
Journal of Business Studies, Vol. XLII, No. 2, August 2021 
DOI: https://doi.org/10.3329/dujbst.v42i2.59718 
 Contributions of Green Human Resousce Managent 

Practices to Employee Work Performance 

Mohammad Bin Amin* 
Masnoon Salehin** 

Abstract: The goal of this paper is to investigate the influences of green Human 
Resousce Managent practices on employee work performance. In order to improve the 
utilization of resources, performance-oriented components are indispensable. In this 
sense, the study focuses on five components of green HRM practices i.e., green job 
design, green HR planning, green recruitment and selection, green training and 
development, and green compensation that have contributory effect on employee work 
performance. A total of 384 respondents were selected and data has been collected 
through structured questionnaire from the samples who are the permanent employees of 
two largest telecommunication service companies in Bangladesh. For data input SPSS 
version-20 and for analysis structural equation modeling software Smart-PLS (version-
3) have been utilized. Results show that all five components of green HRM activities 
have significant positive impact on employee work performance. Thus, this research 
contributes to broadening the profound insights of green HRM practices to explore the 
ecological execution of companies by employee performance. 
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1. Introduction 

The concept of Green HRM in corporate world represents the reduction of negative effect of 
work environment on the employee performance (Abbas & Sağsan, 2019). In addition, every 
individual employee in the workplace is to be looked upon as important personnel to bring 
down the negative environmental influences and bring about constructive environmental 
effect to the organization (Gailhard & Bojnec, 2019). In this regard, Kim, et al. (2019) 
suggested that employee work performance (EWP) would be the most important factor to 
justify the quality, capabilities, experiences, skill, and special efficiency in the tasks for 
employees. In a similar kind of research the author claimed that, if employees perform their 
work well, only then the company would achieve productivity, profitability, growth, and 
competitively advantageous position (Rodríguez, 2019). In turn, employees will get their 
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employment security, long career, leadership position, reward, professional identity, dignity, 
and social values (Amin et al., 2019).  

The concept of green HRM has been very much familiar at the 1990s. It has become an 
emerging upcoming research area for the management scholars who were already working on 
environment management, resource management, wastage reduction management, 
organizational development, sustainable management, green management, knowledge 
management, and automation management (Moraes et al., 2019; Amin et al., 2020; Nassar & 
Tvaronavičienė, 2021 and Gawusu et al., 2022). Additionally, human capital management 
were focusing more on green aspect of HRM because of the growing productivity, 
sustainability, maximum utilization of workforces, innovative utilization of unused resources, 
and energy saving systems (Traversi et al., 2018). Moreover, rapid technology adoption, 
global communication, quick data transfer technologies, large scale of data storage, and 
strong data security systems made this green system more crucial (Klimova, 2018).   

HRM represents the staffing, developing, and maintaining human capitals i.e., recruitment, 
training, appraisal, compensation, job design, career development, employee motivation 
(Amin & Rubel, 2020), whereas ‘Green’ implies to environment saving and maintaining 
activities which group the regular work, practices, and atmosphere of the organizations (Shen 
et al., 2018). Besides that, all jobs in the organization are not related to environment. 
Likewise, the basic concept of Green HRM is the regular activities of HRM through some 
environment saving process. For instance, efficient usage of raw materials, minimum usage 
of energy, maintaining decent working standards, maximum possible safeguard for not 
wasting the resources, appropriate utilization of unused resources, and development oriented 
activities (Zhang et al., 2019). In this sense, Lim et al. (2017) explained that it is an effective 
method or tool to cut down cost without losing out top talents and an effective way to boost 
organizational productivity. In a similar vein, Mehta & Mehta (2017) advocated that recently 
HR has become much more dependent on energy saving technologies. Hess et al., (2018) 
claimed that employees who are doing other jobs but not directly related to environmental 
function, they are also somehow influenced to contribute to the environmental factors. If the 
organizations are green, does not mean that they have to act differently but at least should act 
efficiently to save resources from wastage which can be implemented in the entire 
organization without any structural changes.  

Since 2005, the practices of Green HRM became popular among the organizations in 
European countries (Consoli et al., 2019). In Asia it explored especially in big mergers and 
international organizations located in Japan, China, and even in India (Tahir et al., 2017). 
Similarly, some prior researchers also found the existence of green HRM practices and its 
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popular uses in the multi-national, international, or giant companies in Arab and African 
regions (Pinzone et al., 2016). Now, the existence of green HRM is not a new concept in the 
entire world. However, its presence is influenced by the organization directly or indirectly 
and its adoption has taken off with the development of technologies (Klimova, 2018).  

Furthermore, the empirical model of environmental HRM functions by Sharma & Gupta 
(2016) represents that the personnel work performance should be considered as a part of 
environmental issues as well as company policy. Moreover, Cecere & Mazzanti (2017) 
claimed that if green HRM affects EWP, it will be a motivating factor for all the employees. 
The authors also mentioned that in private sectors this system accommodates all aspects of 
environmental factors and sustainable strategy under one roof. Additionally, it is also a big 
challenge for the management to carry out Green HRM in the organization. In a survey 
Dumont et al. (2017) found that if organization appointed separate individuals who give 
higher prevalence in green practices, actually perform more productive. Thus, this research 
assumed that Green based HRM practices are the significant contributor to employee work 
performance. This paper concentrated on this area because of its new demand in job sectors, 
for entrepreneurs, acquiring new generation talents, and their utilization in the developing 
country like Bangladesh and specifically in the technology-based service sector like 
telecommunication.    

2. Literature Review 

2.1 Green HRM Practices  

In their empirical investigations based on Europe, the scholars advocated that green 
recruitment remains the pivotal capacity of green HRM activities (Rawashdeh, 2018). Other 
scholars such as Shen et al. (2018) claimed specifically green job design and analysis is one 
of the effective dimensions of green HRM. On the other hand, Amin et al. (2019) included 
planning for human capital is another strong activity in green HRM practices. In addition, 
Arulrajah et al. (2015) indicated that selection process could be the broad way to comprehend 
a connection with green environment. Similarly, the argument of Trivedi (2015) also 
supported recruitment as one of the effective techniques for building an appropriate green 
workforce management. Besides, Das & Singh (2016) recognized that training and 
development is essential for ecological preparation, cultural setting up, and responsible 
working environment. In line with the previous studies, Amin & Rubel (2020) represented 
compensation as a significant facilitator for the better work performance. Extant literature 
shows that prior studies mostly focused on conventional green HRM issues such as, green 
employment design and analysis, green workforce planning, green recruitment, green based 
reward, and green training systems.  
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2.2 Employee Work Performance (EWP) 

Prior researchers in the area of HRM such as Jermsittiparsert et al. (2019) revealed that the 
monetary and non-monetary returns have strong connections with staff work performance and 
the consequence would be company prosperity. Similarly, other scholars (for example, 
Ahmad et al., 2019 and Roscoe et al., 2019) indicated that the quality of work and 
performance of employees maximized only when they are happy with their job environment. 
In another study Martono et al., (2018) supported this argument by including that the ultimate 
result of efficient work performance would be long tenure of job. Similarly, Kim et al. (2019) 
mentioned the actual reasons for worker’s turn over are not fulfillment of their expectations, 
low work efficiency, and poor work performance. However, previous studies (e.g., Luu, 2018 
and Kassar & Singh, 2019) also revealed a positive significant connection between ecological 
HRM system and workers performance. In this regard, Murphy (2015) advocated that green 
HR system is the most imperative role which influences the employee knowledge level, 
ability to work that brings about higher execution of work performance. Additionally, Ibrar & 
Khan (2016) also found positive association between green workforce system and workers 
performance level. Besides, Fisher (2015) claimed the ecological HR system as an important 
mechanism that assembles necessary abilities of employees to perform well.  

3. Research Framework  

The theory of planned behavior (TPB) of Ajzen (1985, 1991) also known as the extension of 
the theory of reasoned action (Fishbein & Ajzen, 1977 and Ajzen & Fishbein, 1980), 
discusses whether or not an individual's desire to do a certain activity determines whether or 
not that behavior is performed. The attitude toward any behavior is a favorable or unfavorable 
assessment of performance of that action (Ajzen, 1991). Based on the TPB uncontrollable 
variables would obstruct the capacity to accomplish the work performance or achieve any 
specific goal. When this happens, performance becomes the outcome of any behavior. The 
employees’ perception regarding the influence of a green HRM system on their job 
performance is the underlying assumption of the current study. According to the concept of 
TPB the current research claimed that green HRM contributes to the work performance of 
employees. Here, five components of green HRM are the exogenous variables that affect the 
performance of employees. Therefore, on the basis of the concept of TPB the current research 
develops the following framework: 
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Figure 1: Framework of the study 

 
4. Hypotheses Development 

4.1 Green Job Design and Analysis (GJDA) and Employee Work Performance (EWP) 

While depict the work activities, individual workers usually represents the real picture of 
occupation and their positive feelings (Alias et al., 2018). In this sense, Green et al. (2012) 
explained the connection between green job design and analysis (GJDA) and staff’s work 
performance (EWP) where they found significant result. On the other hand, Wagner, (2013) 
claimed that structured GJDA foster proper environment for knowledge achievement and 
required authoritative work performance. Moreover, in another study Chen et al. (2006) 
argued that high control over category and design of work would prompt better quality of 
work performance. Besides, in case of specialized profession the degree of work, 
employment design, and work performance actually depend on organizational goal (Green et 
al., 2012). Similarly, Markus et al., (2006) found positive relationship between GJDA and 
EWP in their studies. However, prior empirical evidence also found positive connectivity 
among ecological management and employee work attitude (Bansal & Roth, 2007), GJDA 
and workforce turnover including the moderation of employment satisfaction (Zhu & Sarkis, 
2007), and GJDA and work outcomes (Liao et al., 2012). Therefore, based on the review of 
previous literature the current experiment can propose the following hypothesis: 

H1: Green job design and analysis has positive effect on EWP 



118 Journal of Business Studies, Vol. XLII, No. 2, August 2021 

4.2 Green HR Planning (GHRP) and Employee Work Performance (EWP) 

Green HR planning (GHRP) is a mechanism to coordinate various tasks and also an 
ecological method to make the work system easy and fruitful (Jafri, 2012). GHRP would be 
implemented by preparing plan for employee ability development and roadmap to long 
professional tenure (Rana & Jain, 2014). In this regard, Sheopuri & Sheopuri (2015) 
indicated the GHRP system as a method that supports the company to achieve advantageous 
position through its dynamic managerial techniques. Now, the notable point is that 
researchers found significant number of empirical evidence for the relationship of GHRP 
with work performance, employee work outcome, and similar kind of constructs (for 
example, Dey & Cheffi, 2013; Kang et al., 2013 and Son & Kim, 2015). In this pertinent, Son 
& Kim (2015) tried to find the gap of maximum output from work performance in their study 
and also recommended the managers to establish appropriate environment for GHRP. 
Similarly, Kang et al., (2013) represented a structure for the procedural correspondence of 
GHRP which encourages the scattered data to convert into arranging groups. However, other 
scholars focused on the effective utilization of GHRP (Dey & Cheffi, 2013), methodical 
complications of GHRP (Zhu et al., 2005), and managerial execution of GHRP for ultimate 
achievement of best employee work outcomes. Hence, the current study can suggest 
hypothesis such as: 

H2: Green HR planning has positive effect on EWP 

4.3 Green Recruitment and Selection and Employee Work Performance (EWP) 

Scholars claimed that a huge number of enterprises recently concentrating on ecological 
talent hiring system more than the traditional ones (Mayangsari & Nawangsari, 2019). That is 
why companies started to hire the keen experts who have impressive knowledge on green 
information, experiences on green practices, and maintenance capabilities (Snekha & Fred, 
2020). In this sense, Guerci et al., (2016) claimed that candidates who are searching for green 
jobs, planning to develop themselves skillful in ecology oriented environment, they actually 
targeted to be the green representatives for the universal level of green practices. Moreover, 
Castellini (2019) included with Guerci et al., (2016) that those workers likewise are trying for 
organizations which are also offering ecological insurance and environment security. In this 
regard, Paillé, (2019) suggested a proper orientation method for the performance based green 
activities to the newcomers. Whereas, Obaid & Alias (2015) gave more emphasize on hunting 
the best candidates because of their experiences in green work performance. In line with this, 
Sinaga & Nawangsari (2019) argued that the quality of performance depends on the quality 
of newcomer’s knowledge and expertise in ecological works. Hence, several prior studies 
focused on the positive relationship of green recruitment and selection with staff work 
performance. That is why this study hypothesized likewise,  

H3: Green recruitment and selection has positive effect on EWP 
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4.4 Green Training and Development and Employee Work Performance (EWP) 

Green training and development identified by the researchers as one of the effective 
mechanism for creating appropriate green workforce management system (Rawashdeh, 
2018). Scholars explained this term as the development process of employee knowledge, 
skill, change adaptation capabilities, strengthening positive abilities, and efficiency in 
wastage reduction (Tang et al., 2018). In this pertinent, Obaid & Alias (2015) advocated that 
green training method is the most successful techniques for supporting the ecological 
administrative framework which leads to best employee work performance. Similarly, 
Arulrajah et al., (2015) argued that ecological training-development is a very useful 
perspective for fruitful usage of all resources. In another empirical research by Teixeira et al., 
(2016) revealed that environment safety oriented trainings are more effective than the 
traditional techniques. In addition, Khurshid & Darzi (2016) claimed this method as a 
substantial tool for the managers to development enriched workforce. Moreover, Aragão & 
Jabbour (2017) found the positive connectivity of green training and development with staff 
work outcome. Likewise, Masri & Jaaron (2017) represented that green based training can 
ensure best performance from employees. Based on the literature, this research assumes that 
green environmental training method contributes on EWP. So, this study can prepare the 
hypothesis such as: 

H4: Green training and development has positive effect on EWP 

4.5 Green Compensation System and Employee Work Performance (EWP)  

Green compensation represents the method of motivating, cope up, and accomplishment of 
green approaches to the employees in organizational level (Francoeur et al., 2017). In this 
pertinent, Mandago (2018) explained the outcome of embracing green reward and benefit 
system is the accomplishment, maintenance, and encouragement of best work performance. 
Green reward system also categorized as direct and indirect i.e., financial and non-financial 
by Jerdev & Ovsiannikov (2010). However, Francoeur et al. (2017) claimed that employees 
should be rewarded to motivate them for advancing in ecological work environment. On the 
other hand, Gong et al. (2012) categorized the rewards based on ecology oriented expertise, 
quantity of unused resource utilization, the amount of green tasks, and work experiences in 
green activities. Additionally, Mandago (2018) indicated the need for appropriate 
environment to establish ecology based compensation. In this sense, Tanford & Malek (2015) 
declared that employees react positively in their performance because of green oriented 
benefits. Whereas, Puopolo et al., (2015) found that there is a significant relationship between 
ecological compensation system and EWP. Therefore, based on the discussion of previous 
research review this paper proposed the following hypothesis:  

H5: Green compensation has positive effect on EWP 
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5. Methodology 

5.1 Research design 

It is a cross sectional quantitative study (Sekaran & Bougie, 2016) utilizing primary data 
collected through a structured questionnaire. There are some demographic variables (gender, 
educational qualification, job tenure) that have been utilized to classify the quality of 
respondents. According to Salkind (2012) this type of technique for survey questionnaire is 
suitable to examine the assumed hypothesis between variables or constructs. 

5.2 Measurement 

The measurement items were adapted from prior studies for example, Green Job Design and 
Analysis contains two items from Yong et al., (2020) and three items from Yusliza et al., 
(2017); Green HR Planning has five items from Yusliza et al., (2017); Green recruitment and 
selection includes two items from Yong et al. (2020) and three items from Chen et al., (2021); 
Green training and development has five items from Ren et al. (2020); and Green 
Compensation covers three items from Yong et al., (2020) and three items from Chen et al., 
(2021). On the other hand, the dependent variable Employee Work Performance was assessed 
with a five-item measurement developed by Pradhan & Jena (2017) Appendix-1 indicates all 
items or measures used in this study adapted from prior researches. Moreover,  all the 
constructs were measured using a 5-point Likert scales i.e., from ‘strongly agree’ to ‘strongly 
disagree’.   

5.3 Target Population, Sample, and Unit: 

Target population includes a list of 2086 numbers of employees (December 2020) from 
Grameenphone and 1,371 numbers of employees (January 2021) from Robi Axiata, the two 
top telecom operators in Bangladesh. Unit of analysis for this study is the employees who are 
working as permanent employees in Grameenphone and Robi Axiata, Bangladesh. In 
addition, the sample respondent participants should have at least one year of job experience in 
the existing organization. The list of the population was collected with the help of HR 
executives of Grameenphone and Robi Axiata, Bangladesh. As it is a cross sectional study, 
data has been collected within February 2021 to April 2021.  

5.4 Sampling Technique and Sample Size 

This study utilized simple random sampling technique. Simple random sampling was chosen 
because it is a scientific method for sample selection. In this method, each member has equal 
chance of being selected and the samples would be the actual representation of the target 
population. Thus, simple random sampling technique is not contaminated by selection bias. 
Initially the researchers distributed 600 questionnaires, among them 406 returned and 384 
questionnaires found fully filled and correct perhaps, rests of them were not found valid. 
Therefore, the current study finalized the total sample size as 384. In this regard, researcher 



Contributions of Green HRM Practices to Employee Work Performance 121 

like Hair et al. (2013) suggested that in PLS-SEM study minimum sample size of 200 is 
appropriate for any typical research. Moreover, for data analysis 384 questionnaires which 
indicated a response rate of 64% were considered complete because, prior scholars found a 
reaction rate of 29% in context of Bangladesh (Rubel et al., 2018). Therefore, the sample size 
384 for this current research is appropriate based on the previous research support. 

5.6 Data Analysis Technique 

For data analysis, two types of software techniques have been employed. Firstly, SPSS 
version 20 has been employed for input the data. Secondly, partial least square structural 
equation modeling i.e., SMART–PLS is used to investigate the confirmatory factor analysis 
(CFA) i.e., composite reliability and convergent validity of the items; discriminant validity 
for constructs; and also the hypothesis test to get the result (Hair et al., 2013).  

6. Results 

6.1 Profile of the Respondents 

Table 02 shows the demographic profile of the respondent. It shows that almost 69% employees 
in these telecom companies are male whereas, 31% are female. Additionally, it was also found 
from the current research that altogether 18% of the respondents completed their General Masters 
or MBA degree, and 52% completed their General Bachelor or BBA degree. Furthermore, the 
maximum number of respondents (34%) found who are working in their present organization for 
one to five years and a good numbers (25%) are working for ten to fifteen years. Table 02 of this 
study is shown below: 

Table 01: Profile of the Respondents 

Characteristic  Category Frequency Percentage 
Gender Male 265 69% 

Female 119 31% 
Last Academic Degree 
Achieved 

Primary 23 6% 
Secondary 38 10% 
Higher Secondary 54 14% 
General Bachelors 138 36% 
BBA 62 16% 
General Masters 42 11% 
MBA 27 7% 

Job Experience in Existing 
Organisation till December 
2019  

1-5 Years 131 34% 
5-10 Years 61 16% 
10-15 Years 96 25% 
15-20 Years 54 14% 
Above 20 Years 42 11% 
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6.2. Measurement Model  

Through measurement model, this research evaluated confirmatory factor analysis to 
determine reliability and validity of the scales. Reliability was measured on the basis of 
composite reliability (CR) and convergent validity by item loadings and the test of average 
variance extracted (AVE). Furthermore, discriminant validity was also measured based on 
Fornell-Larcker (Hair et al., 2013) criterion. Based on the parameter of Chin (2010), 
minimum criteria for finalizing the items to use for any empirical research are such as, the 
value of individual item loadings should be greater than (>) 0.60; AVE should be > 0.50; and 
CR should be > 0.70. Table-03 shows that except GJDA2 (0.391), GHRP1 (0.411), GRS5 
(0.422), GTD2 (0.477), GTD3 (0.398), GCOM1 (0.491), GCOM4 (0.417), EWP2 (0.502), 
EWP4 (0.497) all items has greater or bigger score than the required value and thus fulfill the 
requirement according to the recommendations of Chin (2010) and Hair et al. (2019). 
Furthermore, the composite reliability (CR) of the unnoticed variables was higher than the 
cut-off value (CR>0.70). Hence, the measurement model meets the criteria of convergent 
validity and composite reliability.  

Table 02: Reliability and Validity 

Constructs Item 
Code 

Item 
Loadings AVE CR Cronbach 

Alpha 
Green Job Design and 
Analysis (GJDA) 
  
  

GJDA1 0.849 0.921 0.744 0.885 
GJDA3 0.888 

  
 

GJDA4 0.883 
  

 
GJDA5 0.829 

  
 

Green HR Planning 
(GHRP) 
  
  

GHRP2 0.871 0.927 0.761 0.895 
GHRP3 0.902    
GHRP4 0.877    
GHRP5 0.837    

Green Recruitment and 
Selection (GRS) 
  

GRS1 0.839 0.898 0.688 0.849 
GRS2 0.827    
GRS3 0.844    
GRS4 0.808    

Green Training and 
Development (GTD) 

GTD1 0.904 0.936 0.831 0.898 
GTD4 0.924    
GTD5 0.906    

Green Compensation 
(GCOM) 
  

GCOM2 0.715 0.856 0.597 0.776 
GCOM3 0.821    
GCOM5 0.790    
GCOM6 0.762    

Employee Work 
Performance (EWP) 
  

EWP1 0.880 0.865 0.682 0.765 
EWP3 0.839    
EWP5 0.754    
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Note: The items like, GJDA2 (0.391), GHRP1 (0.411), GRS5 (0.422), GTD2 (0.477), GTD3 
(0.398), GCOM1 (0.491), GCOM4 (0.417), EWP2 (0.502), EWP4 (0.497) had to be removed 
from the final output of the result from the measurement model because of poor loading (item 
score < 0.60). 

Moreover, the present study used Fornell-Larcker criterion test based on the Fornell-
Larcker’s guideline (Hair et al., 2013) to determine discriminant validity. The Fornell-
Larcker parameters suggested that the square root of AVE of all constructs would be greater 
than the connectivity of the latent constructs of the actual non-diagonal variables. According 
to Hair et al., (2013) this research has met these criteria of discriminant validity (see Table 
04). On the other hand, based on the recommendation of Henseler et al. (2015), while 
detecting discriminant validity the criterion of HTMT outperforms empirically better than the 
criterion of Fornell–Larcker. This study used HTMT analysis and revealed that all HTMT 
values are less than 0.850, which indicated adequate discriminant validity (see Table 05 for 
details), as suggested by Henseler et al. (2015). However, the unobserved variables' 
composite reliability ratings were higher than 0.70, the threshold level. 

Furthermore, the predictive significance of the measurement model was computed using the 
Stone-Geisser’s Q2 method (Stone, 1974 and Geisser, 1975). Additionally, according to the 
recommendation of Chin (2010), the cross validation redundancy of the construct’s score in 
Q2 should be greater than zero (0). In terms of this criterion, the current investigation also 
yielded positive findings (see Table 06). 

Table 03: Fornell-Larcker Criterion 

 

EWP GCOM GHRP GJDA GRS GTD 

EWP 0.826           

GCOM 0.344 0.773 

    GHRP 0.373 0.077 0.872 

   GJDA 0.383 0.159 0.216 0.862 

  GRS 0.668 0.216 0.327 0.312 0.830 

 GTD 0.352 0.133 0.118 0.062 0.267 0.912 

Note: Diagonals (in bold) signify the square root of the AVE whereas rest of the values 
symbolize the correlations. 
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Table 04: Heterotrait-Monotrait Ratio 

 

EWP GCOM GHRP GJDA GRS GTD 

EWP       

GCOM 0.448      

GHRP 0.448 0.099     

GJDA 0.463 0.194 0.243    

GRS 0.825 0.264 0.373 0.357   

GTD 0.428 0.165 0.127 0.069 0.306  

**NB: GJDA = Green Job Design and Analysis, GHRP = Green HR Planning, GRS = Green 
Recruitment and Selection, GTD = Green Training and Development, GCOM = Green Compensation 
EWP = Employee work performance 

Table 05: Predictive Relevance of the Dependent Variables 

Dependent Variables Q2 Values R2 Adjusted R2 
Employee Work Performance 0.371 0.562 0.559 

After measuring the ‘reliability’ and ‘validity’ scale of the items, the study formulated the 
structural model with five constructs of Green HRM (GHRM) acted as the independent 
variables, and Employee Work Performance (EWP) treated as dependent variable. From the 
connectivity among the five dimensions of GHRM and uni-dimensional EWP, all five latent 
independent constructs have direct positive contributions on EWP, for instance, GCOM (β = 
0.180, p < 0.05), GHRP (β = 0.146, p < 0.05), GJDA (β = 0.160, p < 0.05), and GRS (β = 
0.486, p < 0.05) and GTD (β = 0.171, p < 0.05) which found supported result with the 
assumption.  

Therefore, the result of the present research represents that all selected factor of GHRM has 
significant positive relationship with EWP. The results of the direct effects are showed in 
Table -07 below: 

Table 06: Results of the Hypothesis Tests from the Structural Model 

Paths Coefficients t 
Statistics 

P 
Values 

2.5% 
LLCI 

97.5% 
ULCI 

VIF Decisions 

GCOM  EWP 0.180 3.640 0.000 0.086 0.278 1.067 Supported 

GHRP  EWP 0.146 3.886 0.000 0.071 0.216 1.140 Supported 

GJDA  EWP 0.160 3.727 0.000 0.078 0.247 1.138 Supported 

GRS  EWP 0.486 7.257 0.000 0.350 0.608 1.306 Supported 

GTD  EWP 0.171 3.968 0.000 0.094 0.260 1.086 Supported 
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However, based on the beta value of the Table 07 it is shown that Green Recruitment and 
Selection has maximum contributions on Employee Work Performance and Green HR 
Planning has comparably the minimum contributions. 

7. Discussion  

The present research investigated the effects of Green HRM on Employee Work Performance 
with a special regard to the telecommunication sector of Bangladesh. Results of this study 
showed similar outcomes with the prior researchers, whereas, a few found conflicting with 
previous literatures. The first result of this research showed positive relationship between 
green job design and analysis (GJDA) and employee work performance (EWP). In line with 
that, prior researcher Hu et al., (2019) found similar relationship in context of IT sector of 
China, Yu et al. (2019) in education sector of South Korea, and Raut et al., (2019) in agro 
industry of India, whereas Maćkiewicz & Szydłowska (2017) showed insignificant 
association between GJDA and EWP in the context of European tourism sector. In addition, 
Sharma & Foropon (2019) noted that the Green HRM adaptation would be dissimilar with 
South Asian in comparison to other developed countries. Moreover, the second result of this 
study found supportive with the initial assumption of the study. Hence, the result revealed 
that green HR planning (GHRP) has significant positive contribution in employee work 
performance. In support with that, previous research augment showed some relevant finding 
from the studies of Folasayo (2019) and Alhamali (2019). In this pertinent, Folasayo (2019) 
revealed that sometimes it becomes difficult to change the traditional HR process whereas; 
green HR planning creates positive outcomes in the employee performance. On the other 
hand, Alhamali (2019) explored the reasons or factors behind this kind result are like, 
manager-worker knowledge level, positive perception of employees in radical change in 
organizational system, supportive environment for new system adaptation. Besides, Barth & 
Melin (2018) strongly claimed that the green HRM can changes the traditional staffing 
system. In this regard, Adrita (2020) included a notable clarification from their research 
finding is that, the area of various studies may similar, but the result can be different because 
of the diversification nature of research context, region, tradition, and perception of 
respondents. Furthermore, the third, fourth, and fifth results of this study also found 
supportive outcomes with the previously predicted hypotheses. In explanation to that, Green 
Recruitment and Selection (GRS), Green Training and Development (GTD), and Green 
Compensation (GCOM), all have significant positive relationships or effects on EWP. 
Consequently, previous research augments of Khan & Mohsin, (2017); Afshar & Jia, (2018) 
and Hossain & Khan (2018) supported the present results. For instance, Khan & Mohsin, 
(2017) and Afshar & Jia, (2018) explored from their findings that because of environment 
oriented organizational resources GRS, GTD, and GCOM contribute on employee motivation 
for the best work performance that ultimately leads to organizational productivity. 
Additionally, Hossain, & Khan (2018) strongly suggested that there is no better alternative 
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except the Green HR practices for facing the global crisis. Therefore, the current research 
explains the background for these types of empirical findings that actually are the typical 
perceptions of employees working in telecommunication sector in Bangladesh. For more 
explanation, the employees of this industry believe that or their views are like, all Green 
HRM activities have productive outcomes for the employee work performance and ultimately 
for the organization.   

8. Practical Implications 

The present research developed a model of the relationship between Green HRM activities 
and EWP. The study intended to bring insights on GHRM for the awareness of corporate 
managers. This study provides some key practical implications:  

a) In this research the perceived benefits of green HRM system showed a positive 
correlation to the performance of employees. In this regard, previous scholar like Yoon 
(2011) advocated that the benefits of green HRM should be cleared by the policy makers 
of organization. So, this study will open the mind of the executives regarding the 
competitive advantage that can be generated by establishing green HRM system.  

b) The current findings showed similar result with Thomas & Lamm (2012) which supposed 
to contribute for the cooperation of environmental regulations in service industry such as 
mobile operators. 

c) The findings of the study will help to create positive attitudes of investors and policy 
makers on green HRM system and ultimately enterprises are more willing to take action 
in adopting green HRM system when they believe that such system will bring positive 
consensus. This finding is in line with the previous result explored by Han et al. (2010).  

d) The research will contribute to develop subjective norms of green HRM system which 
are same as those proposed by Giovanni & Vinzi (2012). Enterprises are affected by 
social expectations, such as legal norms, social belongingness, and corporations are 
accordingly more willing to adopt green HRM system. 

e) This category of study encourages the execution of green HRM system which may 
improve the financial as well as non-financial work outcome of employees (Lee et al. 
2012), thereby helping the corporations to be more competitive and enhancing corporate 
value in numerous ways. 

9. Limitations and Scope for Future Research  

Some limitations of the current research are: Firstly, the examined population was restrictive. 
Though the selected two telecommunication organizations covered the largest part of the total 
population rather, do not represent the overall national and also worldwide conditions. 
Further studies could expand the population to include all mobile operator companies, 
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thereby will generalize all corporations of various sizes in the industry. Secondly, it was 
difficult to ensure that all the respondents had clear concept and appropriate knowledge 
regarding green HRM system and its positive outcomes. Thirdly, the samples chosen for this 
study belong only to a particular stratum of the population and single category of service 
sector. Hence, the outcomes should not be generalized in another industry context without 
providing the utmost care. Finally, the questionnaire was designed for permanent and 
experienced employees; however, it is likely that these employees sometimes assigned other 
employees to fill them out. The addition of check items within the questionnaire could ensure 
the validity of the sample. 

10. Conclusion 

It is expected that the outcomes of the present research will show the present green HRM 
scenario of telecommunication sector in Bangladesh to the corporate executives, regulators, 
business leaders, and scholars. The administrators need to formulate policies for increasing 
the performance of telecom organizations as a whole, based on their limited capabilities. The 
research findings indicated that all components of green HRM have the contributory effect on 
the process of EWP. Investigators in this field may conduct theoretical work to improve or 
strengthen all green HRM dimensions and to co-ordinate the best operations. Instead, the 
current research aims to help management teams, regulators, and policy experts to examine 
the connection between relevance of GHRM activities and employee performance. The 
results of this study may not be legitimate for developed countries as legislation and 
regulations which also varies among countries and other growing economies. Furthermore, it 
may not be possible to completely or partially apply the framework to other areas of the 
economy. The emerging research approach can also be used in this study in different other 
sectors by the future researchers. 

 
References 
Abbas, J., & Sağsan, M. (2019). Impact of knowledge management practices on green innovation and 

corporate sustainable development: A structural analysis. Journal of Cleaner Production, 229, 
611-620. doi: 10.1016/j.jclepro.2019.05.024 

Abbas, M. (2017). The effect of organizational culture and leadership style towards employee 
engagement and their impact towards employee loyalty. Asian Journal of Technology and 
Management Research (AJTMR) ISSN, 2249, 0892. 

Aboelmaged, M. G. (2018). Knowledge sharing through enterprise social network (ESN) systems: 
motivational drivers and their impact on employees’ productivity. Journal of Knowledge 
Management. 

Adrita, U. W. (2020). Consumers' actual purchase behaviour towards green product: a study on 
Bangladesh. International Journal of Business Innovation and Research, 21(3), 311-323. 



128 Journal of Business Studies, Vol. XLII, No. 2, August 2021 

Afshar Jahanshahi, A., & Jia, J. (2018). Purchasing green products as a means of expressing 
consumers’ uniqueness: Empirical evidence from Peru and Bangladesh. Sustainability, 10(11), 
4062. 

Ahmad, M., Maochun, Z., & Rehman, A. (2019). The Role of Financial Incentives in Employee’s Job 
Motivation, Satisfaction, Performance, and Turnover: Evidence from Pakistan. Asian Basic and 
Applied Research Journal, 01(02) 39-44. 

Ajzen, I. (1985). From intentions to actions: A theory of planned behavior. In Action control (pp. 11-
39). Springer, Berlin, Heidelberg. 

Ajzen, I. (1991). The theory of planned behavior. Organizational behavior and human decision 
processes, 50(2), 179-211. 

Ajzen, I. and Fishbein, M. (1980), Understanding Attitudes and Predicting Social Behavior, First 
Edition. Prentice-Hall, Englewood Cliffs, NJ. 

Alhamali, R. M. (2019). Critical success factors for green supply chain management practices: An 
empirical study on data collected from food processing companies in Saudi Arabia. African 
Journal of Business Management, 13(5), 160-167. 

Alias, N. E., Othman, R., Hamid, L. A., Salwey, N. S., Romaiha, N. R., Samad, K. A., & Masdek, N. 
R. N. (2018). Managing Job Design: The Roles of Job Rotation, Job Enlargement and Job 
Enrichment on Job Satisfaction. Journal of Economic & Management Perspectives, 12(1), 397-
401.  

Amin, M. B., & Rubel, M. R. B. (2020). Human resource management practices and employee 
knowledge sharing behavior: Mediating role of knowledge sharing intention. Asian Journal of 
Empirical Research, 10(5), 150-164. 

Amin, M. B., Datta, R. K., & Islam, S. A. (2019). Priority based analysis of specific human resource 
management practices by human resource professionals: a study on private sector organizations 
in Bangladesh, Journal of Science and Technology, 17(June-2019), 59-66. 

Amin, M. B., Shaha, S., & Halim, S. B. (2019). Green Management System for Organizational 
Performances in Consumer Product Industry in Bangladesh, The Jahangirnagar Journal of 
Business Studies, 09(01), 137-156 

Aragão, C. G., & Jabbour, C. J. C. (2017). Green training for sustainable procurement? Insights from 
the Brazilian public sector. Industrial and Commercial Training. 49(01), 48-54. 

Arulrajah, A. A., Opatha, H. H. D. N. P., & Nawaratne, N. N. J. (2015). Green human resource 
management practices: A review. Sri Lankan Journal of Human Resource Management, 5(1), 
01-16. 

Bansal, P., & Roth, K. (2000). Why companies go green: A model of ecological responsiveness. 
Academy of management journal, 43(4), 717-736. 

Barth, H., & Melin, M. (2018). A Green Lean approach to global competition and climate change in 
the agricultural sector–A Swedish case study. Journal of cleaner production, 204, 183-192. 

Castellini, V. (2019). Environmentalism put to work: Ideologies of green recruitment in Toronto. 
Geoforum, 104, 63-70. 



Contributions of Green HRM Practices to Employee Work Performance 129 

Cecere, G., & Mazzanti, M. (2017). Green jobs and eco-innovations in European SMEs. Resource and 
Energy Economics, 49, 86-98. 

Chen, S., Jiang, W., Li, X., & Gao, H. (2021). Effect of Employees’ Perceived Green HRM on Their 
Workplace Green Behaviors in Oil and Mining Industries: Based on Cognitive-Affective 
System Theory. International Journal of Environmental Research and Public Health, 18(8), 
4056. 

Chen, Y. S., Lai, S. B., & Wen, C. T. (2006). The influence of green innovation performance on 
corporate advantage in Taiwan. Journal of business ethics, 67(4), 331-339. 

Chin, W.W., 2010. How to write up and report PLS analyses. In Handbook of partial least squares (pp. 
655-690). Springer, Berlin, Heidelberg. 

Consoli, D., Marin, G., Marzucchi, A., & Vona, F. (2016). Do green jobs differ from non-green jobs in 
terms of skills and human capital?. Research Policy, 45(5), 1046-1060. 

Das, S. C., & Singh, R. K. (2016). Green hrm and organizational sustainability: an empirical 
review. Kegees Journal of Social Science, 8(1-2), 227-236. 

Dey, P. K., & Cheffi, W. (2013). Green supply chain performance measurement using the analytic 
hierarchy process: a comparative analysis of manufacturing organisations. Production Planning 
& Control, 24(8-9), 702-720. 

Dumont, J., Shen, J., & Deng, X. (2017). Effects of green HRM practices on employee workplace 
green behavior: The role of psychological green climate and employee green values. Human 
Resource Management, 56(4), 613-627. 

Fishbein, M., & Ajzen, I. (1977). Belief, attitude, intention, and behavior: An introduction to theory 
and research. Philosophy and Rhetoric, 10(2), 177-188. 

Fisher, J. G. (2015). Strategic reward and recognition: Improving employee performance through non-
monetary incentives. Kogan Page Publishers. 

Folasayo, A. (2019). Green Marketing and Perceived Corporate Image: A Study of Fast Moving 
Consumer Goods in Lagos State Nigeria. International Journal Of Academic Research In 
Business And Social Sciences, 9(7). doi: 10.6007/ijarbss/v9-i7/6110 

Francoeur, C., Melis, A., Gaia, S., & Aresu, S. (2017). Green or greed? An alternative look at CEO 
compensation and corporate environmental commitment. Journal of Business Ethics, 140(3), 
439-453. 

Francoeur, C., Melis, A., Gaia, S., & Aresu, S. (2017). Green or greed? An alternative look at CEO 
compensation and corporate environmental commitment. Journal of Business Ethics, 140(3), 
439-453. 

Gailhard, İ., & Bojnec, Š. (2019). The impact of green economy measures on rural employment: Green 
jobs in farms. Journal of cleaner production, 208, 541-551. 

Gawusu, S., Zhang, X., Jamatutu, S. A., Ahmed, A., Amadu, A. A., & Djam Miensah, E. (2022). The 
dynamics of green supply chain management within the framework of renewable 
energy. International Journal of Energy Research, 46(2), 684-711.   



130 Journal of Business Studies, Vol. XLII, No. 2, August 2021 

Geisser, S., 1975. The predictive sample reuse method with applications. Journal of the American 
statistical Association, 70(350), pp. 320-328. 

Giovanni, P., & Vinzi, V. E. (2012). Covariance versus component-based estimations of performance 
in green supply chain management. International Journal of Production Economics, 135(2), 
907-916. 

Gong, C., Xu, C., Chen, L., & Cao, S. (2012). Cost-effective compensation payments: a model based 
on buying green cover to sustain ecological restoration. Forest Policy and Economics, 14(1), 
143-147. 

Green, K. W., Zelbst, P. J., Meacham, J., & Bhadauria, V. S. (2012). Green supply chain management 
practices: impact on performance. Supply Chain Management: An International Journal. 17(3), 
290 – 305 

Guerci, M., Montanari, F., Scapolan, A., & Epifanio, A. (2016). Green and nongreen recruitment 
practices for attracting job applicants: exploring independent and interactive effects. The 
International Journal of Human Resource Management, 27(2), 129-150. 

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the 
results of PLS-SEM. European business review, 31(1), 02-24. 

Hair, J.F., Ringle, C.M. and Sarstedt, M., 2013. Partial least squares structural equation modeling: 
Rigorous applications, better results and higher acceptance. Long range planning, 46(1-2), pp.1-
12. 

Han, H., Hsu, L. T. J., & Sheu, C. (2010). Application of the theory of planned behavior to green hotel 
choice: Testing the effect of environmental friendly activities. Tourism management, 31(3), 
325-334. 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant validity 
in variance-based structural equation modeling. Journal of the academy of marketing science, 
43(1), 115-135. 

Hess, D. J., Mai, Q. D., Skaggs, R., & Sudibjo, M. (2018). Local matters: Political opportunities, 
spatial scale, and support for green jobs policies. Environmental innovation and societal 
transitions, 26, 158-170. 

Hossain, A., & Khan, M. (2018). Green marketing mix effect on consumers buying decisions in 
Bangladesh. Marketing And Management Of Innovations, 4, 298-306. doi: 
10.21272/mmi.2018.4-25 

Hu, Q., Xu, Q., & Xu, B. (2019). Introducing of online channel and management strategy for green 
agri-food supply chain based on pick-your-own operations. International journal of 
environmental research and public health, 16(11), 1990. 

Ibrar, M., & Khan, O. (2015). The impact of reward on employee performance (a case study of 
Malakand Private School). International letters of social and humanistic sciences, 52, 95-103. 

Jafri, S. (2012). Green HR practices: an empirical study of certain automobile organizations of India. 
Human resource management, 42, 6193-6198. 



Contributions of Green HRM Practices to Employee Work Performance 131 

Jerdev, D., & Ovsiannikov, I. (2010). U.S. Patent No. 7,830,428. Washington, DC: U.S. Patent and 
Trademark Office. 

Jermsittiparsert, K., Siriattakul, P., & Wattanapongphasuk, S. (2019). Determining the Environmental 
Performance of Indonesian SMEs Influence by Green Supply Chain Practices with Moderating 
Role of Green HR Practices. International Journal of Supply Chain Management, 8(3), 59-70. 

Kang, Y., Kim, C., Son, H., Lee, S., & Limsawasd, C. (2013). Comparison of preproject planning for 
green and conventional buildings. Journal of Construction Engineering and Management, 
139(11), 04013018. 

Kassar, A. N., & Singh, S. K. (2019). Green innovation and organizational performance: the influence 
of big data and the moderating role of management commitment and HR practices. 
Technological Forecasting and Social Change, 144, 483-498. 

Khan, S. N., & Mohsin, M. (2017). The power of emotional value: Exploring the effects of values on 
green product consumer choice behavior. Journal of Cleaner Production, 150, 65-74. 

Khurshid, R., & Darzi, M. A. (2016). Go green with green human resource management practices. 
Clear International Journal of Research in Commerce & Management, 7(1). 

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

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

Klimova, A. (2018). Systematic Literature Review of Using Knowledge Management Systems and 
Processes in Green ICT and ICT for Greening. In Technology for Smart Futures, 329-344. 
Springer, Cham. doi: 10.1007/978-3-319-60137-3_16 

Lee, S.M., Kim, S.T. & Choi, D. (2012). Green supply chain management and organizational 
performance, Industrial Management & Data System, 112(8), 1148-1180. 

Liao, C. W., Lu, C. Y., Huang, C. K., & Chiang, T. L. (2012). Work values, work attitude and job 
performance of green energy industry employees in Taiwan. African Journal of Business 
Management, 6(15), 5299. 

Lim, M. K., Tseng, M.-L., Tan, K. H., & Bui, T. D. (2017). Knowledge management in sustainable 
supply chain management: Improving performance through an interpretive structural modelling 
approach. Journal of Cleaner Production, 162, 806–816. doi: 10.1016/j.jclepro.2017.06.056 

Luu, T. T. (2018). Employees’ green recovery performance: the roles of green HR practices and 
serving culture. Journal of Sustainable Tourism, 26(8), 1308-1324. 

Maćkiewicz, B., & Konecka-Szydłowska, B. (2017). Green tourism: Attractions and initiatives of 
polish Cittaslow cities. In Tourism in the City (pp. 297-309). Springer, Cham. 



132 Journal of Business Studies, Vol. XLII, No. 2, August 2021 

Mandago, R. J. (2018). Influence of green reward and compensation practice on environmental 
sustainability in selected service based state corporations in Kenya. European Journal of 
Business and Strategic Management, 3(6), 01-12. 

Markus, M. L., Majchrzak, A., & Gasser, L. (2002). A design theory for systems that support emergent 
knowledge processes. MIS quarterly, 179-212. 

Martono, S., Khoiruddin, M., & Wulansari, N. A. (2018). Remuneration reward management system 
as a driven factor of employee performance. International Journal of Business & Society, 19. 

Masri, H. A., & Jaaron, A. A. (2017). Assessing green human resources management practices in 
Palestinian manufacturing context: An empirical study. Journal of cleaner production, 143, 
474-489. 

Mayangsari, R. E., & Nawangsari, L. C. (2019). The effect of green recruitment, green training on 
environmental performance in PT WIRA CIPTA PERKASA using employee green behavior as 
mediation variable. Dinasti International Journal of Management Science, 1(2), 217-231. 

Mehta, P. A. L. L. A. V. I., & Mehta, K. H. U. S. H. B. U. (2017). Green HRM practices and 
organizational culture. International Journal of Human Resources Management, 6(1), 1-6. 

Moraes, S., Chiappetta Jabbour, C., Battistelle, R., Rodrigues, J., Renwick, D., Foropon, C., & 
Roubaud, D. (2019). When knowledge management matters: interplay between green human 
resources and eco-efficiency in the financial service industry. Journal Of Knowledge 
Management, 23(9), 1691-1707. doi: 10.1108/jkm-07-2018-0414 

Murphy, B. (2015). The impact of reward systems on employee performance (Doctoral dissertation, 
Dublin Business School). 

Nassar, N., & Tvaronavičienė, M. (2021). A systematic theoretical review on sustainable management 
for green competitiveness. Insights into regional development, 3(2), 267-281. 

Obaid, T. F., & Alias, R. B. (2015). The impact of green recruitment, green training and green learning 
on the firm performance: conceptual paper. International Journal of Applied Research, 1(12), 
951-953. 

Obaid, T. F., & Alias, R. B. (2015). The impact of green recruitment, green training and green learning 
on the firm performance: conceptual paper. International Journal of Applied Research, 1(12), 
951-953. 

Paillé, P. (2019). Green recruitment and selection: an insight into green patterns. International Journal 
of Manpower. 

Pinzone, M., Guerci, M., Lettieri, E., & Redman, T. (2016). Progressing in the change journey towards 
sustainability in healthcare: the role of ‘Green’HRM. Journal of Cleaner Production, 122, 201-
211. 

Pradhan, R. K., & Jena, L. K. (2017). Employee performance at workplace: Conceptual model and 
empirical validation. Business Perspectives and Research, 5(1), 69-85. 

Puopolo, G. W., Teti, E., & Milani, V. (2015). Does the market reward for going green?. Journal of 
Management Development. 34(6), 729-742. 



Contributions of Green HRM Practices to Employee Work Performance 133 

Rana, V., & Jain, M. S. N. (2014). Green HR practices: An empirical study of Cargill, Jalgaon. 
Pratibha: International Journal of Science, Spirituality, Business and Technology, 3(1), 14-17. 

Raut, R. D., Luthra, S., Narkhede, B. E., Mangla, S. K., Gardas, B. B., & Priyadarshinee, P. (2019). 
Examining the performance oriented indicators for implementing green management practices 
in the Indian agro sector. Journal of Cleaner Production, 215(2019), 926-943. 

Rawashdeh, A. (2018). The impact of green human resource management on organizational 
environmental performance in Jordanian health service organizations. Management Science 
Letters, 8(10), 1049-1058. 

Rawashdeh, A. (2018). The impact of green human resource management on organizational 
environmental performance in Jordanian health service organizations. Management Science 
Letters, 8(10), 1049-1058. 

Ren, S., Tang, G., & Jackson, S. E. (2020). Effects of Green HRM and CEO ethical leadership on 
organizations' environmental performance. International Journal of Manpower. DOI: 
10.1108/IJM-09-2019-0414. 

Rodríguez, J. L. (2019). The promotion of both decent and green jobs through cooperatives. Boletín de 
la Asociación Internacional de Derecho Cooperativo= International Association of Cooperative 
Law Journal, 54(2019), 115-129. 

Rubel, M. R. B., Rimi, N. N., Yusliza, M. Y., & Kee, D. M. H. (2018). High commitment human 
resource management practices and employee service behaviour: Trust in management as 
mediator. IIMB Management Review, 30(4), 316-329. 

Salkind, N. J. (2012). Exploring Research . Hoboken. 
Sekaran, U. and Bougie, R., 2016. Research Methods For Business: A Skill Building Approach, 

Seventh Edition. John Wiley & Sons. 
Sharma, A., & Foropon, C. (2019). Green product attributes and green purchase 

behavior. Management Decision, 57(4), 1018-1042. doi: 10.1108/md-10-2018-1092 
Sharma, R., & Gupta, N. (2015). Green HRM: an innovative approach to environmental sustainability. 

In Proceeding of the Twelfth AIMS International Conference on Management (pp. 2-5). 
Shen, J., Dumont, J., & Deng, X. (2018). Employees’ perceptions of green HRM and non-green 

employee work outcomes: The social identity and stakeholder perspectives. Group & 
Organization Management, 43(4), 594-622. 

Sheopuri, A., & Sheopuri, A. (2015). Green HR practices in the changing workplace. Business 
Dimensions, 2(1), 13-26. 

Sheopuri, A., & Sheopuri, A. (2015). Green HR practices in the changing workplace. Business 
Dimensions, 2(1), 13-26. 

Sinaga, S. A., & Nawangsari, L. C. (2019). The effect of green recruitment, green training on 
employee performance in PT TRU using organization citizenship for environment as mediation 
variable. Dinasti International Journal of Management Science, 1(2), 204-216. 



134 Journal of Business Studies, Vol. XLII, No. 2, August 2021 

Snekha, T. H., & Fred, N. A. (2020). A Study on the impact of green recruitment process over the 
requirement of human resource in IT Sector. Studies in Indian Place Names, 40(18), 2271-2277. 

Son, H., & Kim, C. (2015). Early prediction of the performance of green building projects using pre-
project planning variables: data mining approaches. Journal of Cleaner Production, 109, 144-
151. 

Stone, M., 1974. Cross‐validatory choice and assessment of statistical predictions. Journal of the Royal 
Statistical Society: Series B (Methodological), 36(2), pp.111-133. 

Tahir, M., Rahim, Z., & Khan, R. A. (2017). Green HRM-Introduction, Predictors, Outcomes, and 
Future Prospects in Pakistan. South Asia, 1(1). 

Tanford, S., & Malek, K. (2015). Segmentation of reward program members to increase customer 
loyalty: The role of attitudes towards green hotel practices. Journal of Hospitality Marketing & 
Management, 24(3), 314-343. 

Tang, G., Chen, Y., Jiang, Y., Paille, P., & Jia, J. (2018). Green human resource management 
practices: scale development and validity. Asia Pacific Journal of Human Resources, 56(1), 31-
55. 

Teixeira, A. A., Jabbour, C. J. C., & Jabbour, A. B. L. (2012). Relationship between green 
management and environmental training in companies located in Brazil: A theoretical 
framework and case studies. International Journal of Production Economics, 140(1), 318-329. 

Thomas, T. E., & Lamm, E. (2012). Legitimacy and organizational sustainability. Journal of business 
ethics, 110(2), 191-203. 

Traversi, D., Gorrasi, I., Pignata, C., Degan, R., Anedda, E., Carletto, G., ... & Gullo, M. (2018). 
Aerosol exposure and risk assessment for green jobs involved in biomethanization. Environment 
international, 114, 202-211. 

Trivedi, A. (2015). Strategic green HRM: A necessity of 21st century. International Journal of 
Business Quantitative Economics and Applied Management Research, 2(2), 34-43. 

Wagner, M. (2013). ‘Green’human resource benefits: do they matter as determinants of environmental 
management system implementation?. Journal of Business Ethics, 114(3), 443-456. 

Yong, J. Y., Yusliza, M. Y., Ramayah, T., Chiappetta Jabbour, C. J., Sehnem, S., & Mani, V. (2020). 
Pathways towards sustainability in manufacturing organizations: Empirical evidence on the role 
of green human resource management. Business Strategy and the Environment, 29(1), 212-228. 

Yoon, C. (2011). Theory of planned behavior and ethics theory in digital piracy: An integrated model. 
Journal of business ethics, 100(3), 405-417. 

Yu, F. L. T., Yuen, T. W. K., & Tang, E. C. (2019). Sustainable development and green education in 
mainland China, Taiwan and Hong Kong. International Journal of Pluralism and Economics 
Education, 10(1), 69-90. 



Contributions of Green HRM Practices to Employee Work Performance 135 

Yusliza, M. Y., Othman, N. Z., & Jabbour, C. J. C. (2017). Deciphering the implementation of green 
human resource management in an emerging economy. Journal of Management Development. 
36(10), 1230-1246. 

Zhang, H., Li, S., Yan, W., Jiang, Z., & Wei, W. (2019). A Knowledge Sharing Framework for Green 
Supply Chain Management Based on Blockchain and Edge Computing. Sustainable Design And 
Manufacturing 2019, 413-420. doi: 10.1007/978-981-13-9271-9_34 

Zhu, Q., & Sarkis, J. (2007). The moderating effects of institutional pressures on emergent green 
supply chain practices and performance. International journal of production research, 45(18-
19), 4333-4355. 

Zhu, Q., Sarkis, J., & Geng, Y. (2005). Green supply chain management in China: pressures, practices 
and performance. International Journal of Operations & Production Management. 
 

Appendix-1: Questionnaire items adapted from literature sources 
 

Variables Items Literature 
source(s) 

 
 
 

Green 
Job 

Design 
and 

Analysis 
(GJDA) 

GJDA1: In my organization, job positions enable employee 
involvement in environmental management activities. 

Yong et al. 
(2020); 

Yusliza et 
al. (2017) 

GJDA2: The job positions in our organization enable the 
acquisition of knowledge about environmental management 

GJDA3:  In my company, Job positions demand knowledge 
about environmental management 

GJDA4: In my organization, job positions are designed for 
employees contribute to green management activities. 
GJDA5: Employee Job positions in our organization requires 
knowledge and experiences about green management  

 
 

Green 
HR 

Planning 
(GHRP) 

GHRP1: Our HR develops programs to link with green goals 

Yusliza et 
al. (2017) 

GHRP2: Our company believes that HR’s credibility comes 
from helping to make green oriented planning 

GHRP3: Our HR is an active participant in business green 
planning 

GHRP4: HR makes plan for the organization to accomplish 

business goals 
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GHRP5: HR is measured by its ability to help creating 
business green strategies  

 
 
 

Green 
Recruitm
ent and 

Selection 
(GRS) 

GRS1: Our company prefers to hire employees who 
have environmental knowledge 

Yong et al. 
(2020); 

Chen et al. 
(2021) 

GRS2: All selection steps of our company consider 
environmental questions. 
GRS3: Our HR system attract green job candidates who use 
green criteria to select organizations 
GRS4: Our HR department recruits employees who have 
green awareness 
GRS5: Our company uses green employer branding to attract 
green employees 

 
 
 

Green 
Training 

and 
Develop

ment 
(GTD) 

GTD1: The training programs in our company is developed 
to increase environmental awareness, skills and expertise of 
employees 

Ren et al. 
(2020); 

Chen et al. 
(2021) 

GTD2: Our training facilities are to create the emotional 
involvement of employees in environment management 
GTD3: We develop training programs based on environment 
management to increase environmental awareness, skills and 
expertise of employees  
GTD4: We have integrated training to create the emotional 
involvement of employees in our environment management 

GTD5: Our training programs included green knowledge 
management education and knowledge for development of 
preventative solution behavior 

Green 
Compens

ation 
(GCOM) 

GCOM1: We are provided financial rewards to recognize 
environmental performance 

Yong et al. 
(2020); 

Chen et al. 
(2021) 

GCOM2: We are provided non-financial rewards to 
recognize environmental performance 
GCOM3: In our company, environmental performance is 
recognized publicly  
GCOM4: We make green benefits (transport/travel) available 
rather than giving out pre-paid cards to purchase green 
products 
GCOM5: In our company, there are financial or tax 
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incentives (bicycle loans, use of less polluting cars) 
GCOM6: Our organization has recognition-based rewards in 
environment management for staff (public recognition, 
awards, paid vacations, time off, gift certificates) 

 
 
 

Employe
e Work 

Performa
nce 

(EWP) 

EWP1: I can handle multiple assignments for achieving 
organizational goals 

Pradhan & 
Jena (2017) 

EWP2: I am able to perform well to mobilize collective 
intelligence for effective teamwork 
EWP3: I can manage change in my job very well whenever 
the situation demands 
EWP4: I like to extend help to my co-workers when asked or 
needed 
EWP5: I derive a lot of satisfaction nurturing others in 
organization 

Source: Literature review 

 

 


