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Abstract. In the face of rapidly growing environmental threats, the need to 

transition to a green economy based on the use of environmentally friendly 

technologies and resources comes to the fore. One of the most important 

aspects of this transition is the creation of green jobs that contribute to 

reducing negative environmental impacts and sustainable development. The 

article examines the concept of green jobs as they define their role in 

mitigating the climate crisis and contributing to economic growth. The 

required skills for these jobs are analyzed, including both technical and soft 

skills that enable successful completion of environmentally responsible 

tasks. The study explores the differences in skill requirements for green and 

non-green jobs, and the importance of training managers and workers to 

effectively operate remote work in the context of a green economy. Based 

on data from sociological surveys conducted in the Republic of Uzbekistan, 

a relationship is found between the levels of manager training and employee 

support when working remotely, which plays an important role in organizing 

green jobs. The findings highlight the significance of building appropriate 

skills for a successful transition to a green economy and sustainable 

development. 
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1 Introduction 

Occupations that benefit the environment or positions that offer goods or services that reduce 

the use of natural resources are becoming the most sought-after green jobs today. Because 

human influence on nature is leading to irreversible global changes [1]. Vacancies for green 

jobs are growing almost twice as fast as the number of workers with the skills to fill them. 

And green jobs require unique skills compared to non-green jobs. Currently, only one in eight 

people have the skills to tackle the climate crisis. Between 2022 and 2023, the share of talent 

with skills to help address the climate crisis grew by 12.3%. At the same time, the share of 

job postings requiring at least one green skill grew nearly twice as fast over the same period 

to 22.4% [2]. How can green skills pave the way for a cleaner, greener and more economically 

 
* Corresponding author: a.irmatova@tsue.uz 

E3S Web of Conferences 574, 07002 (2024)

CONGREENTAX-2024
https://doi.org/10.1051/e3sconf/202457407002

  © The Authors,  published  by EDP Sciences.  This  is  an  open  access  article  distributed  under  the  terms  of the Creative
Commons Attribution License 4.0 (https://creativecommons.org/licenses/by/4.0/). 



prosperous world? By examining their various aspects in depth, we can see their important 

role in solving environmental problems, promoting resource management and enforcing strict 

regulations. 

Green jobs are professions that reduce damage to the environment and save resources. It 

can be said that through the organization of remote employment, it is possible to reduce traffic 

and prevent the risk of toxic gases from transport to the environment. But green jobs, or 

remote employment, also require unique and modern skills of their own. We can call it green 

skills. 

Green skills refer to the knowledge, skills and competencies that people need to contribute 

to a more sustainable and environmentally friendly society and economy. These skills include 

a range of technical and soft skills that enable individuals to understand, promote and 

implement environmentally responsible practices across a range of industries and 

professions. Green skills include a wide range of competencies that fall into two categories: 

technical skills and soft skills. Both are required for individuals to contribute to 

environmental sustainability and responsibility [3]. 

Given the specific requirements of the transition to green jobs, there may be significant 

changes in economic structures. These differential changes in economic activity affect the 

labor market [4, 5]. On the one hand, some occupations and skills currently available in the 

labor market will become obsolete, on the other hand, new occupations and skills may appear 

and demand for several existing occupations and skills will increase. 

The fair transition towards a green economy will mean the creation of 24 million jobs 

worldwide by 2030, according to the report “World Employment and Social Outlook: 

Greening with jobs” from the International Labor Organization. These new green jobs are 

not only key to protecting the environment, but they also improved quality of life worldwide. 

Because, regarding green job characteristics, studies tend to find that green jobs require 

technical skills, are higher-skilled, demand more educational attainment, are male-

dominated, and are relatively high-quality (e.g., higher-paid, full-time, permanent contract) 

[1]. 

The main objectives of green jobs and green skills acquisition are addressing the climate 

crisis, more inclusive economic growth, creating decent jobs for all (including remote 

employment) and personal career development through soft skills enhancement. 

The main tasks of this research work: 

– Researching the theoretical and conceptual foundations of green job creation and 

green skills acquisition; 

– To reveal the socio-economic importance of studying the modern requirements for 

the labor force in the labor market; 

– Analyze the differences in skills required in green jobs from non-green jobs; 

– Green jobs include a survey-based analysis of the role of enterprise management in 

the organization of remote employment. 

2 Literature review 

A number of researchers have found that the growth of the renewable energy industry has a 

positive effect on employment [6-8]. In particular, Bottazi [9] studied that environmental 

policies affect labor markets and that workers should be supported to adapt to these changes 

without questioning the production model of consumption and development. 

Vona et al. [10] in their research on green jobs use the production approach ("in 

enterprises that produce products or provide services that benefit the environment or save 

natural resources jobs") and the process approach (jobs in which the duties of workers include 

the organization of enterprise production). 
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Bohnenberger [11] has proposed methods for evaluating the environmental impact of 

employment in four dimensions, and by combining the four dimensions, it develops a 

Sustainable Employment Taxonomy to classify employment into green, mixed and brown 

jobs. 

Bohnenberger divides the various considerations that ensure the sustainability of 

employment on two scales: the organizational level of analysis (macro-micro) and the 

immediacy of the impact on the environment (direct-indirect). 

According to this research, the organizational level ranges from aspects that are valid for 

a whole industry (macro) to aspects that relate to a single workplace (micro). At the macro-

level, sectors and businesses can be categorized, e.g., petroleum refining is rendered fully 

unsustainable by the requirement of greenhouse gas neutrality. The micro-level evaluates the 

specific tasks and activities of individuals, e.g., energy-saving consultants might be 

considered as a green job, independent of the sector they consult. The immediacy of the 

environmental effects of a job distinguishes whether the brown or green effect results from 

the workplace (direct), or whether evaluation requires considering the environmental 

consequences resulting from the interplay between workplaces and the overall socio-

economic structures (indirect). In a research paper, Janser [12] presents four empirical studies 

examining wage differentials in the renewable resources sector. 

3 Research methodology 

Statistical data grouping, comparison, correlation-regression analysis methods were used in 

this research work.  

To carry out these analyses, the World Bank reports and survey data from the population 

of the Republic of Uzbekistan are based. The survey was conducted online by the professors-

teachers and researchers of the Departments of Labor Economics of Tashkent State 

University in all regions and cities of the Republic of Uzbekistan. The survey questions 

consist of two parts, in the first part, the demographic data of the participants of the survey, 

and in the second part, the status of the organization of remote employment in our country, 

including green jobs, the opinion of the population regarding the organization of green jobs, 

consists of questions clarifying the public's current transportation to work.  

A total of 3,886 people participated in this survey, and an econometric analysis was 

conducted based on the cross-sectional data collected from them. In this case, as a non-

independent variable, mental support for employees working remotely, providing them with 

the appropriate equipment and work tools necessary for work, establishing clear rules that 

determine the time of contact with employees, remote employees training for effective work, 

provision of flexible working day schedule, and training of leaders in remote team 

management was selected as an independent variable. 

4 Analysis and Results 

Skills have become increasingly important in determining an individual’s ability to secure a 

job and retain employment and move flexibly in the labor market. In the labor market, green 

jobs place higher skill requirements on the workforce than non-green jobs. Globally today, 

the share of middle and high-skilled occupations in green jobs is higher than in non-green 

jobs, at 92% and 74%, respectively (Fig. 1). 
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Fig. 1. Skill levels of green jobs, and of jobs in green industries. 

Note: GTI is gran turismo injection: a high-performance car with a fuel-injection engine. 

Source: [13]. 

Fig. 1 shows workers in green jobs and green industries have higher levels of education 

than those in non-green jobs. 30% of those working in non-green jobs have an elementary 

school degree or less, while 25% of those working in green jobs are low-skilled workers. 

Green jobs employ 17% of highly skilled workers with at least a university or advanced 

degree, compared to 11% of non-green jobs. However, high levels of green intensity in green 

jobs do not require higher education: 15% of workers in high-green-intensity jobs have at 

least a university degree, compared to 18% of workers is highly qualified in low-green-

intensity jobs. As with the distribution of education found among green jobs, workers in green 

industries are more educated than those in non-green industries. 26% of workers in green 

industries have vocational training or university education and above, while 19% of workers 

in non-green industries do. On the other hand, workers in potentially green jobs tend to have 

lower educational attainment than workers in jobs with no green potential, consistent with 

the higher concentration of agriculture among potentially green occupations [14]. 

A well-managed ecological transition can become a strong driver for job creation and 

social justice. The potential for new, decent jobs is huge in the shift to renewable energy, 

green buildings, environmental services, clean transport, organic farming and so on. On the 

other hand, job losses are expected, in particular in the most polluting sectors, so professional 

transitions must be anticipated. In addition, all economic activities and occupations are faced 

with changing practices and the need to adapt skills. A shortage of skills can represent a 

strong barrier to ecological progress, delaying technological and economic transformation. 

Public intervention is therefore needed to help labour markets and education and training 

systems adapt to the new demands of a green economy [15]. Qualification requirements for 

green jobs in countries also depend on clean climate policies implemented at the national 

level [16-18]. Therefore, countries with a clean climate and many green areas in the world 

are leaders in creating green jobs (Fig. 2). Jobs that contribute to the preservation or 

restoration of the environment and our planet are considered "green jobs" and are known to 

require higher soft skills (green skills) than the workforce. Green skills can be understood as 

"knowledge, skills, values and attitudes necessary to live, develop and maintain a society that 

reduces the impact of human activities on the environment". These include: decision-making, 

teamwork, leadership, risk management, design, communication, commercial, and creativity 

and problem-solving. 
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Fig. 2. Environmental and skills policies. 

Along with the consideration of the impact of the state's climate policy on green jobs, we 

found it necessary to study the attitude of management and workers to the greening of jobs 

in enterprises (Tables 1-5). Taking into account that it is possible to reduce traffic damage to 

the environment through the organization of remote work in organizations, we studied the 

status of remote work organization among the population of Uzbekistan in the organizations 

where they work. A total of 3,886 respondents from all regions of the Republic of Uzbekistan 

took part in this survey. According to the results, the organization of remote work in 

organizations depends on the understanding of the effectiveness of remote work, and 

management should be trained in managing remote working teams. 

Table 1. The relationship between the level of training of managers on managing remote teams and 

the level of psychological support of remote employees. 

 
 

According to Table 1, if the level of training of managers on remote team management 

increases, the level of psychological support of remote employees also increases, that is, if 

the level of training of managers increases by 1 unit, employees' psychological support 

increases by 0.73 units. Also, the correlation coefficient of these two factors was 0.736. 
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Table 2. The relationship between the level of training of remote team management leaders and the 

provision of appropriate equipment and work tools necessary for remote work. 

 
 

According to Table 2, if the level of training of remote team management leaders 

increases by 1 unit, the provision of appropriate equipment and work tools necessary for 

remote work increases by 0.64 units. The correlation between these two factors was 0.62. 

Table 3. The relationship between level of training of managers on managing remote teams and the 

establishment of clear rules determining the time of contact with employees. 

 
 

According to Table 3, if the level of training of managers on managing remote teams 

increases by 1 unit, the establishment of clear rules determining the time of contact with 

employees increases by 0.65 units. The correlation between these two factors was 0.65. 

Table 4. The relationship between the level of training of managers on remote team management and 

the training of employees on effective remote work. 
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According to Table 4, if the level of training of managers on remote team management 

increases by 1 unit, the training of employees on effective remote work increases by 0.71 

units. 

Table 5. The relationship between the level of training of managers on managing remote working 

teams and the provision of free work schedules. 

 
 

According to the data of Table 5, if the level of training of managers on managing remote 

working teams increases by 1 unit, the provision of free work schedules increases by 0.65 

units. The correlation between these two factors was 0.63. 

5 Conclusion 

In conclusion, one of the most urgent issues today is protecting the environment and reducing 

the harmful effects of the economy on the climate, and it can be helped by creating green 

jobs. However, as seen from the results of the research, the establishment of green jobs 

depends on many factors, such as the geographical location of the country, the country's green 

policy, the skills of the workers in the labor market, and the management's understanding of 

the importance of green jobs. That is 25% of those working in green jobs are low-skilled 

workers, while in non-green jobs, this figure is 5% more. Conversely, high-skilled workers 

are 6% less likely to be employed in non-green jobs than in green jobs. Therefore, non-green 

jobs are mostly workers with secondary education, while green jobs require higher skills than 

the workforce. 

Qualification requirements for green jobs in countries also depend on clean climate 

policies implemented at the national level. Therefore, France, Germany, Denmark and similar 

countries with a clean climate and many green areas in the world are leaders in creating green 

jobs. 

The relationship between the level of preparation of managers for remote group 

management and the level of psychological support for remote employees, the provision of 

appropriate equipment and work tools necessary for remote work, and the specific time that 

determines the contact time with employees there is a proper correlation between such factors 

as setting rules, training employees to work effectively at telecommuting, providing free 

work schedules, and greening jobs can be achieved by increasing the knowledge of 

management in the organization of remote work. 

It is worth noting that green jobs not only reduce the damage to the environment, but such 

jobs require higher skills from workers, encourage people to get better education, and offer 

higher incomes for this. 
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