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Abstract: This study measured the perceptions of prospective employees (university students) to-
wards organizations practicing green human resource management and how these perceptions could
influence their future green behavior in the workplace. The sample of the study consisted of stu-
dents from the largest university in North Cyprus and 400 questionnaires were administered with
342 valid responses being returned. The data was tested by confirmatory factor analysis by using
analysis of moment structures (AMOS) software version 24.0 and factor, regression, and correlation
analyses were conducted. The data analysis revealed that green human resource management had a
direct influence on prospective employees” perceived green task-related and voluntary behaviors
and an indirect influence via the mediation of psychological green climate perception. The impor-
tance of incorporating sustainable dimensions within HRM departments, as well as the function
of GHRM practices in achieving sustainability, was highlighted in this study. This study further
contributes to the literature of behavioral HRM and focuses on the green side of HRM to contribute
to the environmental management literature as well as providing insight into prospective employ-
ees’ (students) perceptions of GHRM practices, which will create an impact on their future green
workplace behaviors.

Keywords: employee green behavior; green human resource management; psychological green
climate perception

1. Introduction

Greening companies and maintaining environmental sustainability has become a
top priority for decision-makers in the twenty-first century, sparking the quest for novel
alternatives to traditional human resource management. Employees play a crucial role
in business greening by engaging in a variety of environmentally friendly behaviors [1].
Human resource management is undeniably a powerful tool for promoting green and
sustainable approaches, particularly when environmental sustainability is the major focus
in new green human resource management research [2]. As a result, as indicated by the
increasing number of important publications devoted to the topic, scholars studying human
resource management have paid increased attention to its role in greening firms [3-5].
Organizations all across the world are increasingly implementing environmental activities.

Recent studies have yielded results that demonstrate the importance of employees’
behaviors, and hence this subject has become a new venue for research [6]. Dumont, Shen,
and Deng [7] regard the effects of green human resource management practices (GHRM)
on employees’ green behaviors as a new field. Several studies, such as Robertson and
Barling [8]; and Vicente-Molina, Fernandez-Sainz, and Izagirre-Olaizola [9], have found
that many environmental programs at the corporate level rely on employees’ sustainable
behavior to succeed. As a result, these behaviors are seen as contributory factors to
the sustainable achievement of the organization [10], with consequences not just for the
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environment but also for businesses and the members of organizations. Dumont, Shen, &
Deng [7] stated that one noteworthy topic addresses the issue that green human resource
management practices improve individual/employee green behavior (EGB), however, there
are other issues such as the psychological and personal aspects that must be considered, as
they also explain the effect of GHRM on employee green behavior.

This study provides a preliminary understanding of the impact of GHRM practices
in predicting EGB; however, a thorough knowledge of the processes and mechanisms
by which GHRM practices influence these behaviors is required [11]. In this respect the
primary goal of the present study is to provide findings that will help to close this gap
by looking at the impact of GHRM practices on EGB, as well as how GHRM affects EGB
through various mechanisms based on Social Identity, Person-Organization fit, Ability-
Motivation-Opportunity and Supplies-Values fit theories. The study also claims that GHRM
practices influence employee psychological green climate (an individual’s perceptions about
the organization) [12]. Organizational GHRM practices, according to the psychological
green climate research, will contribute to psychological green climate perception, which is
strongly linked to sustainable behavior [6].

Unlike other studies, this study uses undergraduate students as prospective employ-
ees instead of job seekers who may be looking for employment and therefore settle for any
job, or current employees who are already employed at one organization even though they
are seeking possible employment elsewhere. The recent literature indicated that studies
regarding the perceived corporate social responsibility practices of organizations and the
role of these perceptions in attracting prospective employees (university students) [13],
university students’ (as prospective employees) perceptions of environmental sustainability
and job search implications [14], and the effect of perceived GHRM on the job pursuit in-
tention of students as prospective employees [15], have been conducted. Despite the recent
growth of research into organizations’” development of green strategies, the determinants
of employees’ green behaviors still call for further research.

The limited research that does exist on GHRM mainly links it to the existing employee
outcomes [7,16]. However, studies related to the role of perceived GHRM in determining
prospective employee behavior are almost non-existent. As a result, this study makes a
valuable contribution to the literature by assessing university students’ (as prospective
employees) perceptions of the GHRM practices, EGB, and psychological green climate
nexus as well as indicating the necessity that organizations take grasp of the increasing
interests and concerns of their efforts in attracting prospective employees who indicate the
inclination to display green workplace behavior.

Finally, this study concentrates on perceived GHRM, the reason being that perceptions
have shown to more closely shape the attitudes and behaviors of employees when compared
to actual firm behaviors [17].

2. Literature Review and Hypothesis
2.1. Green Human Resource Management and Employee Green Behavior

Corporates began to respond proactively toward environmental challenges that went
beyond pollution and environmental damage reduction at the onset of the millennium [18].
There is also an incorporation of business priorities and environmental goals in the modern
approach. Organizations are under growing pressure to improve their environmental
and social sustainability [19]. The developing universal awareness towards protecting the
environment has forced businesses to follow practices of GHRM, that is, “HRM dimensions
of green management,” and to encourage environment-friendly workplace behaviors of
employees [18]. By linking dimensions such as recruitment and selection (RS), training
and development (TD), performance management (PM), and compensation management
(CM), with the organization’s environmental goals, GHRM can improve the enforcement
of environmental management (EM) system [20]. GHRM was discovered to be critical in
the development of a sustainable culture in organizations [21].
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The foremost objective of GHRM is to create an ecological workplace and environmen-
tally responsible worker attitudes. The definition of GHRM is made by “Renwick et al. [18]
as the HRM aspects of EM”. Later, Opatha, and Arulrajah [21] provided a broader definition
saying GHRM is a structure that focuses on practices aimed at creating green employees
so that everyone, including employees, society, and businesses, can benefit. Individuals,
society, the natural world, and industry benefit from GHRM practices, which maintain
environmental protection [21,22]. GHRM practices help businesses generate a green work-
force that understands and appreciates environmental initiatives. According to Mishra [23],
GHRM is adopted in the HRM phases of RS, TD, and CM to preserve green objectives.

GHRM was born out of a desire to balance individuals” and businesses’ social and
economic well-being while also raising environmental awareness [21] and providing long-
term advantages to the company [23,24]. It is suggested by Babiak and Trendafilova [25];
and Evangelinos, Nikolaou, and Leal Filho [26] that a work environment characterized by
GHRM practices is favorably connected with employees’ ability to develop and integrate
environmentally sustainable solutions. Environmental awareness, training, evaluating
employees’ environmental performance (EP), and awarding should all be part of GHRM,
according to Perron, Coté, and Duffy [27]. As for Renwick et al. [28], the constituents of
GHRM include recruiting, selecting, training, and developing environmental knowledge.

GHRM primarily employs individuals who support the organization’s green values
and goals, develops training programs to improve employees’ environmental knowledge,
skills, awareness, and attitudes [29], and incorporates environmental factors into employee
performance evaluation, compensation management, and employee authorization [30].
GHRM can measure and impact employees’ task-related and voluntary green behaviors
through these green-oriented management activities.

Scherbaum, Popovich, & Finlinson [31] described employee green behavior (EGB)
as “the willingness to engage in environmentally friendly activities”. Examples of these
behaviors may be turning off the lights at the end of the day when leaving the office, while
printing using both sides of the paper, using reusable cups instead of disposable ones,
assisting organizations to apply green strategies, and reducing the increase of waste with
environmentally friendly new initiatives. The development of EP is enhanced by such
behaviors [9]. Employee engagement in green behaviors is an effective tool for achieving
environmental responsibility [32,33].

Norton et al. [34] revealed that there are two forms of green behavior among employ-
ees which are task-related and voluntary. Task-related green behavior (task-related EGB)
is defined as the green behavior conducted under organizational limitations and within
the scope of required job duties. It is the behavior that is formally outlined and included
in the job description [35]. On the other hand, green behavior that involves personal
effort and exceeds organizational expectations is referred to as voluntary employee green
behavior (voluntary EGB) [34]. Voluntary behavior is not stated in standard job descrip-
tions, but it contributes to the organization’s long-term viability by combining individual
employees’ efforts [36].

GHRM practices had a positive effect on employee environmentally responsible be-
havior across a wide range of businesses, according to a study by Saeed et al. [37]. Because
GHRM practices were officially respected and rewarded, it was thought that they would
have a direct effect on company green task-related behavior, which would subsequently
become standard workplace behavior. Individuals” awareness of the company’s green
attitude, dedication to enforcing such behaviors, and green behaviors they engage in their
daily lives, on the other hand, can be influenced or not by GHRM practices because vol-
untary green behavior is not officially recognized. According to Dumont et al. [7], GHRM
can affect task-related green workplace behavior both directly and indirectly but can only
indirectly affect voluntary behavior. Furthermore, the findings from the study of Zhou
and Zhang [38] verify the indirect effects of GHRM practices on task-related and voluntary
green behaviors. Chen [39] argued that an organization’s GHRM practices, as perceived by
its employees, could have a positive impact on its green behavior.
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Social Identity Theory (SIT) states that individuals aim for social principles in con-
fidence levels by associating with respected firms to improve the firm’s appearance as a
successful entity and to establish the position and role of the firm. Employees’ self-concept
and self-esteem are strengthened by the firm’s enhanced reputation and position, and as a
result, they connect more with the company. When organizational identification (OI) rises,
workers exhibit behaviors that aid in improving organizational performance (OP). The
social identity theory has gained much attention among researchers because of its potential
to explain the relationship between organization and employee [40]. Hence, this study
hypothesizes that:

Hypothesis 1a (H1a). Perceived GHRM is positively related to prospective employees’ task-related
green behavior.

Hypothesis 1b (H1b). Perceived GHRM is positively related to prospective employees’ voluntary
green behavior.

This study conceptualizes and discusses five different GHRM practices.

2.2. Green Recruitment and Selection

Green Recruitment and Selection (RS) is a significant component in GHRM practices [41].
Organizations attract and choose candidates who are committed to issues about the
environment [3]. A previous study conducted by Renwick et al. [18] summarized green RS
in three aspects; the green awareness of applicants, branding of the green employer, and
green criteria to attract applicants.

According to Perron et al. [27], the fundamental aspect of green RS is green awareness
of candidates that involves the personality factors that allow the achievement of environ-
mental goals such as green consciousness of candidates. Environmentally conscious em-
ployees have been discovered to constantly improve their environmental awareness, which
improves their firms” EP. Firms should utilize a series of standards to recruit and select
environmentally conscious people, ensuring that all workers are familiar with the issues.

The image of an organization’s “environmental management (EM)” that can be estab-
lished through GHRM practices is referred to as green employer branding. Through green
employer branding, prospective employees can make a strong connection between their
values and those of an organization, and they may love working for an environmentally
conscious company. The last aspect is a green standard that should be used to assess
and select workers. Recruiting companies, for example, should put emphasis on their
environmental considerations in job descriptions and employee specifications. Employees
that perform best in these areas can be chosen through a series of questions related to their
environmental awareness, values, and beliefs [18]. Employees are more likely to expose be-
haviors that are in line with the organizational goal if the person-organization fit (P-O fit) is
ensured. As a result, green RS is prone to build a workforce that allocates the organization’s
green philosophies and culture while also conducting both “task-related and voluntary”
green behaviors to achieve the organization’s goals. Based on the P-O fit theory, employees
should display behaviors that align with the organization’s practices. Hence, green RS is
a very important practice that creates a workforce that shares the green principles of the
institution that performs EGB and supports the objectives of the organization. Therefore,
this study hypothesizes that:

Hypothesis 1al (H1al). Perceived Green RS is positively related to prospective employees” task-
related green behavior.

Hypothesis 1b1 (H1b1). Perceived Green RS is positively related to prospective employees’
voluntary green behavior.
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2.3. Green Training and Development

Green training and development (TD) is a practice that enables workers to learn en-
vironmental conservation capabilities and environmental protection, both of which are
critical to achieving environmental objectives [42]. Green TD practices include raising
workers’ environmental awareness, instilling green values, and improving their ability to
implement green working practices [43]. It heightens their understanding of the connection
between their activities and the environment. It gives them the skills they need to recognize
environmental problems and take the appropriate steps to mitigate the problem [43]. The
awareness, knowledge, and skills of employees can increase by training [44]. A green
training program can enable workers to comprehend the importance of environmental
protection. Programs as such can help employees to become more sensitive towards this
issue [45]. Employee training must be implemented in organizations to protect nature,
enhance environmental awareness, allow employees to increase their abilities and self-
efficacy, and effectively apply green affairs, which will help employees embrace responsible
environmental behaviors [46]. Employees may undergo comprehensive sustainability
training through green knowledge management, developing their knowledge and skills in
environmental protection, as well as their ability to deal with complex EM problems [44].
Employees should also receive training on how to gather waste data and create environ-
mental competence.

All employees are encouraged to participate in environmental initiatives as a result
of training [45]. Employees who can recognize and address organizational environmental
issues are more likely to find their jobs meaningful, which, in turn, will result in improved
task-related and voluntary green behavior. A study conducted by Dumont et al. [7], among
Chinese subsidiaries of an Australian multinational firm, showed a positive association
between perceived GHRM and employee green task-related and voluntary behaviors in
which two out of the six items of assessment focused on green training.

The environmental protection knowledge of employees as well as their practical
ability to solve environmental problems can be enhanced by an organization’s green
training practices, making employees more likely to display task-related and voluntary
green behaviors [7].

Regarding the “ability (A) component” of Ability-Motivation-Opportunity (AMO)
theory, green TD develops skill levels of employees while helping solve the problems
regarding the environment. As a result, it enables them to be more psychologically available
in engaging with the behaviors that support the organizational objectives. Therefore, this
study hypothesizes that:

Hypothesis 1a2 (H1a2). Perceived Green TD is positively related to prospective employees’
task-related green behavior.

Hypothesis 1b2 (H1b2). Perceived Green TD is positively related to prospective employees’
voluntary green behavior.

2.4. Green Performance Management

A method of measuring employee performance in the process of EM is known as green
performance management (PM) and appraisal [3]. According to Hermann, Kroeze, and
Jawjit [47], the most critical element of green performance management for both managers
and workers is performance appraisals, which can influence the mechanism and effective-
ness of subsequent rewards and compensation. There are green performance indicators of a
green PM that are used to construct green criteria for individuals in performance appraisals
about environmental responsibilities, carbon emission reduction, and communication in
environmental concerns.

Hermann, Kroeze, and Jawjit [47] pointed out the importance of performance ap-
praisals in green PM for both managers and employees and explained the effectiveness of
subsequent rewards and compensation. Another technique to evaluate green performance
is to look at the performance results of individuals who do not succeed in EM parameters
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or are not consistent with green objectives. When these negative measures are properly
utilized, they will encourage workers to be more environmentally friendly and work for
sustainability goals in their future work.

Green PM, which involves a remuneration system, is a practice that motivates employ-
ees to be involved in green activities with promotion, appraisal, and rewards. According
to the AMO theory’s motivation component (M), green PM requires creating green per-
formance standards for individual workers and analyzing their progress toward those
criteria [48]. Employees are encouraged to engage in task-related and voluntary green
behaviors that support the organizational EP, and they are evaluated and provided feed-
back on their progress toward attaining the organization’s green goals on a regular basis.
Pinzone et al. [49] found a connection between green PM and EGB. Dumont et al. [7] ob-
served a link between employee green task-related and voluntary behavior and perceived
GHRM, as measured by six items, two of which focused on green PM. Therefore, this study
hypothesizes that:

Hypothesis 1a3 (H1a3). Perceived Green PM is positively related to prospective employees’
task-related green behavior.

Hypothesis 1b3 (H1b3). Perceived Green PM is positively related to prospective employees’
voluntary green behavior.

2.5. Green Compensation Management

Green compensation management (CM), which is a rewarding system in terms of both
financial and nonfinancial rewarding systems, aims to retain and motivate workers to help
achieve environmental goals [20]. Non-financial rewards, such as green travel benefits,
green taxes, and green recognition, are provided alongside financial incentives. Employee
transportation and travel are rewarded as part of the green travel benefits. It is possible
to persuade them to lower their carbon footprints and become more environmentally
conscious. Exemptions for the use of motorcycles and a less polluting vehicle fleet are
among the green tax incentives [46]. Green recognition rewards instill pride in colleagues
and encourage green behavior among employees more effectively [47].

CM is one of the important aspects of motivation that AMO theory supports. The
theory maintains that motivated employees perform better and hence organizations should
motivate employees to increase their performances. With this in mind, green CM is crucial
in imprinting green culture among employees; as a result, employees who demonstrate
green behavior should be rewarded both financially and non-financially to help the com-
pany achieve its green goals. As a result, green compensation practices include essential
“motivation (M)” for EGB engagement and also encourage employees to engage in green
behaviors that support the organization’s environmental goals. By promoting organiza-
tional environmental goals and offering required motivation (M) for involvement in green
behaviors, green CM practices may motivate workers to display both task-related and
voluntary behaviors. According to Dumont et al. [7], there is a connection between GHRM
that focuses on green TD, green PM, and green CM and employee green task-related and
voluntary behaviors. Therefore, this study hypothesizes that:

Hypothesis 1a4 (H1a4). Perceived Green CM is positively related to prospective employees’
task-related green behavior.

Hypothesis 1b4 (H1b4). Perceived Green CM is positively related to prospective employees’
voluntary green behavior.

2.6. Green Employee Involvement

Employees must be encouraged to contribute to pollution control and be aware of
environmental benefits by allowing them to participate in EM [18]. Tseng, Tan, and Siriban-
Manalang [50] concluded that enhancing the performance of EM practices is critical for
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getting employees involved in green functions. Renwick et al. [18] stated that a green
learning climate, a clear green vision, numerous communication channels that offer green
practices, and encouragement in green involvement are the necessary components that
measure green employee involvement (EI).

A green learning climate and numerous communication networks in the workplace
help employees become well-educated about environmental problems. A range of formal
and informal communication networks can spread green culture among employees and
create a friendly environment in which they can grow green behaviors and awareness.
Green practices (writing online newsletters and forming green teams) can be used to inspire
employees to engage in EM [51]. One strategy to encourage green El is to give employees a
chance to participate in problem-solving practices on environmental issues.

Green EI practices allow workers to participate in the organization’s greening. Em-
ployee participation in the development and execution of environmental programs is likely
to increase the awareness of employees on environmental problems, therefore contributing
to EM [52-54]. Employee engagement, on the other hand, reinforces workers [3,48] and
creates eco-intrapreneurs that continue the organization’s environmental initiatives [55]. Be-
cause employees have knowledge and skills that organizations require [52], organizations
can tap new employees’ tacit knowledge of environmental protection [56] and increase
employees’ willingness to make suggestions to improve the environment by allowing them
to participate in green activities. This will promote new employees’ in-role and extra-role
green behaviors [57,58]. This GHRM practice creates a participatory culture inside a firm
in which employees express their opinions on significant environmental issues and also
suggest solutions [54]. Green EI practices tend to stimulate employee involvement in green
performance behaviors aimed at sustaining green organizational goals by enabling employ-
ees to take responsibility for environmental issues (ability A in AMO theory) and giving
them the opportunity (O) to contribute to the achievement of environmental objectives.
Hence, this study hypothesizes that:

Hypothesis 1a5 (H1a5). Perceived Green EI is positively related to prospective employees’ task-
related green behavior.

Hypothesis 1b5 (H1b5) . Perceived Green El is positively related to prospective employees’
voluntary green behavior.

2.7. The Mediation of Psychological Green Climate Perception between GHRM Practices and
Employee Green Behavior

According to HRM literature, various underlying mechanisms may influence em-
ployee actions in an indirect way. A psychological green climate, and a social and psy-
chological system, relate to how GHRM affects EGB. Employees’ perceptions of their
organizations’ policies, as well as “individual perceptions of work environment attributes,”
are referred to as the psychological climate [59]. The studies conducted by Chou [60],
Norton et al. [61], Paillé et al. [6], and Ramus [62], demonstrated that green climate also
refers to corporations’ implementation of pro-environmental policies to achieve sustain-
ability goals. As a result, psychological green climate perception (CP) refers to the under-
standing of employees about a company’s environmentally friendly policies, practices, and
activities, as well as its green values. CP is a major factor that can affect employee attitudes
and behaviors within organizational behavior.

The psychological green climate assigns to employee perceptions of the firm’s EP
policies and practices. According to Bowen and Ostroff [63]; Kaya, Koc, and Topcu [64];
and Nishii et al. [65], employees adopt the company’s HRM policies and practices, resulting
in a change in their perceptions about the business. Employees form perceptions about the
company’s psychological green climate through this cognitive process. When a company’s
workers are informed of its strong environmental policies, it sends a message about the
company’s core values and ethics [66].
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Schneider, Ehrhart, and Macey [67] stated that climate perception is strongly related to
employee behavior. According to [59], employees first perceive and evaluate their work en-
vironments and then respond based on that perception. In line with this idea, we attribute
a similar mediating function to CP, implying that people notice and give meaning to their
workplace attributes by establishing CP, that their firms are environmentally friendly and,
as a result, they act in environmentally responsible ways. Social interactions shape em-
ployee perceptions of organizational practices, processes, and procedures while establishing
the values of those practices and processes [68]. Nishii et al. [65] argued that individuals
examine HRM practices and make judgments regarding the company’s values. In this
cognitive process, employees form their own opinions regarding the organization’s psy-
chological green climate. Employees perceive an organization as environmentally friendly
when it employs GHRM practices and procedures, and they respect its contributions to
environmental protection. Therefore, the psychological green climate is likely to improve
based on the organization’s GHRM practices.

Employees should have a greater understanding of the behaviors that are appreciated
and rewarded in the organization if there is a positive psychological green climate. When
a company promotes environmental protection as part of its overall strategy and acts
sustainably, it sends its employees the message that they should do the same. GHRM is used
by organizations that think beyond basic economic gains and that consider EM systems
when making decisions. Green activities are incorporated into the work environment
attributes of such firms, and each management function is designed with greening aims
in mind. Employees are encouraged to participate in green behaviors as a result of the
organization’s environmental concern and attempts to contribute to greening [18].

According to Chou [60], if green policies are not applied in HR activities, employees
will perceive their business as less socially responsible to the environment. As a result,
their psychological green climate perceptions would degrade. Therefore, Manika, Wells,
Gregory-Smith, and Gentry [69] stated that organizations should work to ensure that
green commitments and obligations are integrated into each function, policy, and proce-
dure of management, from job planning to performance evaluation, for all stakeholders,
including employees. Employees become more interested in green initiatives as they
become more aware of their positions and organizational priorities on greening. Accord-
ing to a study done by Norton et al. [61], psychological climate is positively related to
EGB. Dumont et al. [7] conducted a study on Chinese employees to understand the effect
of GHRM practices on green behaviors, and found that GHRM created both direct and
indirect effects on green task-related behaviors, but only indirect effects on voluntary be-
haviors through CP. Another comprehensive study was conducted by [70] which found that
psychological climate is strongly linked to both task-related and voluntary job performance.

According to the Supplies-Values fit (S-V fit) theory, with the effect of climate per-
ception, the employees’ values become congruent with those of the organization, and
those workers make their own decisions in the workplace to enhance their EP and solve
environmental issues. By implementing GHRM practices, the company aims to send a
message about its environmental issues that goes beyond financial benefit, while it also
aims to involve employees in green activities [18]. Therefore, this study hypothesizes that:

Hypothesis 2a (H2a). Perceived GHRM indirectly influences prospective employees” task-related
green behavior through the mediation of Psychological Green Climate Perception.

Hypothesis 2b (H2b). Perceived GHRM indirectly influences prospective employees” voluntary
green behavior through the mediation of Psychological Green Climate Perception.

The conceptual framework for this study is presented in Figure 1.
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Figure 1. Research Model.

3. Methodology
3.1. Research Population and Sample

This cross-sectional study employed a survey method where the data was gathered
through a questionnaire from undergraduate students studying at the largest university
in North Cyprus, which has a population of 27,000 (at the start of the study). This study
perceives students as prospective employees. The choice of university is based on the
fact that because it is the largest in North Cyprus, it produces the greatest number of
prospective employees. The present study is quantitative and a convenience sampling
method was implemented. A sample size of 384 has been regarded as suitable in research
and has consequently been used in thousands of articles and theses [71]. The researchers
used this criterion to determine the sample size for the study. In this respect, a total of
400 questionnaires were administrated to the student respondents either in electronic or
hard copy form. Respondent students were approached by the researchers and were asked
if they were willing to participate in the study. The respondents were assured that their
rights to privacy, anonymity, and self-determination were to be respected. Furthermore,
the respondents were informed about the importance and purpose of the study. The ques-
tionnaire informed the respondents that participation was voluntary and that the collected
data would be used only for academic research purposes. Respondents who preferred
to complete the questionnaire as a hard copy were presented with the questionnaire and
asked to complete it and return it to the authors. Respondents who preferred the elec-
tronic version were asked to provide their e-mail addresses to which the questionnaire
link was sent. Respondents were not given any kind of deadline to complete and return
the completed questionnaire. The data collection process took place between October and
December 2020. Of the 400 distributed questionnaires, 390 were returned, and 342 were
usable. Of the 342 respondents, 63% were male and 37% were female; 5% were aged 18,
45% were aged between 19 and 21, and 50% were aged between 22 and 25.

3.2. Measures

The questionnaire consisted of four parts; demographic information, the Green Human
Resource Management Scale, the Employee Green Behavior Scale, and the Psychological
Green Climate Perception Scale. GHRM practices were measured using the measurement
scale adopted from Tang et al. [72] & Dumont et al. [7]. The scale includes 21 items in five
sub-dimensions: green recruitment and selection (RS), green training and development
(TD), green performance management (PM), green compensation management (CM), and
green employee involvement (EI). Green RS, green TD, green PM, and green CM were all
measured through 4 items each, and green EI was measured through 5 items. Respondents
were asked to rate their level of satisfaction as to the perceived existence of the GHRM
practices on a five-point Likert scale extending from 1 (strongly dissatisfied) to 5 (strongly
satisfied). Respondent students, as prospective employees, were asked to assume them-
selves as future job seekers in the job market and respond to each item in this respect. A
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sample item includes “My company provides employees with green training to develop
employees’ knowledge and skills required for green management.”

The Employee Green Behavior Scale was adopted from Norton et al. [61]. The scale
consisted of six items, 3 items for task-related behaviors and 3 items for voluntary behaviors.
Again, the respondents were asked to indicate their level of satisfaction on a five-point
Likert scale for each of the 6 items, as prospective employees, in regard to their perceived
future green work behavior. A sample item includes “I will take a chance to get actively
involved in environmental protection at work”.

The Psychological Green Climate Perception Scale was adopted from Norton et al. [61].
The scale consisted of eight items. Like the previous two scales, respondents were asked
to indicate their level of satisfaction on a five-point Likert scale for each of the 8 items,
as prospective employees, in regard to their perceived future workplace. A sample item
includes “My company believes it is important to protect the environment”.

In order to warrant the validity of the study, it was necessary to ensure that the
respondent students had fair knowledge and understanding of the concepts of GHRM,
EGB, and psychological green climate behavior, therefore explanations of each of the study
variables were provided at the beginning of the questionnaire.

3.3. Data Analysis

Initially, we ran a test in the statistical package for the social sciences (SPSS) version
25 to see if the data was eligible for analysis. Missing data, outliers, normality, linearity,
multicollinearity, and homoscedasticity were all part of the data screening process. Then,
to measure the internal consistency, the Cronbach’s alpha of each variable was measured.
Next, we used exploratory factor analysis to measure sample adequacy by using SPSS 25
and confirmatory factor analysis to measure the validation of the developed constructs
by using Analysis of Moment of Structure (AMOS) 24. Finally, we used an SPSS Process
Macro Version 3.1 developed by Hayes & Rockwood [73] to identify direct, indirect, and
mediating effects of variables, and then we evaluated the hypotheses.

3.4. Common Method Bias and Reliability of Variables

When data is collected from a single source, common method variance (CMV) can
magnify relationships [74]. Harman’s single-factor test was used to determine whether
one general factor could account for the majority of the variance [74]. The idea underlying
this test is that if method variance allows for covariation among the factors, factor anal-
ysis should identify “a single factor” that best fits the data. The findings revealed that
the first factor accounted for just 25.35%, which was acceptable by previous researchers’
standards [74,75]. “Common method bias” was not present in the data set. All scale relia-
bilities (Cronbach’s « coefficients of all variables) were above the threshold of 0.7 which
are as follows: GHRM (overall): o« = 0.777, RS: o« = 0.745, TD: o = 0.779, PM: « = 0.700,
CM: o =0.700, EI: & = 0.806, CP: o« = 0.823, EGB: o« = 0.794.

3.5. Factor Analysis

Researchers use “exploratory factor analysis (EFA)” to reduce a large number of
variables into fewer numbers of factors and classify relationships among them [76]. Only
those items that loaded 0.4 or higher on a single item were included, as suggested by
Hair et al., [77]. The “Kaiser-Meyer-Olkin (KMO) was 0.838, and Bartlett’s test of sphericity”
was significant at p < 0.05 which shows that factor analysis may be useful with the data,
effectively satisfying Kaiser’s sample value requirement. “Confirmatory factor analysis
(CFA)” was used in the validation of the constructs (green RS, green TD, green PM, green
CM, green EI, CP, and task-related EGB and voluntary EGB).

In the testing model for CFA, all factor loadings were significant (p < 0.05). The
evaluation of the model fit was made according to various fit indicators, including the
x? goodness-of-fit test, comparative fit index (CFI), the tucker-lewis index (TLI) and the
root mean square error of approximation (RMSEA). The testing models’ outcomes were as
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follows: x? = 695.178, df = 322, x?/df = 2.159, CFI = 0.917, TLI = 0.902, and RMSEA = 0.058;
the results revealed that the model achieved the required standard. The composite reliability
(CR) of eight variables was 0.600 to 0.927, which was higher than the threshold of 0.6.
Likewise, the average variance (AVE) was extracted for each factor, and the value ranged
between 0.50 and 0.67, which was higher than 0.5, indicating that the questionnaire was
both convergent and discriminately valid [77].

4. Results
4.1. Descriptive Statistics and Correlation Analysis

The means, standard deviations, and correlation coefficients of the variables addressed
in the study are shown in Table 1.

Table 1. Descriptive Statistics and Correlation Coefficients of Variables.

No “VARIABLE” Mean SD 1 2 3 4 5 6 7 8
1 “Green recruitment and selection” 4.15 0450 1
2 “Green training and development” 4.26 0460 0539 1
3 “Green performance management” 413 0.500 0547 0477 1
4 “Green compensation management” 4.05 0.580 0475 0448 0522 1
5 “Green employee involvement” 4.16 0.520 0419 0476 0362 0482 1
6 “Psychological green climate perceptions” 4.36 0.002 0.327 0425 0339 0327 0254 1
7 “Employee Green task-related behavior” 4.33 0.400 0387 0441 0357 0378 0297 0381 1
8 “Employee Green voluntary behavior” 4.24 0.430 0335 0406 0371 0354 0383 0346 0648 1

Note that: SD = standard deviation; p < 0.05.

Green TD correlated positively with task related EGB (r = 0.441, p < 0.05), with
voluntary EGB (r = 0.406, p < 0.05), and with CP (r = 0.425, p < 0.05). All GHRM practices
also correlated positively and significantly with CP and task-related EGB and voluntary
EGB. Table 1 shows a significant correlation (r = 0.381, p < 0.05) and (r = 0.346, p < 0.05)
between CP and task-related EGB and voluntary EGB, respectively.

There was no significant correlation between the control variables with task-related
EGB and voluntary EGB. According to Petersitzke [78], insignificant control variables can
influence the values of the model’s significant variables. As a result, the model does not
incorporate the control variables.

4.2. Hypothesis Testing

A regression-based statistical mediation analysis approach proposed by (Hayes &
Rockwood, [73], Tables 2 and 3 illustrate the disintegration of the influence of GHRM
practices on task-related EGB and voluntary EGB into direct and indirect causal effects
functioning through CP. The first step of the analysis revealed that demographic variables
had no significant effect on task-related EGB and voluntary EGB. In step two, a significant
direct effect of GHRM on task-related EGB and voluntary EGB was detected, but there was
a significant indirect effect of CP between GHRM and task-related EGB and voluntary EGB
as well. The indirect effect (mediation effect) of GHRM on task-related EGB (0.0632) and
voluntary EGB (0.0659) through CP was significant and these results provided support for
H2a and H2b. The total effect of GHRM was always higher than the mediating effect of
CP when the GHRM practices were entered into the model. In other words, the mediated
model was not superior to the main model, and it was concluded that the model was
partially mediated.
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Table 2. Causal Effects of GHRM Practices and Psychological Green Climate Perception Predicting
Task-related EGB and Hypotheses Results.

“Indirect Effect”

Hvpothesis v R2 R? with “Total Effect” on “Direct Effect” on through Hypothesis
yp P Mediator Task-Related EGB  Task-Related EGB Psychological Acceptance
Green Climate
Hla GHRM  0.1619  0.000 0.1856 0.4719 0.4087 0.0632 Accepted
Hilal RS 0.0943  0.000 0.1401 0.2941 0.2463 0.0478 Accepted
Hla2 TD 0.1397  0.000 0.1647 0.3260 0.2749 0.0511 Accepted
Hia3 PM 0.0824  0.000 0.1270 0.2386 0.1916 0.0470 Accepted
Hla4 CM 0.0982  0.000 0.1410 0.2586 0.2148 0.0438 Accepted
Hila5 EI 0.0482  0.000 0.1088 0.1835 0.1501 0.0334 Accepted
GHRM, Green Human Resource Management, PM, Performance Management, CM, Compensation Management,
TD, Training and Development, RS, Recruitment and Selection, EI, Employee Involvement, EGB, Employee
Green Behavior.
Table 3. Causal Effects of GHRM Practices and Psychological Green Climate Perception Predicting
Voluntary EGB and Hypotheses Results.
“Indirect Effect”
. R? with “Total Effect” on  “Direct Effect” on through Hypothesis
2
Hypothesis v R v Mediator Voluntary EGB Voluntary EGB Psychological Acceptance
Green Climate
Hilb GHRM 0.1833 0.000 0.2006 0.6141 0.5482 0.0659 Accepted
Hilbl RS 0.0719 0.000 0.1160 0.3142 0.2569 0.0573 Accepted
H1b2 TD 0.1232 0.000 0.1466 0.3745 0.3141 0.0604 Accepted
H1b3 PM 0.1007 0.000 0.1367 0.3226 0.2710 0.0516 Accepted
Hib4 CM 0.0906 0.000 0.1293 0.3037 0.2528 0.0509 Accepted
H1b5 EI 0.1084 0.000 0.1548 0.3367 0.3009 0.0358 Accepted

GHRM, Green Human Resource Management; PM, Performance Management; CM, Compensation Management;
TD, Training and Development; RS, Recruitment and Selection; EI, Employee Involvement, EGB, Employee
Green Behavior.

Employee green task-related and voluntary behaviors were significantly predicted by
each of the GHRM practices. Green TD showed the strongest relationship to task-related
EGB and voluntary EGB (§ = 0.3260 and 3 = 0.3745, p = 0.000) followed by green RS
(B =0.2941 and 3 = 0.3142, p = 0.000), green PM (3 = 0.2386 and 3 = 0.3226, p = 0.000),
green CM (3 = 0.2586 and {3 = 0.3037, p = 0.000) and green EI (3 = 0.1835 and 3 = 0.3367,
p = 0.000). We conducted a mediation analysis using an SPSS Process Macro. The total
effects shown in Tables 2 and 3 are the unstandardized coefficients obtained for the GHRM
practice and its dimensions when first inserted in the equation predicting task-related EGB
and voluntary EGB. The “unstandardized coefficients” of these variables when CP was
incorporated into the equation represent the direct effect of the GHRM practice and its
dimensions on task-related EGB and voluntary EGB.

Finally, to calculate the indirect effect of GHRM practice and its dimensions on task-
related EGB and voluntary EGB, operating through CD, the difference between the total
effect and direct effect of the GHRM practice and its dimensions was applied. As shown
in Tables 2 and 3, each GHRM practice has both direct and indirect effects on task-related
EGB and voluntary EGB. Each GHRM practice has the following effect on task-related EGB:
Green RS has an indirect effect of 4.78% through CP and a direct effect of 24.63%. Green TD
has an indirect effect of 5.11% through CP and a direct effect of 27.49% on task-related EGB.
Green PM has an indirect effect of 4.70% through CP and a direct effect of 19.16%. Green
CM has an indirect effect of 4.38% through CP and a direct effect of 21.48%. Green EI has
an indirect effect of 3.34% through CP and a direct effect of 15.01%. Furthermore, CP has a
direct effect on task-related EGB ( = 0.1828, p = 0.000), indicating that a mediation effect
is present.

The effect of each GHRM practice on voluntary EGB is as follows; Green RS has a
5.73% indirect effect through CP and a 25.69% direct effect. Green TD has an indirect effect
of 6.04% through CP and a direct effect of 31.41%. Green PM has an indirect effect of 5.16%
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through CP and a direct effect of 27.10% on voluntary EGB. Green CM has an indirect effect
of 5.09% through CP and a direct effect of 25.28%. Green EI has an indirect effect of 3.58%
through CP and a direct effect of 30.09%. As a result, CP has a direct effect on voluntary
EGB (3 =0.1907, p = 0.000), indicating that a mediation effect is present.

5. Discussion

Based on the SIT, P-O fit, AMO, and S-V fit theories, this study proposes an influence
pathway model of perceived GHRM practice on task-related EGB and voluntary EGB, using
CP as a mediator for prospective employees (students). To evaluate the model’s hypotheses,
a questionnaire survey was conducted, and the results of the study validated them all.
The study also examines theoretical contributions and their implications for practice, as
well as study limitations and future research directions. Human resources are the most
valuable asset of a company and play a crucial role in employee management. Modern
human resource managers have been charged with integrating the green HR concept into
the corporate mission statement and HR policies, given the recent increase in corporate
interest in greening the business.

This study implemented and evaluated a model in which GHRM practices (green
RS, TD, PM, CM, and EI) are positively related to EGB, and CP mediates the relationship
between these GHRM practices and employee green task-related and voluntary behaviors.
The study’s results supported the hypothesized model. Employee task-related and volun-
tary behaviors of prospective employees are positively influenced by GHRM practices. This
result is consistent with the findings of Dumont et al. [7], who found a significant relation-
ship between GHRM practices and EGB. Green employee task-related behavior is a type of
workplace behavior that employees adopt to satisfy the demands of their jobs while also
adhering to the organization’s laws and regulations. Therefore, this suggests that prospec-
tive employees perceive themselves to be willing to engage in voluntary green workplace
behavior so as to improve their perceived EP and address future environmental issues.

New findings from this study show that GHRM practices have a bigger impact on
voluntary EGB than task-related EGB. The present study also found that TD has the greatest
influence on voluntary behavior while TD and RS have greater influences on task-related
behavior. RS is an important practice that can strive to build a workforce that shares the
organization’s green values, resulting in the achievement of EGB that endorses organiza-
tional goals. Employee social interactions define the perceptions of organizational rules,
practices, and activities that they experience in the workplace, resulting in a psychologi-
cal climate [79]. This result shows that with the effect of RS, the prospective employees’
values can become congruent with those of the organization, and, in turn, the prospective
employees perceive themselves to demonstrate green behavior in the workplace [80].

These results also point to the fact that organizations should engage in environmental
education and training, to enhance their employees’ environmental awareness and should
provide informal encouragement to show to employees the importance of having a green
workplace. Green information is provided by the organization, but employees also need to
acquire it to increase their environmental knowledge, become more aware of the impor-
tance of the environment to individuals and businesses, and create a demand for relevant
information [81]. TD practices improve employees’ abilities to achieve organizational goals;
therefore, through TD practices, prospective employees will be able to develop a more
comprehensive awareness of their organization’s environmental strategic objectives, define
the significant role of individuals in EM of the firm, and deepen their understanding of
green management and adopt green behavior. Instead of being directly influenced by
GHRM practices, individual perceptions of the organizational green climate resulting from
adoption are mostly responsible for voluntary EGB, which is not formally acknowledged
and rewarded.

The main aim of PM is to establish an environment in which individuals may work
to their full potential to deliver the highest-quality work most efficiently and effectively
possible. In this respect, the results of the study add more to the S-V fit theory by showing
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that prospective employees perceive themselves to adopt green voluntary behavior more
when they are influenced directly by organizational GHRM practices. The study found
that CM practice increases prospective employees’ morale and therefore perceives that this
will encourage them to put in extra effort, display task-related green behaviors, and adopt
those behaviors voluntarily. However, it was found that CM is the least effective practice
compared to other GHRM practices. Employee engagement in the environment shows the
motivation coming from within [81].

The results show that green EI has a significant role in the voluntary behavior of
prospective employees; they perceive themselves as attaching to the organization and thus
identifying with the organizational values [6], and as a result, change their behaviors to
adopt the green value of the organization. Furthermore, this also indicates that they perceive
themselves as willing to go above and beyond to ensure that the firm’s green goals are
met, consistent with the literature [49]. Moreover, green El is a vital component of GHRM
practices, which helps to improve the firm’s long-term performance considerably [82].

The results also reveal that task-related and voluntary green behaviors are posi-
tively influenced by perceived GHRM. The findings support those of Jiang et al. [83]
and Dumont et al. [7], who found a direct link between GHRM and EGB.

Implementation of HRM has a crucial impact on organizational performance [84].
Organizations have been compelled to include environmental issues into their mission,
goals, and strategies as public awareness of environmental sustainability has grown. Con-
sequently, academic interest in the role of HRM has increased in recent years [4,18].

6. Conclusions
6.1. Theoretical Implications

This study expands the use of SIT, P-O Fit, S-V Fit, and AMO theories to understand
the impact of prospective employees’ green ability, motivation, and opportunity on CP and
EGB. The results of this study are expected to be helpful to organizations that use envi-
ronmental practices. It has been shown that employees who participate in the company’s
environmental initiatives will adopt greener behaviors. The findings also indicate that the
green ability (A) and S-V fit of prospective employees are strategic and key resources for im-
proving EGB. The results further complement the S-V fit theory in that employees adopted
green voluntary behavior more than when they were influenced directly by organizational
GHRM practices. HRM is highlighted as having an important role to play in maintaining
GHRM practices and policies, as well as the role they play in recruiting new employees who
are more environmentally aware. Through empowerment, support, and the motivation of
employees, HRM can make a significant contribution to the organization’s sustainability
efforts. In the study, we found that CP played a mediating role in the relationship between
GHRM and EGB which maximizes CP’s contribution to a sustainable environmental effect.

Kim et al., [40] stated that SIT has gained much attention among researchers because of
its potential to describe the relationship between perceived GHRM practices and EGB. For
instance, employees may show a high level of organizational commitment when perceiving
a positive image of green human resource management activities [85]. According to
the theory, individuals aim for social principles in confidence levels by associating with
respected firms to improve the firm’s appearance as a successful entity and to establish the
position and role of the firm. Employees’ self-concept and self-esteem are strengthened
by the firm’s enhanced reputation and position, and as a result, they connect more with
the company. When organizational identification (OI) rises, workers exhibit behaviors that
aid in improving organizational performance (OP). The findings of this study validate the
relationship between perceived GHRM practices of prospective employees and employee
green behaviors. The interesting findings of this study will provide a better understanding
of the perceived GHRM practices on the achievement of environmental performance.

Zibarras and Coan [11] suggested that a thorough knowledge of the processes and
mechanisms by which GHRM practices influence environmental behavior is required.
There are a number of issues to examine, including psychological and personal factors,
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when analyzing the impact of GHRM on employee green behavior. Based on the S-V fit
theory, researchers are encouraged to investigate psychological mechanisms that influence
the link between GHRM and EGB’s. As a result of this, this was incorporated into the
study, providing important support that GHRM's perceived environmental reputation
influences employee green behavior through sending messages about the organization’s
environmental challenges that go beyond financial gain. This study introduces perceptions
of university students as research objects and verifies the psychological mechanism of
GHRM'’s influence on employee green behavior. Regarding this study, we suggest that there
is an involved relationship between the prospective employees and organizations based on
S-V fit theory. With the effect of CP, the employees’ values become congruent with those of
the organization, Thus, GHRM provides adequate organizational support to the prospective
employees by enabling the company to send a message about its environmental issues and
involves the employees in green activities, so that they will demonstrate green behavior.

Based on the P-O fit theory, employees should display behaviors that align with the
organization’s practices. Hence, green RS is a very important practice that creates a work-
force and shares the green principles of the institution that performs EGB and supports
the objectives of the organization. If the P-O fit is ensured, employees are more likely
to expose behaviors that are in line with the organizational goal. As a result, green RS
is prone to build a workforce that allocates the organization’s green philosophies and
culture while also eliciting both task-related and voluntary green behaviors to achieve the
organization’s goals. Based on the P-O fit theory, employees should display behaviors that
align with the organization’s practices, and the findings in the study validated that green
RS is a very important practice that creates a workforce that shares the green principles
of the institution that performs EGB and supports the objectives of the organization. As a
result, firms should strive to improve the level of fit between individuals and organizations
throughout the recruitment management process. First, throughout the organization’s
recruiting and selection process, individuals with better levels of alignment between their
personal values and the organization’s values should be recruited as much as possible.
Organizations should hire individuals who are more compatible with the organization’s
principles and who encourage task-related green behavior because individual beliefs are
stable and difficult to change. Second, personnel evaluation, training, and performance
management are recommended to improve the fit between personal ability and job re-
quirements in order to foster task-related green behavior. Finally, environmental behaviors
should be encouraged through the creation of incentive systems in order to improve the
fit between requirements and supplies (such as salary incentives, training and promotion
opportunities, etc.).

This study advances the use of AMO theory in understanding the influence of green
TD that develops skill levels of employees and enables them to be more psychologically
available in engaging with the behaviors that support the organizational objectives. Ac-
cording to the motivation component (M) of the AMO theory, green PM entails establishing
green performance requirements for individual workers and analyzing their progression
toward those criteria [86]. AMO theory maintains that motivated employees perform better
and hence organizations should motivate employees to increase their performances. With
this in mind, green CM is crucial in imprinting green culture among employees; as a result,
employees who demonstrate green behavior should be rewarded both financially and
non-financially to help the company achieve its green goals. As a result, green compensa-
tion practices include essential “motivation (M)” for EGB engagement and also encourage
employees to engage in green behaviors that support the organization’s environmental
goals. By promoting organizational environmental goals and offering required motivation
(M) for involvement in green behaviors, green CM practices may motivate workers to
display both task-related and voluntary behaviors. According to Dumont et al. [7], there
is a connection between GHRM that focuses on green TD, green PM, and green CM and
employee green task-related and voluntary behaviors. By enabling employees to take on
the responsibility of the issues regarding the environment (the ability aspect of AMO) and
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by giving them the opportunity (O) to impart to the accomplishment of environmental
objectives, green El practices tend to stimulate employee involvement in green performance
behaviors aimed at sustaining the green organizational goals.

CP, which has recently gained popularity in the environmental psychology literature,
requires further research in organizational contexts [7]. This study uses climate perception
as the underlying mechanism through which GHRM influences EGB. This aids in the
interpretation of the black box that exists between GHRM and various EGB such as task-
related and voluntary.

Since organizations suffer financial losses as a result of employee turnover, the ap-
plication of GHRM could be considered one of the remedies for the problem. This study
draws attention to the necessity to create awareness of the implementation of sustainability
dimensions into HRM departments of firms. It also signifies the role of GHRM practices in
achieving environmental sustainability and adds to the literature about the understand-
ing of the GHRM concept by submitting a conceptual model of the relationship between
GHRM and EGB, and contributes to the theory by enhancing GHRM, which is still in its
early stages.

As well, the study contributes to the literature on behavioral HRM by providing
complete knowledge of the interactions from the perspective of prospective employees.
Furthermore, it focuses on the environmental side of HRM, which yielded results that have
significant contributions to EM literature. This study will also add to our understanding of
how to raise green awareness and how HRM contributes to a successful EM, which will help
policymakers enact policies to encourage businesses to follow GHRM practices. Employees
should receive green training to help them understand the importance of EM and to provide
them with the skills and knowledge they need to fulfill their green responsibilities.

Furthermore, most of the studies that have been conducted on environmental manage-
ment report the perspective of current employees or current job seekers, however very little
research exists reporting the perspective of university students as prospective employees.
This study attempts to partially fill this gap, though substantially more research is needed.

On the whole, the findings of this study provide several theoretical contributions by
creating a GHRM model to fill various gaps in the literature on environmental sustainability
as well as the literature on EM and behavioral HRM. First, the research contributes to the
limited studies on GHRM, CP, and employee green behavior. It also advances understand-
ing regarding the interrelationship between GHRM, CP, and employee green behavior. The
research showed that GHRM positively and significantly affects climate perception and
climate perception positively and significantly affects the employee green behaviors in the
workplace. The research confirmed the mediating role of CP in the relationship between
GHRM and EGB in the workplace. This confirms that the results of perceived GHRM can
be generalized in the same context.

6.2. Practical Implications

One of the objectives of the study was to provide empirical evidence on the relationship
between perceived GHRM and EGB. According to the study, GHRM has a positive effect
on EGB. Additionally, this study shows that GHRM practices have a greater impact on
voluntary EGB when compared to task-related EGB.

The research has several implications for managers and employers. The results of
the present study reinforce the idea that employee retention should be achieved through
GHRM practices. Managers in organizations need to pay more attention to recruiting and
selecting employees with pro-environmental behaviors. A personality test confirming these
types of behavior should be conducted before selecting the right employees.

GHRM practices should, first and foremost, be integrated into the firm’s growth
strategy. Environmental HRM practices may be beneficial to organizations that serve to
improve environmental behavior at the individual level. According to the current study;,
organizations should adopt GHRM practices to implement organizational green policies
efficiently and successfully [7,81,87,88]. When making decisions on how to invest in and
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nurture GHRM practices, management could use the GHRM indicators. Furthermore, envi-
ronmental concerns should be considered in the recruitment process, and environmental
criteria should be included in messages. Job candidates should be asked environmental
questions during interviews to determine their level of environmental knowledge and
awareness. Employees must also be aware of their green aims and responsibilities.

Next, organizations can improve PM systems by including corporate EM targets
into the performance appraisal system, offering regular feedback to employees to help
them fulfill environmental goals or promote their EP, and evaluating EP as a performance
indicator. Performance indicators should also be provided to PM systems and appraisals by
organizations. Furthermore, organizations should provide green rewards to employees and
involve them in problem-solving and decision-making on green issues. Green TD is another
important factor to consider as well. Among the GHRM practices, TD practice has the
greatest influence on voluntary behavior. Therefore, it is important to improve the extent
of implementation of green TD practice as perceived by the employees to further improve
environmental performance. To encourage green behavior among employees, it is critical to
provide environmental training to all employees to improve their concern and commitment
to environmental protection. Employees’ green training needs should be identified through
a training needs analysis. In particular, companies should help employees perform their
duties in a more environmentally friendly manner while developing their abilities and
expertise. Management should also ensure that the successful adoption of GHRM practices
results in increased employee involvement in the workplace.

As a result of GHRM, management needs to keep work-engaged personnel. Employee
involvement in green organizational practices encourages employees to be involved in
voluntary behaviors within the organization. They identify with the values of the company
and attach themselves to it. Participation of employees in green suggestion schemes and
collaborative dialogues on environmental concerns may also help to improve environmental
behavior. Furthermore, management should not focus entirely on one of the EGB; task-
related and voluntary green behaviors are both essential.

Finally, this study suggests that universities should be more conscious of building
students’ “green” attitudes through green education, making them more conscious of the
notions of green and sustainability when they eventually start seeking employment.

6.3. Limitations and Directions for Further Research

This current study has some limitations. First, in regards to the questionnaire; there
was no room for open-ended questions to allow respondents to express their own views
on the GHRM and EGB relationship. Also, even though the study variables were clearly
defined in the introduction part of the questionnaire, there was no opportunity for respon-
dents to check on misinterpretations and seek clarifications. Therefore, future studies may
adopt a qualitative approach in which interviews are used to collect data.

Second, this study used a cross-sectional sample collection method which creates
constraints in the generalization of this study. It is recommended that researchers may
replicate this study by constructing studies using longitudinal research to approve more
solid inferences.

Third, a convenience sampling method was used, however, future research should
use a random sampling method to ensure a more statistically balanced selection of the pop-
ulation. This study’s generalizability is restricted due to the use of convenience sampling;
therefore, when future studies are conducted, the use of random sampling will allow for
more generalizations.

Fourth, in regards to the sample, respondents were from one university. A direction
for further research may be to expand the sample and replicate the study at the other
universities in North Cyprus.

Fifth, this study did not take into account the demographic profile of the respondents.
Therefore, a direction for future studies may be to investigate the relevance of age, gender,
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fields of study, and level of study (undergraduate and graduate) in regards to attitudes
towards GRHM and EGB.

Sixth, future studies may employ different variables to analyze the relationship be-
tween GHRM and EGB. Through underlying mechanisms, GHRM practices impact em-
ployee green behaviors. There are some factors such as green employer branding and green
criteria that can be added as moderating variables to study the mechanism of GHRM on
EGB in different situations.

Finally, because GHRM encompasses a variety of management practices, the theoret-
ical study has revealed that different GHRM practices focus on different directions and
have distinct effects on employees. Future research could look into the effects of green
recruitment, green training and development, green performance and pay management,
and employee involvement on EGB in different studies.
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