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I. Introduction 
The term Green HRM has become popular word within the business field at present and its 

significance is increasing manifold with the passage of time. This term has also its secured position as a vivid 

topic in recent research works since the awareness on environmental management and sustainable development 

has been increasingly rising day by day all round the globe. Today the topic Green HRM not only includes 

awareness toward environmental affairs, but also stands for the social as well as economical well-being of both 

the organization and the employees within a broader prospect. 

Different authors have given different definitions for this term such as—“Green HRM is the use of 

HRM policies to promote the sustainable use of resources within organizations and, more generally promotes 

the causes of environment sustainability”. GHRM is directly responsible in creating green workforce that 

understands, appreciates, and practices green initiative and maintains its green objectives all throughout the 

HRM process of recruiting, hiring, training, compensating, developing, and advancing the firms human capital. 

It refers to the policies, practices, and systems that make employees of the organization green for the benefit of 

the individual, society, natural environment, and the business. 

Keywords: green HR practices, innovation, environment, performance, human resource management 

 

II. Research Methodology 
Participants and Procedure 

Based on a thorough literature analysis and theoretical groundings such as social learning theory and recourse-

based perspective theory, a coherent conceptual framework has been developed, as shown in Figure 1,  

 

Figure 1 

 

 
 

Measures of the Study 

1. A 23-item questionnaire was created to investigate the impact of environmental performance on green 

innovation and green HRM practices. 

2. A 3-item scale was adopted to determine the green compensation and reward (Haldorai et al., 2022). Sample 

items include “Employees are rewarded for making suggestions for improvement on environmental programs” 

https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#fig1
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref23
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and “Employees who have achieved or surpassed their environmental goals are rewarded with bonus pay or 

other monetary awards.” 

3. A 3-item scale was adopted to determine the green performance and appraisal (Haldorai et al., 2022). Sample 

items include “Environmental goals and objectives are implemented in this organization for all employees” and 

“Contributions to environmental management are assessed.” 

4. A 5-item scale was adopted to determine green training and development (Haldorai et al., 2022). Sample 

items include “This organization offers ecological training for all employees” and “In this organization, 

environmental training is a priority.” 

5. A 4-item scale was adopted to determine green recruitment and selection (Haldorai et al., 2022). Sample 

items include “This organization is very particular about mainly recruiting and selecting employees with 

environmental concerns, knowledge, and attitude” and “In the recruitment process, our organization focuses on 

applicants with environmental insights, attitude, and concerns.” 

6. A 3-item scale was adopted to determine green innovation (Tseng et al., 2013). Sample items include 

“Investment in green equipment and technology” and “Implementation of the comprehensive material saving 

plan.” 

7. A 5-item scale was adopted to determine the environmental performance (Sobaih et al., 2020). Sample items 

include “Environmental activities significantly improved my organization’s reputation” and “Environmental 

activities significantly reduced waste within the entire value chain process.” In all the above scales, the 

responses were tapped on “a 5-point Likert scale ranging from 1 = Strongly Disagree to 5 = Strongly Agree.” 

 

Data Analysis and Results 

Measurement Model 

SmartPLS3 was applied to assess the measurement and structural model. The simulation analysis in the study 

revealed that respondents’ gender, designation, and marital status positively impacted their perceptions about 

green innovation and environmental performance; therefore, all these three demographic characteristics were 

controlled during the study. The demographic detail of this study respondents is presented in Table 1. 

 

Table I 

Demographic profile of study samples 

Demographic data Frequency Percentage (%) 

Study 1 (N = 206) 

Total number of employees 

Less than 100 60 29.1 

Between 100 and 149 130 63.1 

Between 150 and 299 16 7.8 

ISO 14001 EMS certification 

Yes 93 45.1 

No 113 54.9 

Hotel classification 

5-star 45 21.8 

4-star 64 31.1 

3-star 97 47.1 

Type of hotel 

Non-chain hotel 68 33.0 

International chain hotel 80 38.8 

Local chain hotel 5 28.2 

Gender of respondent 

Male 72 35 

Female 134 65 

Age 

21–30 years 29 14.1 

https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref23
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref23
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref23
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref54
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref53
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#tab1
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Demographic data Frequency Percentage (%) 

31–40 years 99 48.1 

41–50 years 74 35.9 

51–60 years 4 4.0 

Tenure in the current organisation 

Less than 5 years 59 28.6 

6–10 years 73 35.4 

11–15 years 72 35 

16–20 years 2 1.0 

Study 2 (N = 508) 

Age 

30–35 187 36.8 

36–40 156 30.7 

41–45 96 18.9 

46–50 69 13.6 

Education 

Diploma or associate degree 79 15.6 

Bachelor’s degree 177 34.8 

Master's degree 73 14.4 

Doctoral degree 15 3.0 

Graduate certificate or graduate diploma 111 21.9 

Other 53 10.4 

Tenure in the current organisation 

Less than 3 years 112 22.0 

3–5 years 115 22.6 

6–8 years 83 16.3 

8–10 years 75 14.8 

More than 10 years 123 24.2 

Current role 

Managerial 242 47.6 

Non-managerial 266 52.4 

 

Table II 

Measurement model analysis (organisational and individual levels) 
Organisational level                            Cronbach’s alpha 

1. My hotel rewards employees for environmental performance 0.79    

2. My hotel gives financial rewards to employees for good 

environmental performance 

0.77 

3. My hotel establishes clear and specific objective of environmental 

goals for each employee 

0.86 

4. My hotel assesses employees' contributions to environmental 

management 

0.88 

5. My hotel records individual environmental performance results 0.88 

6. In my hotel, environmental training is continuous 0.60 

7. In my hotel, environmental training is a priority 0.61 

8. In my hotel, environmental training is considered as an investment 0.61 

1. My hotel uses local products from the community 0.82    

2. My hotel buys products from green vendors 0.78 

3. My hotel uses green chemical products 0.72 
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4. My hotel implements waste separation program 3Rs 0.63 

5. My hotel implements energy reduction 0.70 

6. My hotel installs occupancy-based room unit controllers 0.68 

7. In my hotel, air-conditioner is set to 23–24 degrees 0.74 

8. My hotel practices regular maintenance of air-conditioner system 0.58 

1. Environmental issues (e.g. energy consumption, water consumption, 
generation of waste) are considered as my hotel's priority 

0.89    

2. Continuous environmental improvement is part of my hotel's mission 0.92 

3. Employees' environmental awareness is one of my hotel's objectives 0.92 

Individual level 

1. My organisation has a continuous environmental training program 0.90    

2. Environmental training is a priority for my organisation when 

compared to other types of training 

0.92 

3. In my organisation, environmental training is viewed as an important 
investment 

0.90 

4. My organisation establishes environmental objectives that each 

employee must accomplish 

0.89 

5. My organisation evaluates an employee's contributions to 

environmental management improvement 

0.92 

6. Employee environmental performance appraisals are recorded by the 
company 

0.90 

7. Employees in my organisation are financially rewarded for their 

performance in environmental management issues 

0.85 

8. Employees who contribute to environmental management 

improvements are publically recognised by the company 

0.87 

1. Overall, I am quite satisfied with my job 0.92    

2. I Do not intend to work for a different company 0.79 

3. I Like my job 0.92 

1. The work I do in this organisation is very important to me 0.89    

2. My job activities are personally meaningful to me 0.90 

3. The work I do in this organisation is meaningful to me 0.91 

 

TABLE 1. Demographic profile. 

Furthermore, using the measurement model, “Cronbach’s (CA)” and “composite reliability (CR)” were 

computed to evaluate the measurements’ consistency (Henseler et al., 2015). CA and CR for all research 

constructs were greater than 0.7, indicating that they meet the required reliability criterion (Sarstedt et al., 

2017). Then, to determine the constructs’ convergent validity, factor loadings and average variance extracted 

(AVE) were determined (Sarstedt et al., 2017). All factor loading of the study constructs was over the minimal 

criterion of 0.70 in both investigations, and AVE was above 0.50 (Henseler et al., 2015). A full description of 

the article’s validity and reliability measurements are given in Table 2. 

Table 2 

 

TABLE 2. Composite reliability, Cronbach’s alpha, and AVE values. 

Moreover, to establish the discriminant validity of all the study constructs, Fornell and Larcker (1981) defined 

discriminant validity as “the extent to which a particular latent variable differs from other latent variables.” By 

analyzing the correlation between the latent construct and the square root of AVE, discriminant validity was 

determined (Sarstedt et al., 2017). According to Sarstedt et al. (2017), the use of latent variables retrieved with a 

value of 0.50 or more is recommended for determining discriminant validity. According to Sarstedt et al. 

https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref24
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref24
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#tab2
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref18
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
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(2017), discriminant validity is indicated when the square root of AVE is greater than the value of latent 

variables. The PLS algorithm is presented in Figure 2. Similarly, the values of discriminant validity are 

presented in Table 3. 

 

Figure 2 

 
 

FIGURE 2. PLS algorithm. 

Table 3 

 
 

TABLE 3. Discriminant validity. 

 

Assessment of Structural Model 

Hypothesis Testing 

Regarding the consideration of measurement model clear links, this part focuses on the structural 

model, as described by Sarstedt et al. (2017). A structural model is used in the hypothesized model to highlight 

the relationship’s reliance on one another. The structural model in PLS gives an inner modeling study of the 

direct relationship between the proposed hypotheses and their t-values and regression coefficient. In regression 

analysis, an indirect effect is the same as a standardized beta value; according to (Henseler et al., 2015), t-values 

and beta values of the regression coefficient are used to determine significance. T-values larger than 1.64 are 

deemed statistically significant, according to Hair et al. (2017), which are then utilized to make choices on the 

purposed hypothesis. There are two main purposes of studying the model: examining direct relationships and 

testing predicted relationships between components using a structural model. Six hypotheses are examined in 

this study. According to Ramayah et al. (2018), SmartPLS 3.0 output findings include path coefficients, t-

values, p-values, and standard errors. The researcher used them to determine whether the hypothesis was 

supported or not, and the results are presented in Table 4. 

 

 

 

 

 

 

https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#ref50
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#fig2
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https://www.frontiersin.org/articles/10.3389/fpsyg.2022.916723/full#tab4
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Table 4 

 
TABLE 4. Hypothesis testing. 

 

Assessment of R2 

The second stage in analyzing a structural model is determining the coefficient of determination (Hair 

et al., 2011). The variance in endogenous constructs caused by external constructs is represented by the 

coefficient of determination (Hair et al., 2011). Rigdon (2012) stated that the coefficient of determination is also 

recognized as a sample’s predictive power. If the coefficient of determination is greater, the predictive power of 

the sample is also greater. The value of R2 ranges from zero to one. Moreover, Chin (1998) recommended that 

the R2 of 0.13 is considered weak, 0.33 is considered moderate, and 0.67 is considered strong. The coefficient of 

determination for endogenous constructs is given in Table 5. The PLS bootstrapping is presented in Figure 3. 

 

Table 5 

 
TABLE 5. Assessment of R square. 

 

Figure 3 

 
FIGURE 3. PLS bootstrapping. 
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III. Discussion, Implications, Limitations, and Future Research Directions 
Findings of the Study 

The results of the current study reveal that positive associations of green compensation and reward, 

green recruitment and selection, green performance and appraisal, and green training and development 

influence environmental performance through green innovation impact on environmental performance. Results 

showed the significant effect of green performance and appraisal on environmental performance. These results 

are in line with the findings of Govindarajulu and Daily (2004) who provided timely information about socially 

desirable behaviors that helps improve employee environmental performance. Green training and development 

have a significant impact on environmental performance. In green HRM practices, training includes providing 

staff with core competencies such as teaching them how to gather trash information and increasing the 

company’s standard of efficiency and environmental competency (Jabbar and Abid, 2015; Ojo et al., 2020). 

Another result showed that green compensation and reward significantly impact environmental performance. 

Employee satisfaction with green rewards and compensation in establishing environmental performance is 

stressed in green ability to do the job (Jabbar and Abid, 2015). Green recruitment and selection significantly 

impacted environmental performance in this study results. By recruiting and keeping resembling employees, 

green recruitment highlights an organization’s willingness to cooperate for the benefit of the environmental 

performance (Masri and Jaaron, 2017). The results further show positive associations between green 

compensation and reward, green recruitment and selection, green performance and appraisal, and green training 

and development, which influence environmental performance, with green innovation influencing 

environmental performance. 

Furthermore, the findings of mediation results revealed strong support for the purposed hypotheses that green 

innovation mediated between green HRM practices and environmental performance. These findings were 

consistent with similar mediated research explorations in recent literature and also in similar context (Islam et 

al., 2021a, 2022). 

 

Theoretical Implications 

There are several theoretical implications of the current study. First, as established in the theories such 

as social learning theory and recourse-based view theory, the current study suggests that positive associations of 

green compensation and reward, green recruitment and selection, green performance and appraisal, and green 

training and development influence environmental performance through the mediated link of green innovation. 

Second, much of the academic research on the RBV has been conducted in industrialized countries, but little is 

recognized about the RBV beyond this environment (Vargas-Halabí et al., 2017). This research is incremental 

due to its choice of study context and RBV approach to environmental performance and green innovation. 

Another major theoretical contribution of this study is combining HRM practices with green innovation and 

environmental performance. Such studies are rare in the literature related to innovation and HRM practices. 

Thus current research opened several new avenues of theoretical integration for future scholars in innovation 

management, HRM, and environmental science. Integration of theories from all three domains together to come 

up with solid theoretical foundations is the major advance of this research that will help bridge the theory gap 

among these three domains of research. The use of social learning theory and its integration with RBV as well 

as green HRM concepts along with green innovation and environmental performance is a major contribution 

and theoretical advance pitched by current research. 

 

Practical Implications 

The current study also brings valuable insights for policymakers and practitioners in multiple ways. 

First, the current study shows that green innovation is the most important factor used in this study to elaborate 

the concept of environmental performance with green HRM practices. It brings key insights to HR managers 

and top management of environmentally conscious sectors and consumer markets. These days, organizations 

continuously seek ways to influence environmentally conscious consumers through their environmentally 

friendly campaigns. In such a competitive environment, practitioners may learn from the approach discussed in 

this research. Second, environmental performance becomes a priority for top management and authorities, so 

developing industries’ environmental performance methodological approach to minimize waste, contamination, 

pollutants, preserve freshwater, electricity, and non-sustainable minerals contributes to improved environmental 

performance. Finally, they improve environmental performance by reducing chemicals wastage, avoiding 

polluted water draining into oceans and rivers, and controlling polluted air of industry. Industry human resource 

managers may set goals and exemplary measures to accomplish green goals to empower their workers. Green 

campaigns with motivation could be a wonderful way to encourage people to go green. Green HRM might be a 

more visible aspect of a company’s responsibilities and CSR measures.  
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Limitations and Future Research Directions 

As environmental consciousness has grown, the notion of “going green” has been a major focus of 

several organizations. For obtaining a high degree of environmental performance, green factors such as support 

from management and green intangible resources are critical. In addition to various strengths, the current study 

also has some limitations that must be addressed in the future. First, the current research has been conducted 

among the users of a chemical industry located in Lahore, Pakistan, making the findings specific to the 

chemical industry. Future studies may consider a comprehensive sample from other industries and may also 

include users/consumers of other industries, like food, fabric, hotels, etc., to come up with findings that can be 

generalized. Second, although this study was conducted to examine the cross-sectional method, the data were 

collected at one point in time. Future scholars may adopt longitudinal research design for better causality. In the 

current study, researchers could not tap the moderating effect of several key constructs due to time and resource 

constraints. Researchers are encouraged to focus on moderating effects for more significant results toward 

theory and practice in future studies. Third, this study outcome was only environmental performance mediated 

by green innovation. In the future, researchers may also add sustainable economic and social performance and 

environmental performance. Finally, current research only uses a selected population from a developing country 

context. In the future, researchers may collect data from many employees in a developed country context. A 

comparative approach toward green HRM practices in developing and developed setting maybe another 

significant area of future research. Green HRM was not considered as dimensional in this study is a limitation 

due to theoretical conceptualization of this research focused more on green innovation and environmental 

performance. Thus future studies may consider it as dimensional construct and test mediation accordingly. 

 

IV. Conclusion 
Grounded in the RBV approach, this study integrated constructs from three different research fields: 

environmental science, innovation management, and human resource management. This integration based on 

theoretical grounding is a major advance to the body of knowledge. Besides this unique conceptualization, the 

current study adopted a study context of a developing country and the organizational context of the chemical 

industry, which is more sensitive to green innovation and consumer resistance to hazardous environmental 

products. Thus making this research a unique contribution from a contextual point of view. The findings also 

confirmed how green HRM practices significantly influenced green innovation and, in turn, predicted the 

organization’s environmental performance. These findings bring key policy insights for researchers in consumer 

resistance to innovation, consumer adoption to innovation that how green innovation may help the companies 

gain sustainable competitive advantage by investing in their human resources. This research helped bridge the 

gap between various research domains and opened several new avenues for future research. 

 

Data Availability Statement 

The raw data supporting the conclusions of this article will be made available by the authors, without undue 

reservation. 
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