the influence exerted 

by training, teams, empowerment, and the system of rewards in such engagement process. 

Nonetheless, the current study has demonstrated that four out of six dimensions truly impact on 

employee involvement. Workers’ responses have confirmed organizational culture; 

communication; teams and employee empowerment as relevant influential factors. Conversely, 

two remaining dimensions do not play explicit roles in motivating employees in the waste 

management implementation process. They are training & education and rewards. 

 

Additionally, there are other factors that stimulate employees to become more aware about 

waste reduction. They are related to the ‘social component’ which is present within any 

company. This factor refers to the presence of meetings and gatherings between employees and 

managers; by way of brainstorming sections through which it is developed a discussing 

environment. These meetings and discussions generate a familiar atmosphere; and a friendly 

and open work-environment where everyone participates. Thereby, departmental and personal 

boundaries become less evident, and communication process amongst all corporate levels 

appears to be flexible and informal. The social dimension also refers to the positive sensation 

of being considered and recognized by top managers. Beyond any financial incentive, 

employees become more stimulated when they feel psychologically appreciated and valued by 

others. Additionally, this sociability when doing business copes with the creation of a network 

of contacts through friendship bindings, the ‘union mentality’ that is cultivated by Volvo’s 

organizational culture; the employees’ authority to develop their creativity; and workers’ 

personal and professional progress. As a result, some benefits may emerge for the business. As 

such, it can be named that employees’ accountability with the enhancement of waste 

management performance nurtures. Moreover, a feeling of belonging to the company emerges 

as employees are stimulated during the implementation of routines. Furthermore, workers 

become more loyal towards the company’s environmental mission and, and thereby become 

more committed workforce.   
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6.3. Theoretical and Managerial Implications of the Study 

According to results and contributions of the current investigation, some theoretical and 

managerial implications deserve to be highlighted. This study results in a new contribution with 

the existing literature on the ‘employee involvement’ phenomenon. Training and education 

programs as well as rewards packages are found to not be relevant in the engagement of 

employees with waste management performance. Conversely, the investigation discovers new 

factors such as the social component and the ecological mentality of the business which have 

to be considered for manager and the society as important during the involvement and 

motivation of workers.  

 

From a managerial standpoint, some actions should be undertaken to strengthen employee 

involvement. The management should have assurance in employees’ abilities and competences. 

Developing skilled and capable employees can be reached by building a strong ‘motivation 

system’. As has been learnt, employees in Volvo Cars do not consider financial rewards a strong 

factor to motivate them; which means that companies should not only focus on monetary 

bonuses and consider them as the only stimulus.  Rather, the psychological element becomes a 

vital factor to construct this ‘motivation system’. When workers are satisfied, they perform 

better and they feel loyal to the company. Hence, the social factor is strongly appreciated by 

the employees. Companies can follow Volvo’s example in organizing meetings and discussions 

sections, in order to bring close top management and bottom-level workers.  

 

In addition, it could be notice that managers’ style and behavior also plays a significant role in 

the motivating process. They should receive training in psychological matters to be capable of 

diagnosing different kind of situations and solve problems they face with employees. Actually, 

top managers could be able to act thoroughly in stressful circumstances. The management of 

any company has to evolve its tactics for employee involvement in environmental activities, 

and give this action a heavy weight as it does to retain customers. In order to so, supervisors 

have to obtain reliable feedback from its employees to understand their level of engagement in 

waste oriented activities. This can be done through meetings, individual conversations and 

surveys. Therefore, the company’s focus on employee involvement must be equal to its focus 

on developing green products and building environmental sustainability. As a result, 

performing superior responsibility to the whole society is reached.  
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Further, companies should promote environmental oriented training and education packages; 

and design important programs which are mandatory for all employees. This action could bring 

essential benefits for the business. For example, it might stress the importance of environmental 

activities; and generate higher awareness among employees. Actually, obligatory training and 

education platforms may recover the firm’s profitability and improve workers’ efficiency 

during the execution of waste strategies. 

 

6.4. Critical Reflection, Limitations and Further Research 

Despite the support of the current investigation to the employee involvement phenomenon, 

there are some limitations. The main drawback is related to the chosen representative or typical 

case study design. The case of Volvo Cars Corporation makes a contribution with the research 

field by shedding lights on how to involve workers in the waste management implementation 

process. Thus, this method has focalized on the interpretation and elucidation of a single event; 

albeit, the contribution is isolated in that results cannot be generalized to other companies. 

Therefore, the authors suggest examining a set of automotive firms in a type of comparative 

case study design. The main purpose would be to contrast the particular mode in which each 

corporation handles this social phenomenon in order to see the main trend. Researchers may 

present perceptions of involving employees during waste management implementation. Then, 

commonalities and differences amongst them enable the construction of a more complete 

picture of the field under investigation. 

 

The second limitation deals with the fact that benefits and outcomes of ‘employee involvement’ 

on the firm’s performance have not been covered by this study. Although some authors have 

pointed out the likelihood of achieving competitive advantage by involving employees (e.g. 

Govindarajulu & Daily, 2004; Ramus & Montiel, 2005; Weber, 2008; Eyceoz, 2009; Surroca 

et al., 2010; Mangra et al., 2014); this is a shallow contribution in need of further consideration. 

Consequently, the researchers propose to carry on investigations on the impact of involving 

employees in waste management implementation on several organizational outcomes (e.g. cost 

savings, differentiation strategy, competitive advantage, etc.) 

 

The third limitation copes with the type of green strategy that has been approached. The fact is 

that the current study investigated waste management schemes amongst other environmental 
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strategies such as: lean production, reduce, reuse, recycle, landfilling, incineration, etc. From 

this point of view, the authors suggest conducting further studies in relation with these 

environmental programs. They recommend to examine the level of employee involvement in 

the implementation process of mentioned above additional environmental strategies. Therefore, 

researchers may find out whether the ‘employee involvement phenomenon’ is the systematic 

attitude during the implementation of these green programs and how they are established and 

developed. 
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7. APPENDICIES 

7.1. APPENDIX I: E-MAIL SENT TO VOLVO CARS CORPORATION  

To whom it may concern 

 

Our names are Christina Preemo and Maria Llaneli two master students in the MBA program 

at Högksolan i Gävle. We are currently working on the master thesis. 

 

After conducting a research process within the waste management field, we consider your 

enterprise as the most suitable owning Volvo Cars Corporation’s large concern regarding with 

the environmental care. In order for us to success in the thesis’ performance, we politely appeal 

your collaboration by letting your employees individually answer our semi-structured 

interview. We promise it will not take long to complete! 

 

We would like you to distribute the interview to those departments involved in the 

implementation of waste management strategies or allow us to carry it out via telephone. 

Throughout their cooperation, benefits for your firm will apply in the form of increasing current 

and potential customers’ and employees’ awareness about the environmental mission of Volvo 

Cars Corporation. 

 

We promise our research mechanisms will not harm your workers’ integrity and identity by 

keeping their anonymity during the entire process. After information gathering process is 

closed, conclusions and interpretations will be structured and drawn. Outcomes will not be 

employed for commercial objectives, but instead they will be announced in scientific sources 

such as University data sources.  

 

Please find attached the short and interesting interview! 

 

Thank you for your consideration  
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7.2. APPENDIX II: INTERVIEW 

Department of belonging: 

Position within the company: 

Years of experience:                                    

Questions 

1. Are you conscious with the environmental protection? Yes____ No_____ 

2. When you are executing your duties, how do you understand the organizational culture 

of Volvo Cars Corporation regarding with the environmental protection and waste 

management? 

3. Is there a clear corporate waste management goal that make you understand what is 

expected from you/your department for its accomplishment?  

3.1. Yes___ No____ 

3.2. If so, please explain which goal: 

4. How do you communicate with higher management levels for the accomplishment of 

your waste management duties? 

5. What is the process to communicate feedback to top levels regarding with problems that 

emerge during your task performance? 

6. What is the process that you follow to propose and install changes when failure of the 

corporate waste management plans? 

7. Please explain what type of training and education you do receive regarding with 

environmental protection 

8. If you work in teams inside your department for the implementation of waste 

management strategies, please explain the way of functioning of teams: 

9. How do you collaborate with other departments for the implementation of waste 

management strategies? 

10. What authority/responsibility do you have to implement waste management strategies? 

11. Does this responsibility motivate you in the pursuing of environmental achievements? 

Please explain:  

12. Does this responsibility commit you with the reduction of waste while performing your 

tasks? Please explain: 

13. How do you participate in the decision making process when implementing waste 

management strategies? Please explain: 

14. If you receive rewards due to good task-performance regarding with the environmental 

protection, please explain which type of rewards: 
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15. Please explain if your level of consciousness in terms of environmental protection and 

waste management has increased after all these policies has been taken by Volvo Cars 

Corporation:  

16. Is there any other practice that involves you in the implementation of waste management 

strategies not considered in this interview? If so, please explain:  
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7.3. APPENDIX III: TRANSCRIPTION OF INTERVIEWS 

1. Initial Level of Environmental Awareness (ILEA) 

All interviewees from Volvo claim to be conscious with the environmental protection, in 

general, and with waste management, in particular. It mainly aims to direct participants towards 

the subsequent reflection on the CEI.  

 

2. Organizational Culture (OC) 

2.1. Engineering Department (EGD) 

The GM affirms the existence of environmental commitment and support from higher 

organizational levels. This turns out to increase employees’ engagement with the 

accomplishment of green objectives. The three interviewees consider themselves to be loyal to 

the company due to the environmental values and familiar background it normally transmits. 

According to Volvo’s staff, OC considers individuals as members of a family; thus, the process 

of implementing waste management becomes synchronized and inseparable. On a daily basis, 

Volvo carries out waste oriented mechanisms that make the engineering department feel 

involved with the reduction of pollution and waste. For instance, when painting cars, the 

company's policy prohibits some toxic materials because they are highly contaminant. 

Following the EQC, another example is the system of printing with cards whereby each 

employee controls the number of photocopies. Indeed, employees normally recycle sheets and 

other materials. In accordance with the TEG, ‘Volvo’s OC acts beyond legislation to place the 

amount of harmful emissions under the obligatory levels’.  

 

2.2. Marketing Department (MKD) 

Marketing employees feel an OC which promotes the daily environmental protection. 

According to the MKC, from top to down, everyone claims to be careful with the environment 

and waste. Thereby, workers have absorbed the waste management concept in all possible 

aspects. For instance, the BM tries to reduce the amount of printings and to re-utilize all 

recyclable materials within the company (e.g. car components). Moreover, ‘we always develop 

ecological engines’ (MKC). Definitively, the OC encourages all employees to abstain from 

waste. Volvo periodically announces to all employees the amount of harmful emissions, fuel 

consumption and energy that have been saved. This practice motivates them to continue 

improving waste management. For the achievement of ‘energy efficiency’, the company’s 

lights are turned off at 18.00 hours; and instead the electricity works through sensors. Another 
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important element that makes employees be involved in waste reduction is that the company 

holds notes to remind them about environmental consciousness, e.g. ‘recycle here’. Owning 

environmental values that the OC enforces encourages employees to check if their colleagues 

are acting in a non-polluting way. 

2.3. Supplier Quality & Logistics Department (SQLD) 

The interviewee argues that the OC understands that Volvo’s manufacturing activity might 

damage the environment. For that reason, the whole organization works in the reduction of 

noxious air, water and land emissions and greenhouse gasses to the environment. From top 

managerial levels, this ‘challenge’ is strongly incorporated in employees’ daily routines; thus, 

operators recognize the meaning of waste reduction struggles during task performances and 

operations. In view of that, waste oriented goals are directed to the further compliance with the 

waste regulations meaning that Volvo acts further than the waste emission standards. 

Consequently, as Volvo imposes its green OC between all departments and employees, the 

entire organization is involved in the shirking from waste and pollution. 

2.4. Electronics Department (ELD) 

Owning the attendance of top management commitment with ‘waste management’ promotion, 

it becomes a well-established concept amongst employees. Environmental and waste values are 

embraced at all levels; so, everyone in the company contributes with pollution prevention by 

avoiding waste. The green OC creates ‘vocation’ towards a greater involvement in waste 

reduction issues. Hence, motivation and engagement with waste management and overall 

environmental care arise between workers. Yet, Volvo’s green OC is tacit in the sense that staff 

learn by imitating the most experienced employees from the company.  

2.5. Vehicle Line Management Department (VLMD) 

The OC teaches Volvo’s staff how to behave in terms of waste management. From top board, 

the existing environmental concerns lead everyone in the company to build the fewest 

contaminant car plants. Definitively, Volvo focuses on making its manufacturing process more 

eco-friendly. Thereby, the SPM is engaged with pollution lessening. Moreover, he perceives 

the OC as positively related to involvement of workers during environmental strategies 

implementation. According to the interviewee, Volvo’s OC is characterized by hiring 

environmentally-conscious employees; so, they truly care and respect the environment.  During 

daily operations, Volvo‘s OC tries to incorporate green values; thus, ‘everyone thinks about 

environment and waste before acting, because the car without the environment is impossible’ 
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(SPM). For instance, workers question ‘what kind of materials can be used for manufacturing 

the car?’ (SPM). Accordingly, employees make a careful selection of inputs in order to create 

‘material-friendly vehicles’. Employees are connected to the OC in a way that cleaner processes 

and green products are strongly pursued. Finally, the SPM classifies Volvo as ‘the first class 

regarding with the environment and in the production of cars’. 

2.6. Design Department (DD) 

Although the interviewee recognizes that the ‘environment’ is not the only core value that 

matters in the production of cars; Volvo’s organizational OC is defined as ‘a very conscious 

culture with everything related to environmental issues’. From a broader view, the AUC 

understands that the main aim of the OC is to try to be a sustainable company in all possible 

areas and levels. Therefore, a lot of actions are leveraged by top management to engage 

employees with waste reduction. For instance, everyone in the company recycles paper and 

other materials and workers are efficient in the usage of energy and equipment. Waste 

management philosophy has been embraced throughout the time, because of the presence of a 

green OC.  

2.7. R&D Department (RDD) 

The OC of Volvo is consistent with a policy that specially promotes environmental concerning. 

It comprises a lot of waste oriented issues such as turning lights off; handling waste and 

pollution during the production of cars; and taking away noxious materials. Furthermore, the 

OC encourages everyone in the company to reduce harmful emissions from manufacturing 

plants until they are placed below legislation’s levels. Volvo aims to become greener than other 

car competitors within the marketplace. Above all, the key target is to try to obtain a green 

product along all the stages from its life cycle.  

 

3. Communication (CM) 

3.1. Engineering Department (EGD) 

Top managers develop common waste management policies and plans for the entire 

organization. Nevertheless, the customization and CM of waste strategies depends on position. 

Hence, the GM and the EQC do not receive explicit waste management information; but, the 

TEG is informed about precise waste reducing goals to achieve.  For instance, ‘decrease the 

impact of technological harm within the environment’ (TEG). CM system in Volvo Cars 

Corporation is characterized by being informal and flexible. Employees and supervisors 
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interconnect each other via telephone; which becomes one of the key inter-conversational tools 

within the organizational boundaries. Indeed, there is no formal procedure when 

communicating. This system works regardless the hierarchical position. Thereby, 

environmental challenges; changes concerning with corporate waste aims; and general 

feedback are notified without restrictions to superiors. According to the GM, ‘all operators 

have freedom to talk to managers and communicate problems’. CM system in Volvo 

encourages participation from all employees in the form of ‘discussions’, which, in turn 

stimulates them to contribute with the reduction of pollution (EQC).  

3.2. Marketing Department (MKD) 

Although there is a common understanding of the existence of green OC, waste management 

policy content is not openly published from higher organizational levels. Consequently, clear 

waste goals are not recognized across functional areas. The entire organization deals with waste 

management and the overall environmental care; however, this sensation looks to be ‘tacit’. 

According to the MKC, ‘due to Volvo’s environmental values and reputation, I can understand 

that we work with environmental consciousness, but I cannot see what the waste goals are’. On 

a regular basis, workers implement their duties by considering and measuring the amount of 

waste in order to reduce it to minimum levels. Nonetheless, employees are not aware of these 

required levels according to the firm’s waste policy (BM). 

There’s a lack of restrictions when it comes to communicate feedback, problems and workers’ 

feelings. CM attempts to be participative and data flows ubiquitously. Within these CM 

channels, ‘people are more important than processes’ (BM). Thereby, it is characterized by 

‘discussing, discussing and discussing environmental oriented decisions and ideas between all 

employees’ (MKC).  It is a flexible system through the adoption of ‘intranets’ whereby 

employees can reach the highest organizational levels. Furthermore, it exists what is called ‘skip 

level talks’, a practice through which top management skips intermediate managers to directly 

communicate to the bottom. They do so by inviting employees to meetings (skip level 

meetings); lunches; and some other after work activities. As a result, employees see themselves 

loyal and implicated with the organization’s functioning.  

3.3. Supplier Quality & Logistics Department (SQLD) 

Green goals are defined by head managers in broad terms such as ‘environmental care’ and 

‘waste management’. Subsequently, they are gradually tapering to become more detailed for 

employees. One of the main characteristics in Volvo is to reduce fuel consumption, deal with 
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energy efficiency and to control the amount of pollution and emissions. Yet, these waste 

oriented goals seem to be common for the whole organization as they are not dissected by 

functional areas. CM works in the form of ‘regular meetings at departmental and group level’; 

and some sporadic meetings with higher managers. It is a vast CM channel whereby employees 

communicate informally between them and with managers via face-to-face or telephone 

contact. It is a direct and flexible way of communicating suggestions regarding with waste 

management improvement. Bottom-operating level employees follow a type of ‘line channel’. 

So, they first try to take action through the GM from the corresponding department, in order to 

communicate feedback. However, employees can escalate directly to higher managerial levels 

to give feedback, propose modifications and discuss about problems that emerged during waste 

management implementation. This system of connection between all organizational levels 

encourages employees to ‘not be afraid’ in the feedback giving process.  

3.4. Electronics Department (ELD) 

When it comes to CM issues, there are no detailed waste management goals. Rather, it is the 

‘common sense and acquired philosophy regarding with environmental protection’ what makes 

workers being involved in the implementation of waste strategies. Employees can feel waste 

consciousness in Volvo without necessarily explicit goals. CM system is mostly defined as 

‘horizontal’ and ‘participative’. Data flows in all directions; and operators are allowed to give 

feedback and propose changes about waste policies, with great deal of self-determination. 

Therefore, engagement with the enhancement of waste management approaches may appear. 

Still, the most sophisticated information in terms of waste strategies does progress from top 

managers. In such a case, the implementation process is somehow monitored by supervisors 

and guidelines are applied. 

3.5. Vehicle Line Management Department (VLMD) 

Volvo Cars’ key environmental value is ‘waste reduction’. It partakes from top management 

and it is further communicated to the bottom; then, employees better comprehend green goals 

during car production. The most significant waste strategy is ‘fuel consumption reduction’ since 

fuel becomes the main input that exerts a negative impact on the environment. Another waste 

goal that is communicated to employees refers to ‘moderate CO2 emissions’. Normally, 

employees discuss with their supervisors about the implementation process of waste 

management strategies. Discussions also deal with employees’ behaviours and moral ways of 

conduct in the performance of green activities. The interviewee defines Volvo’s CM system as 



67 
 
 

a ‘very open-minded system’ where people may contact each other. The main mechanisms for 

communication are email and telephone, yet, people do prefer to ‘go straight’ in order to reach 

superiors personally. The SPM describes also the system as ‘friendly’ in that freedom and 

autonomy in the CM of feedback, as well as problems and innovative ideas are displayed. 

3.6. Design Department (DD) 

From the head of hierarchy, waste management is translated into more explicit goals such as 

‘energy efficiency’, ‘recycling’ and ‘reducing the amount of materials while producing and 

operating’. CM of such objectives makes people conscious about the environmental protection 

on a daily basis. Green goals are communicated through an open and direct system of CM in 

which everyone participates. In addition, all employees intend to be ‘open-minded’ in the 

process of proposing waste management ideas.  

3.7. R&D Department (RDD) 

The ER perceives a clear corporative waste management objective which is mostly 

communicated via email and blogs in the website. Additionally, there are ‘big meetings to 

discuss waste management and other types of things’. Information regarding with the 

functioning of the company and its three major values ‘environment, quality and safety’ is 

published on the home site. Therefore, all employees have access to data.  About feedback 

giving and modification of waste management strategies, employees may go to the next 

hierarchical level to communicate without restrictions. However, employees normally wait for 

‘committees’. They are organized with the purpose of encouraging employees to bring up 

innovative ideas. Through these meetings, employees’ suggestions are notified directly to top 

managers. Their goal is to improve and develop environmental and waste oriented activities; 

and to gather people who are considered knowledgeable on those matters.  

 

4. Training and Education (TE) 

4.1. Engineering Department (EGD) 

Both the GM and the TEG receive environmental and waste oriented TE. Hence, e-learning 

packages are periodically sent to employees’ emails. They are ecological reports prepared from 

higher levels to operators and they are related to waste management and environmental care. 

These programs are updated according to the launch of less polluting cars designs and new 

waste management strategies. They are not task-oriented since they do not impose authoritarian 

guidelines about how to cope with waste. Similarly, ‘some of them are not compulsory to fulfil’ 
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(TEG), making them mere informational programs. According to the TEG, TE platforms are 

destined to increase environmental consciousness between workers; and to raise knowledge 

about ways of reducing the negative impact of Volvo’s operations. Yet, the EQC is not trained 

because he works for different branches simultaneously; thus, he is ‘nowhere always’.  

4.2. Marketing Department (MKD) 

The degree of TE in environmental and waste oriented activities depends on the organizational 

position. Whereas the BM is not trained; the MKC holds knowledge in terms of ecological 

furniture, recycling, energy efficiency (i.e. proper use of ventilation and lights). Additionally, 

group managers from the marketing department have some TE courses related to ecological 

working environment. In order to make employees embrace the waste management philosophy, 

leaders who are in charge of a group of employees, are more trained. Contrary, managers who 

are not responsible of a TM do not receive such TE. Swedish HQ assumes that employees care 

for the environment and do not really need to be hardly trained, as opposed with their 

International TMs counterparts which are provided with cultural and environmental oriented 

TE. 

4.3. Supplier Quality & Logistics Department (SQLD) 

The interviewee obtains TE programs related to environmental protection and waste 

management. Particularly, learning packages deal with the accomplishment of some goals. 

They are few fuel emissions, water management, cleaning technologies, pollution reduction and 

how to go beyond waste related law. Nonetheless, TE does not appear to be a motivating 

element for its involvement in waste reduction execution; since these programs are infrequent.  

4.4. Electronics Department (ELD) 

The DR is trained and educated within technological working environment. This learning 

attempts to cope with cleaner technological processes through production coaching and 

designing more naturally-conscious devices and engines. Moreover, this learning aims to forge 

waste centred habits between employees and additionally to not forget systems and equipment 

turned up. The programs are sent via email and they are pretended to increase environmental 

consciousness. 

4.5. Vehicle Line Management Department (VLMD) 

According to the SPM, ‘employees have a lot of TE programs in every area’. Volvo has an 

online section about ‘education’ at their employees’ disposal where they are certified to choose 

and book the type of program they are interested in. Nonetheless, environmental and waste 
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related TE is optional; thus, it does not appear to function as a relevant factor in the creation of 

employee involvement during waste management implementation. 

4.6. Design Department (DD) 

Employees own several initiatives in the course of the TE, which is related to environmental 

protection and waste management. Yet, TE programs are not mandatory; thereby, the 

interviewee is not sure whether employees in fact adhere to them. For that reason, they do not 

play a pertinent role in the involvement of employees in waste related activities.  

4.7. R&D Department (RDD) 

In the website, there are a significant amount of initiatives and courses related to the 

environment and waste management; nonetheless, employees have to apply for the programs 

as far as they are interested in being trained. Consequently, TE appears to be optional for 

Volvo’s employees. 

 

5. Teams (TMs) 

5.1. Engineering Department (EGD) 

On one hand, the different departments arrange cross-sectional TMs; on the other hand, inside 

departments, employees work in almost self-managed groups. The former develops a 

collaborative atmosphere whereby cross-functional TMs cooperate with each other to perform 

waste and environmental related tasks. Indeed, some of them function as 'support' departments 

to the engineering one. To higher levels is predetermined the way they function; for instance, 

waste management policies and plans are developed by top managers. Moreover, coordination 

amongst departments is also established by higher levels. Within department, workers are 

organized into ‘self-managed TMs’. Engineers decide how to distribute tasks and time; and how 

to implement specifically the functions to fulfil waste goals. But, they are organized by 

intermediated supervisors who decide the structure of the team.  

5.2. Marketing Department (MKD) 

Inside department, collaboration between workers attempts to be elastic. So, intermediate 

managers act as guides and advisers for the group. Yet, they do not impose tasks to be performed 

and they do not directly monitor waste labours implementation. Marketing employees work 

mostly in a type of self-managed TM. They decide how to divide task and how to distribute 

time because they have enough authority and responsibility to execute their duties without 

obstruction from higher hierarchy levels. So far, these TMs are to some extent, ‘run’ by 
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superiors from the organizational chart. That person structures those TMs in that it is established 

with whom each worker has to work. Additionally, there exist two types of cross-functional 

TMs. Firstly, departments within Volvo in Sweden, develop mutual aid in terms of waste 

reduction. Secondly, international cooperation between Volvo’s subsidiaries arises. Workers 

from several local OCs collaborate in the implementation of waste management. CM between 

these TMs is via email and videoconference. 

5.3. Supplier Quality & Logistics Department (SQLD) 

Within department, there are five self-managed TMs which widely collaborate for the 

successful appliance of waste management objectives. The mode of communicating is via 

‘sectional meetings’ which hold once per week between employees and managers from each 

section (TM). Afterward, the five sectional managers have another weekly meeting. Its content 

copes with previous discussions with employees about problems and demanded changes in 

terms of waste management strategies. Additionally, workers tend to be close during tasks 

performance, so they are in continuous and direct contact. Hence, they effortlessly 

communicate waste oriented problems, recommendations and thoughts.  

5.4. Electronics Department (ELD) 

Inside department, the DR mostly performs tasks alone; nonetheless, the interviewee 

extensively cooperates and collaborates with other departments in a ‘network of cross-sectional 

TMs’. They work together in the accomplishment of common ecological projects.  CM channels 

between them ‘are dependent on the common sense: sometimes is more useful email, sometimes 

telephone and sometimes face-to-face contact’. Yet, any method follows formal measures.  

5.5. Vehicle Line Management Department (VLMD) 

The SPM highlights the weight of ‘big cross-sectional TMs’ where people from different 

positions and departments work together for the development of waste management. Therefore, 

barrier falling between departments and low power distance amongst employees is displayed. 

Additionally, employee’s environmental awareness seems to raise owning collaboration and 

data-sharing across departments; which, in turn, enables better execution of waste strategies. 

5.6. Design Department (DD) 

The interviewee operates both in TMs and individually; still, frequently, the work is executed 

through collaborative TMs. Within Volvo’s academic union there are a number of self-managed 
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TMs to accomplish assignments. In addition, employees cross functions in different 

departments for a better implementation of waste management. 

 

5.7. R&D Department (RDD) 

The ER works both individually and in TMs. There is a lot interaction amongst TMs from 

different departments for a better implementation of waste management. Employees work in 

cross-sectional TMs to collaborate in the pursuit of waste strategies and other green schemes; 

they share knowledge and efforts.  

 

6. Employee Empowerment (EE) 

6.1. Engineering Department (EGD) 

EE depends on the position within each department. For example, the GM has a great deal of 

authority and responsibility to implement objectives. He leads groups of 20 engineers. Though, 

according to him, ‘to some degree everyone in the company is empowered because Volvo 

considers everyone and it prioritizes every worker's opinion regarding with the improvement 

of the firm’. This statement applies in the form of ‘regular meetings’ through which the 

decision-making is decentralized (EQC). The fact is that employees frequently gather to discuss 

about waste management, environmental protection and any type of decision. It is a long-term 

process, since a lot of meetings are needed for successfully implement green strategies.  

 

Additionally, Volvo organizes ‘periodic brainstorming’ where workers propose changes and 

innovative ideas to improve as company. If that idea develops into a beneficial project, the 

person is rewarded. This motivates and commits employees with waste management by 

involving them in the decision making, which also increase their moral.  

 

Nonetheless, depending on the type of problem, the level of EE and thus, decision making may 

vary.  Whether the problem does not request extraordinary investments, workers have power to 

install change. For example, the decision about printing in colour or in black-white can be taken 

without consulting to superiors. By contrary, the decision about buying a more ecological 

printer needs to be communicated to superiors in the purchasing department. In that case, the 

decision is centralized.  

6.2. Marketing Department (MKD) 
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Decision-making is both centralized and decentralized, depending on the type of decision. For 

example, the whole department holds an ‘annual meeting’ during which environmental 

information-sharing takes place; workers have the chance to question the enhancement of waste 

management implementation; and obstacles emerged during the execution process are intended 

to be solved. Within these meetings, moreover, employees are empowered to plan changes 

about waste management. Additionally, marketing employees are motivated owning the 

‘weekly meetings’ with superiors. Problems occurred during the implementation of waste 

management and solution proposing are their two main purposes. Personally, the BM points 

out a situation when she recommended refining collaborative agreements in terms of 

environmental protection with other departments. Supervisors carefully listened and applied 

her suggestions. This increased her motivation in the execution of other waste management 

strategies.  

The core issue during decision making is to make employees feel comfortable like in a family. 

Top management truly cares employees’ happiness and involvement in the implementation of 

any type of environmental strategy. Thereby, commitment with the enhancement of the 

environmental performance is fostered. Therefore, floor-operating levels firstly aim to 

implement waste strategies and to solve resultant complications by themselves; because they 

are empowered. Yet, when needed, they might sort to intermediate managers by choosing the 

most appropriate method: telephone, e-mail or face-to-face.   

6.3. Supplier Quality & Logistics Department (SQLD) 

Decision-making process functions by means of ‘forums’ where environmental and waste 

associated decisions are taken. All employees participate on such forums whether they have 

something valuable to add; and whether their presence is requested because they need to discuss 

about some important ecological project. The SQM acts as Volvo’s representative in supplying 

quality issues; thus, he is plenty empowered to make decisions regarding with quality eco-

friendly programs and projects. The chance to make decisions motivates him to be more 

engaged with waste management and environmental protection.  

 

6.4. Electronics Department (ELD) 

Organizational structure is classified as a ‘network’ where everyone is empowered during 

performance of daily waste-oriented operations. Generally, employees do not satisfy orders 
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from higher hierarchical levels; rather, working patterns and guidelines are individually set by 

themselves. Personally, the DR is responsible for the progress of some group ecological projects 

whose success is completed throughout his management over other employees; in this respect, 

he shows enough authority and EE in the chasing of environmental objectives. Nearly boundless 

autonomy during decision-making motivates and commits him with environmental protection 

boosts. Nonetheless, he recognizes the requested obedience of overhead managers in some other 

tasks such as development of the waste management policies and plans. 

6.5. Vehicle Line Management Department (VLMD) 

Volvo exhibits an approach that encourages employees to feel completely free to make choices 

and judgements about environmental issues. From a broader view, employees are empowered 

in the decision making about product development. And particularly, workers have authority 

and responsibility during the performance of group ecological projects. In addition, employees 

affect the progress of regular meetings. Due to the great deal of EE in the decision making, 

employees, and specially the SPM, are enthused over the implementation and enhancement of 

waste management strategies.  

6.6. Design Department (DD) 

Creativity in the decision-making is captured through the website: if an employee has a 

competent clue for the development and improvement of the company; such idea is posted on 

the website and everyone might read it. All employees, regardless position within the company, 

count with this kind of authority and freedom to make decisions. Volvo’s personnel are 

empowered to influence the smooth functioning of the company. ‘Employees are challenged to 

come up with new ideas because all thoughts are welcome from higher organizational levels 

and from everyone in the company’ (AUC). The interviewee is ‘very much’ motivated and 

committed with the organizational success, in terms of waste management, due to EE in the 

decision-making.  

6.7. R&D Department (RDD) 

To some degree, decision making is decentralized to low organizational levels. Employees have 

power to run several subjects without permission from high management. Indeed, employees 

try to solve problems by themselves before sorting to superiors. Overall, operators distribute 

time and tasks when it comes to the implementation of waste plans. However, the limit is set in 

the strategies and decisions developed by the head of the hierarchy, which have to be essentially 
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adopted. According to the ER, it is motivating the fact that the company contemplates everyone; 

thus, employees strive to improve the operation of waste management schemes.   

 

7. Rewards (RWs) 

7.1. Engineering Department (EGD) 

It has been found, from the three interviewees that employees receive RWs for their successful 

achievements in waste reduction goals. The RW system takes the form of quarterly and group 

bonus. Still, the information about types of RWs is not supplied due to privacy issues.  

7.2. Marketing Department (MKD) 

RWs are regulated through a ‘bonus pack system’. It works as a fixed amount which is 

independent of the employee’s performance plus a bonus; though these bonuses are not linked 

to individual attainments, but to group ones. Thus, TMs are awarded collectively. Nonetheless, 

the system does not appear to act as a motivating factor for the involvement of employees. 

7.3. Supplier Quality & Logistics Department (SQLD) 

The interview speaks about a ‘bonus system of RWs’ which is given to employees according 

to Volvo’s results. Regarding with the SQM, RWs personally motivate and commit him with 

the fulfillment of waste oriented goals. 

7.4. Electronics Department (ELD) 

RWs act as irrelevant factor in the creation of employee involvement during waste management 

execution. No more information has been provided. 

7.5. Vehicle Line Management Department (VLMD) 

RWs are defined by a bonus system that goes in progression. At the beginning of the year, 

managers and employees set waste-centered and other targets. In June, operators have a meeting 

in order to check whether the policy is being followed up. In December, final grade is published 

regarding with environmental performance and behavior of employees during the year. Each 

week, moreover, employees debate on how they are handling their corresponding targets. After 

the evaluation, employees receive RWs. Personally, the SPM appreciates and values the system; 

it commits employees with their waste responsibilities and motivates them to operate better.    

7.6. Design Department (DD) 

The interviewee does not feel motivation in the pursuit of environmental and waste 

management enhancements, despite further rewarding processes. It is bonus RW system. 
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7.7. R&D Department (RDD) 

RWs do not encourage the ER to upturn the quality of the job; and his general involvement in 

the implementation of waste management. But the salary, which is calculated individually, 

excites and encourages the interviewee to carry out an excellent implementation of waste 

management. The motivation does not occur because of the amount of money; instead, it is the 

feeling of going forward the others and thus, being recognized and valued by the management 

of the company. 

 

8. Final Level of Environmental Awareness (FLEA) 

8.1. Engineering Department (EGD) 

On one side, the GM declares that his FLEA is greater than before but not because of these 

practices. Instead, it is the Swedish mentality towards the environment with practices such as 

recycling and energy efficiency what make him being involved in its protection. Yet, he 

recognizes that Volvo embraces this spirit within the company and involves everyone. On the 

other side, the TEG does attribute his FLEA to Volvo’s green OC. The point is that high 

motivation and engagement with waste reduction is realized because Volvo ‘records the lowest 

pollutant emissions within the market’ (TEG).  Finally, the EQC attributes his superior 

involvement with waste reduction somewhat to all practices.  

8.2. Marketing Department (MKD) 

Volvo’s practices have contributed with a higher FLEA. Explicitly, through Volvo’s OC, CM, 

TM, EE and OT, interviewees are more involved with energy efficiency strategies. They reduce 

the amount of energy required for the production and service of cars and other components. 

Therefore, they may apply techniques to reduce energy losses in the way of a more efficient 

manufacturing method; for example, ‘environmental friendly production’ and leading 

innovations which are less pollutant for the environment.  

8.3. Supplier Quality & Logistics Department (SQLD) 

The SQM confirms issues like the CM system in Volvo; the structure of TMs; the great deal of 

EE and authority within the company; RWs; the general Volvo’s OC; and OT as motives of his 

superior FLEA. Throughout these practices the interviewee feels involved and dedicated during 

the implementation process of waste management and any kind of natural mission.  

8.4. Electronics Department (ELD) 
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Owning the existence of green values and principles within the OC, the interviewee’s FLEA is 

greater than before. Further, practices like EE in the decision-making; flexible CM system; and 

OT exert wide-ranging influence in the creation of employee involvement in waste management 

implementation. 

8.5. Vehicle Line Management Department (VLMD) 

For the SPM accountability with waste management has grown owning Volvo’s environmental 

values and principles. Volvo’s working atmosphere constantly deals with environmental 

protection and waste management; thereby, employee involvement during the execution of 

green activities is fostered. Additionally, Volvo’s practices such as CM system; TE; TMs; EE; 

and RWs commit workers with environmental performance improvements. 

8.6. Design Department (DD) 

According to the AUC, what motivates and commits employees is ‘things that happens within 

the company around the work’. The interviewee means the chance of taking part in the decision-

making; and the fact that everyone is ‘considered by the company’. Furthermore, the ecological 

society in which Volvo is endorsed has also increased the chairman’s FLEA. Accordingly, 

familiar and environmental values are transmitted through the OC of Volvo.  

8.7. R&D Department (RDD) 

The interviewee’s FLEA has increased due to some reasons. The first one refers to the 

inventiveness and empowerment of employees to come up with constructive ideas for the 

upgrading of the company. Secondly, the culture of appreciation from top managers encourages 

employees towards the enrichment of waste management implementation. Related also to the 

OC, the ER mentions the good-state of the physical environment where employees carry out 

their duties. In general, since the interviewee is working for Volvo, he feels more loyal ‘to 

everything connected to the car industry’ such as the environmental protection. 

9. Others (OT) 

9.1. Engineering Department (EGD) 

Volvo organizes social meetings through eating together for getting everyone in the company 

to know each other. Hence, Volvo develops a familiar atmosphere where they feel comfortable 

and part of the group. Additionally, they consider that Volvo promotes highly engagement with 

waste reduction between workers. For engineers, these issues seem to be really important for 

the creation of employee involvement. The point is that, as employees’ happiness within the 
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workplace increases, motivation and involvement in waste management implementation also 

growths. Further, the assumption of the waste management concept between workers is due to 

discussions and meetings (EQC); and constant brainstorming execution (GM and TEG). 

9.2. Marketing Department (MKD) 

‘After work activities’ involve all employees with the OC. Each department organizes 

mealtimes to try to bond all its corresponding employees. Overall, the company acts as a large 

family and members from each department are in fact close. The BM argues that owning 

environmental and common values are related, employees are engaged not only with their waste 

duties but also with their collages’ obligations. They caution that other employees also 

contribute with waste reduction. On the other hand, the MKC considers that Volvo embraces 

waste management thinking through the ‘task-discussing mentality’; not only during the 

production of cars, but also in the daily actions across departments. 

9.3. Supplier Quality & Logistics Department (SQLD) 

The likelihood of internal promotion within the company motivates the interviewee. 

Particularly, the SQM experiences a ‘moral’ obligation to carry out a brilliant performance of 

waste management duties; since efforts are highly recognized by top management and 

employees may get easily a promotion. Additionally, this upsurges the feeling of belonging to 

the company as employees are concerned about waste management advancements.    

9.4. Electronics Department (ELD) 

Brainstorming and periodic meetings allow workers to growth both personally and 

professionally. Particularly, the DR feels positively attaches to the company; consequently, he 

is involved with waste management and any other kind of environmental strategy. Familiar 

atmosphere is built through continuous meetings that enable the development of network of 

contacts within the company. Workers become more or less friends and all together take part in 

the execution of waste and environmental oriented assignments. Another important factor for 

involving employees with waste management is the ‘non-monotonous job’; all activities are 

dynamic in nature and they change on a regular basis. Thereby, Volvo builds the stimulus that 

encourages employees in their daily routines as they are not mere implementers of ‘green’ 

instructions, but they might develop their creativity. 

9.5. Vehicle Line Management Department (VLMD) 



78 
 
 

According to the SPM, ‘the union context created by Volvo’ incites individuals to be loyal to 

the company, thus, to screen the nature. The interviewee is involved in waste management 

implementation as part of a group rather than as single employee, owning Volvo’s global 

mentality towards environmental care. 

9.6. Design Department (DD) 

Workers’ professional and personal development acts as a relevant motivating factor; it 

involves employees during the implementation of waste management obligations and other 

types of duties. 

9.7. R&D Department (RDD) 

The opportunity of workers to alter their daily activities exerts a large influence in the 

motivation and commitment of employees. Further, ‘project meetings’, which hold for the 

progress of common green projects, involves employees in the betterment of green activities 

such as waste management.    
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