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ABSTRACT 

 

The global COVID-19 pandemic has greatly impacted the 

education sector, necessitating improvements in its aftermath. 

However, existing research has insufficiently elucidated how 

Green Human Resource Management (GHRM) can facilitate the 

establishment of a green culture and foster green innovation. 

Furthermore, the influence of these factors on organizational 

innovation performance and long-term growth remains poorly 

understood. This study seeks to examine the correlation between 

GHRM, green culture, employees' green motivation, and process 

innovation. Additionally, it explores the mediating role of green 

culture and green innovation in the relationship between GHRM 

and process innovation. A comprehensive survey of 590 

employees from Vietnamese universities will be conducted to 

fulfill the study's objectives. This research offers valuable 

insights for managers regarding the role of GHRM in cultivating 

a sustainable culture and driving green innovation to enhance 

environmental performance within organizations. Moreover, this 

study contributes to the existing literature by demonstrating the 

positive mediating influence of green culture and employee green 

motivation on the relationship between GHRM and process 

innovation in a sustainable manner. It emphasizes the importance 

of GHRM in fostering an environmentally conscious culture and 

motivating employees to prioritize environmental responsibility, 

thereby encouraging green innovation. The implications of this 

research for top management are significant, highlighting the 

critical role of green culture and employee green motivation 

mediation, with long-term implications for future generations of 

responsible managers seeking to acquire this knowledge.   

 

Keywords: GHRM, green innovation process, green culture, 

employee’s green motivation. 

 

1.  INTRODUCTION 

 

In recent years, sustainability has garnered substantial global 

attention, prompting organizations and societies to acknowledge 

the significance of embracing environmentally conscious 

approaches. Consequently, human resource management (HRM) 

has undergone transformation to integrate sustainability 

principles, resulting in the emergence of GHRM [1]. GHRM 

focuses on integrating environmentally friendly practices and 

fostering a green culture, employee’s green motivation within 

organizations, aiming to enhance both environmental and 

organizational performance [2]. The influence of GHRM on the 

innovation process, especially concerning environmentally 

conscious practices, is a pivotal aspect. Green innovation refers 

to the development and implementation of new ideas, processes, 

and products that are environmentally sustainable. It 

encompasses a wide range of activities, including eco-design, 

waste reduction, renewable energy adoption, and resource 

conservation [3], [4]. On the other hand, green culture refers to 

the organizational values, norms, and behaviors that promote and 

support environmental sustainability. Vietnam is experiencing 

rapid economic growth and industrialization, which have led to 

increased environmental challenges. Rising pollution levels, 

resource depletion, and climate change impacts necessitate 

urgent actions toward sustainability [5]. Universities play a 

crucial role in shaping the future workforce and driving 

innovation. Therefore, examining the impact of GHRM on the 

innovation process within Vietnamese universities is essential for 

promoting sustainable development. 

 

Despite the increasing interest in GHRM, there remains a limited 

comprehension of its specific impact on the innovation process, 

particularly in relation to green innovation and green culture [1]. 

This study aims to bridge this knowledge gap by examining the 

association between GHRM practices and the innovation process 

within Vietnamese universities. The outcomes of this research 

will contribute to both theoretical and practical understanding of 

how GHRM can facilitate green innovation and cultivate a green 

culture within organizations. While the influence of GHRM on 

the innovation process has been investigated in diverse contexts, 

it is necessary to explore this relationship within the unique 

setting of Vietnamese universities. Given their pivotal role in 

shaping the socio-economic development of Vietnam, the 

contribution of these universities to green innovation and green 
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culture can significantly impact sustainable development in the 

region. Thus, the primary objective of this study is to investigate 

the influence of GHRM on the process of green innovation and 

green culture within Vietnamese universities. By examining the 

correlation between GHRM practices and the extent of green 

innovation and green culture in universities. This research aims 

to offer valuable insights into the role of GHRM in promoting 

environmental sustainability in the higher education 

environment.  

The results of this study will provide evidence-based 

recommendations for universities in Vietnam and beyond, 

enabling them to comprehend the importance of integrating 

GHRM practices to cultivate green innovation, enhance 

employees' green motivation, and foster a green culture. 

Moreover, it will contribute to the existing body of knowledge on 

GHRM and its implications for sustainable development. In 

essence, this study seeks to enhance understanding of how 

GHRM impacts the innovation process in Vietnamese 

universities. By exploring the relationship between GHRM, the 

green innovation process, and green culture, this research will 

offer valuable insights for organizations seeking to incorporate 

sustainability principles into their HRM practices and promote 

environmental sustainability. 

 

 

2.  LITERATURE REVIEW 

 

GHRM is a holistic approach that incorporates sustainable and 

environmentally responsible HR policies and practices [1]. Its 

essence lies in integrating environmental considerations into 

various HR functions, including recruitment, training and 

development, performance management, and reward systems. 

Through the alignment of HR practices with sustainability 

objectives, organizations can cultivate an organizational culture 

that fosters employee awareness and accountability towards the 

environment. Consequently, GHRM has the potential to shape 

employees' attitudes and behaviors in support of sustainability, 

thus stimulating innovation within green practices. Our analysis 

and justification of the relationship between HRM and 

performance at Vietnam University is based on the ability-

motivation-opportunity (AMO) hypothesis. The ability-

motivation-opportunity (AMO) theory, which contends that 

employees' abilities, motivations, and opportunities contribute to 

the Green Innovation process, was used to investigate the 

relationship between HRM and the Green Innovation process. 

This integrating perspective demonstrates why and how strategic 

HRM practices and effective leadership practices enhance firm 

performance. In HRM performance study [2], the Ability-

Motivation-Opportunity (AMO) theory [4] is commonly cited. 

The AMO hypothesis states that HRM practices have an impact 

on an employee's capacity (e.g., through recruitment and 

selection, training and development), motivation (e.g., rewards, 

incentives, and compensation), and opportunity (e.g., teamwork, 

empowerment) to contribute to the success of the company [3]. 

Through its performance-based rewards, employee 

empowerment initiatives, green recruitment and selection, 

training and development, and other practices, GHRM assists 

businesses with an overarching architecture while attracting, 

motivating, and retaining green human talent for improving green 

firm performance through ongoing innovations in the procedure, 

goods, and services [5]. 

 

Green HRM and green innovation 

A firm's orientation toward innovation can be positively 

impacted by HRM policies that put more of an emphasis on 

fostering a culture of commitment than compliance [5]. [6] 

mentioned a comprehensive review of prior research on the 

relationship between HRM and innovation, specifically focusing 

on administrative and process innovation [6]. Their findings 

diverged from those pertaining to product and technological 

innovation, as they revealed that HRM lacked a substantial 

influence in this domain. We make the following prediction 

based on the AMO [7]. An organization that values and 

maximizes the potential of its human talent will institutionalize 

GHRM practices in order to attract, inspire, and give green 

human resources opportunities to maximize their potential for 

green process and product innovation. As a result, we suggest: 

H1: Green HRM positively influences green innovation process. 

 

Green HRM and Green Innovation process: mediating role 

of green culture 

The firm uses green innovation, which is a strategic resource for 

environmental performance [8], to achieve its environmental 

management goals. Through significant waste & cost reduction 

that saves money, time, and resources, green product and process 

innovation significantly reduces the negative environmental 

impact of the business, if any, and increases firm performance – 

financial, social, and environmental performance [9]. Businesses 

are expected to share with their workforce their organization's 

ideology and care for environmental preservation after 

developing green HRM. Green culture becomes a significant 

method for enhancing environmental performance once 

employees understand the significance of green human resource 

management [10], [11], [12]. Employees' agreement on their 

evaluation of the circumstances they are in is actually necessary 

for green culture to be strong [10], [13]. They collaborate to 

address environmental problems and share a commitment to 

protecting the environment, promoting a "green" culture [14] 

asserts that an employer-focused green culture tends to promote 

environmentally friendly habits that improve both employees' 

social and psychological well-being and their ability to perform 

at an exceptionally high level for the environment. Due to the 

mediating function of green culture, we predict that GHRM 

indirectly influences company environmental performance 

utilizing the AMO theory [7]: 

H2: Green HRM can positively influence a green culture. 

H3: Green culture can positively influence green innovation 

process. 

H4: Green culture mediates the relationship between Green 

HRM and green innovation process. 

 

Green HRM and Green Innovation: mediating role of 

employee’s green motivation 

Employee motivation is considered as one of the three core 

components of the HR strategy. According to [15] green 

motivation motivates people to passionately perform their job 

duties. When they have green motivation, they are more 

interested in their work. Due to curiosity or interest, they feel 

more focused and engaged when performing their tasks and work 

towards sustainable goals, thereby creating green behaviors [16]. 

Employee green motivation is a key focus of green 

transformation leaders through development professional 

development and shared vision [17]. Meanwhile, green 

motivation helps the company to achieve work performance, 

through green rewards in cash or non-monetary in the 

organizational environment. They explain that the more a task is 

controlled or associated with a green reward, the stronger the 

green motivation becomes to perform green behaviors. This 

further confirms that green behaviors are created from green 

motivation. Therefore, each individual's behavior towards 
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environmental sustainability must be accompanied by a green 

motivation that the organization offers [18]. This also explains 

why members of the same organization show differences in 

environmentally sound behaviors because they have different 

green motivations to accomplish their goals. Based on the above 

problems, the following hypothesis is proposed: 

H2: Employee’s green motivation mediates the relationship 

between green HRM and Green Innovation process. 

H5: Green HRM can positively influence an employee’s green 

motivation. 

H6: Employee’s green motivation can positively influence green 

innovation process. 

H7: Employee’s green motivation mediates the relationship 

between green HRM and green innovation process. 

 

Figure 1.  

Study theoretical model 

 

 

 

 

 

 

 

 

 

 

 

 

 

3.  MATERIALS AND METHODS 

 

We used the nine-item GHRM scale from [19]. We implemented 

three recommendations from [20] for green process innovation. 

For green culture, we used six principles [21]. Employee green 

motivation is based on the 10-variable scale of [22]. 30 academic 

staff members (administrators and instructors) from a university 

who were not included in the final data collection were used in 

the pilot test. The survey's readability and comprehension were 

confirmed by the pilot test's outcomes. Those employees who 

were overseen by environmental leaders and whose departments 

were chosen for the research. Staff members at universities in Ho 

Chi Minh City make up the research sample in this article. The 

study's choice of a convention sampling approach is entirely 

consistent and in line with earlier research. In particular, we used 

our connections to universities to access institutions in order to 

choose the sample in a convenient manner. Any employee who 

was willing and able to participate at this point in the study 

utilizing a convenience sampling technique was welcome to do 

so. In Vietnam, we went out to ten universities, and at each one, 

we requested that they send staff questionnaires. Following the 

removal of certain invalid questionnaires that had omissions of 

critical information, the use of a single rating scale for all items, 

or the exclusion of information, the research results yielded 532 

valid questionnaires. The questionnaire's purpose is to gather 

data on environmentally friendly human resource management, 

green workplace cultures, employee motivation, and 

environmentally friendly process innovation. The Likert scale, 

which ranges from "Strongly disagree" to "Strongly agree," is 

used to designate responses. It has seven levels. The next section 

provides specifics regarding the scale. The official time period 

for the survey is going to be April 2023 to Jun 2023. There were 

a total of 600 questionnaires distributed directly to the volunteer 

staff members that participate in the daily operations in Vietnam 

University. After eliminating invalid questionnaires. 

 

4.  RESULTS AND DISCUSSION 

 

For the present study, we employed CB-SEM to identify the 

research study model since the CB-SEM approach has been 

demonstrated to be effective in handling basic and complicated 

frameworks. Similarly, it works with data that does not meet the 

standards for normalcy and complexity in the analysis [23]. 

Related to the covariance-based technique CB-SEM is more 

accurate in assessing and determining variable validity. The 

research found various validity approaches to estimate the 

measurement model, including convergent as well as 

discriminant validity techniques.   

 

Table 1.  

Constructs’ reliability and convergent validity 

Variables Cronbach’s 

α 

C.R AVE 

GHRM  .885  .814  .573 

GC  .903  .844  .561 

EGM  .916  .827  .616 

GIP  .904  .850  .559 

The study adheres to standardized criteria for all parameters, as 

outlined by various scholars and listed in Table 1. Convergent 

validity, as defined by [24], assesses the extent to which items 

measuring different variables represent the same construct. To 

evaluate convergent validity, two techniques were employed: 

average variance extracted (AVE) and composite reliability (CR). 

The recommended thresholds for factor loadings, AVE, and CR 

values are 0.50, 0.50, and 0.60, respectively, according to Hair, Hult, 

Ringle, and Sarstedt [23]. In addition, Cronbach's alpha should 

exceed 0.60, as suggested by Nunnally [26]. Table 1 presents AVE 

values above 0.50 and a CR value surpassing 0.60, consistent with 

[25]. Table 2 statistical findings demonstrate that all correlation 

indices are less than 0.5. This makes it easier to rule out the potential 

of multicollinearity among the research model's variables. On the 

other hand, the study verifies that there is a relationship between the 

independent variables and the dependent variable and that it is 

statistically significant (with significance level 0.00) using the 

Pearson correlation coefficient in Table 2. These correlation 

coefficients are all greater than 0.3 at the same time. 

 

Table 2.  

Mean, standard deviation and correlation between variables 

 
Mea

n 
SD   1 2 3 4 

GHM 3.54 .073 1       

GC 3.84 .71  .654** 1   

EGM 3.57 .63  .519** .416** 1  

GIP 3.64 .52  .354** .553** .562** 1 

The research evaluates the model's fit using the same standards as for 

the analysis of the model's fit of the factor measurement model in 

order to conduct the SEM test. The indicators Chi-square/df, 

RMSEA, GFI, TLI, and CFI are employed for evaluation. 

 

Structural model 

In the first step, an examination was conducted to establish a direct 

correlation between green GHRM, GC, EGM with the objective of 

quantifying their direct impact on the Green Innovation process 

(GIP). Additionally, an assessment of the indirect association was 

performed. 

 

Greem human 

resource 
management 

(GHRM) 

Green culture 

(GC) 

Green 
Innovation 

process (GIP) 

Employee’s green 
motivation (EGM) 
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Table 3.  

Direct and indirect effects of hypothesis 

Paths β-value S.E. C.R. P Remarks 

GHRM → 

GIP 
.401 .051 10.544 *** 

Accept 

GHRM → GC .429 .046 11.349 *** Accept 

GHRM 

→EGM 
.347 .071 10.129 *** 

Accept 

GC → GIP .404 .058 7.035 *** Accept 

EGM → GIP .213 .044 5.128 *** Accept 

The hypothesis testing component of this regression analysis shows 

the causal association between variables. Table 3 presents the beta-

value and p-value for assessing the acceptance or rejection of 

hypotheses. Besides, this section incorporates a structural model for 

evaluating research hypotheses. GHRM has a positive relationship 

with GIP (β = 0.401, p = 0.000), and the evidence has validated H1. 

While H2, GHRM and GC (β = 0.429, p = 0.000) and H3, GHRM 

and EGM (β = 0.347, p = 0.000) were both supported (β = 0.404, p 

= 0.000) H5 is supported, H6, the relationship between EGM and 

GIP (β = 0.213, p = 0.000) is supported. 

 

Furthermore, [26] asserts that the SEM model's simultaneous 

estimation of all the pathways makes it statistically superior. These 

methods are especially suitable for complete modeling and simple 

latent variable analysis. Causation is the core of mediation [27]. In 

order to establish the intermediary role, it is necessary to meet four 

requirements, according to [28]: (1) the independent variable must 

have an influence on the dependent variable; (2) the independent 

variable must have influence on the intermediate variable; (3) the 

intermediate variable must have influence on the dependent variable; 

and (4) when both the independent variable and the intermediate 

variable are antecedents, the intermediate variable must have a 

signify. The coefficient of effect of the independent variable on the 

dependent variable in condition 4 must be less than this coefficient 

in condition 1 if these conditions are met [29]. When condition 1's 

independent variable's impact on the dependent variable has the same 

importance and impact as condition 4's independent variable, perfect 

mediating is established. In essence, it is presumed that all four 

requirements have been met. So long as this is the case, the mediating 

role is accepted [28], [29]. 

 

The outcomes of each of these four conditional phases are displayed 

in Table 3. First off, GC and EGM are positively impacted by the 

independent variable GHRM. The second phase looks at the 

correlation between the intermediate variables (GC, EGM) and the 

independent variable (GHRM).  

 

The findings at this stage indicate that, at a 5% level of significance, 

GHRM has a favorable impact on GC and EGM. Step 3's findings 

demonstrate that GC and EGM have a favorable impact on GIP. The 

results of step 4 show that GHRM and GC, EGM both have an 

advantageous impact on GIP.  

 

The analysis's findings demonstrate that all 4 requirements for 

establishing the intermediate model are met because the effects of 

GC and EGM are greater than those of GHRM. As a result, 

hypothesis H4, H5 about the GC and EGM's intermediary role is 

accepted. The results of assessing the causal relationship between the 

research elements reveal that every relationship in the research model 

is statistically significant or that the hypotheses are accepted using 

the conventional regression weights. Positive correlations between 

variables demonstrate that these variables' influences on one another 

are proportional. 

 

5.  CONCLUSION 

 

Although there have been many studies on the impact of GHRM 

on different aspects of the organization, considering the 

relationship between GHRM and GIP through GC, EGM is still 

a relatively new research direction. Therefore, our study 

contributes more empirical evidence on the impact of GRHM on 

employee GIP through GC, EGM is the mediating variable. The 

findings of this study will provide valuable insights for 

universities and other organizations in Vietnam seeking to 

promote sustainability and green innovation process. By 

identifying the GHRM that have a significant impact on the 

innovation process, organizations can develop targeted strategies 

to enhance sustainability initiatives. From the above research 

results, we can see that GHRM has a positive effect on GC and 

EGM. This result is consistent with the Possibility - Motivation - 

Opportunity theory and previous studies [10], [16], [30]. The 

results of this study show that GHRM will motivate employees 

to strive to achieve the set green goals, and also motivate 

employees to implement greener behaviors [16]. Previous studies 

have shown that employees' attitudes and behaviors are heavily 

influenced by how they view organizational actions [31], [32]. 

 

GHRM will signal to employees that their organization is very 

active about green activities, which promotes intrinsic motivation 

to enhance their environmental behaviors in the organization. In 

other words, GHRM will make employees aware of their 

organization's green strategy, the role and results of green 

behavior bring to the company as well as their individuals, 

thereby motivating them to implement the green strategy 

implement green behaviors to achieve the organization's green 

goals. At the same time, the research results also show that, after 

adding the intermediate variables GC and EGM to the 

hypothetical model, the impact of GHRM on GIP decreases. 

Thereby confirming the importance of GC and EGM for GIP. We 

can understand that green energy management not only directly 

affects green behavior but also indirectly affects this behavior 

through promoting their green motivation. For example, a 

component of the NRM is a green reward policy (salary increase, 

bonus and position) if employees perform green behavior, this 

policy creates green motivation for employees to strive to achieve 

the goal. Be rewarded. At the same time, once motivated, 

employees will change their behavior towards environmental 

protection to get the above rewards. This study's findings will 

shed light on the impact of GHRM on the innovation process, 

specifically in the context of green innovation and green culture 

within Vietnamese universities. By understanding how GHRM 

practices influence employee behaviors and attitudes toward 

sustainability, organizations can effectively integrate 

sustainability into their operations. Ultimately, the study aims to 

contribute to the promotion of green practices and the 

development of sustainable innovations, leading to a more 

environmentally conscious society in Vietnam and beyond. 

Additionally, policymakers can utilize the results to develop 

guidelines and frameworks for integrating GHRM practices into 

educational institutions and other sectors to promote sustainable 

development at a national level. Although certain results are 

achieved in the study, the article is not immune to certain 

limitations. Further research should expand the investigation into 

other areas to complete the research framework on the 

relationship between GHRM and GIP in organizations. In the 

same research context at universities, further research can also 

choose other variables as mediating factors to coordinate the 

relationship such as: green creativity, green discipline 

management or green leadership et. for comprehensive and 
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objective research results. In addition, in the future, there should 

be further studies through in-depth interviews to better 

understand the nature of the relationships in the model. 

 

6.  REFERENCES 

 

[1] S. Munawar, D. H. Q. Yousaf, M. Ahmed, and D. S. Rehman, 

‘Effects of green human resource management on green 

innovation through green human capital, environmental 

knowledge, and managerial environmental concern’, Journal of 

Hospitality and Tourism Management, vol. 52, pp. 141–150, Sep. 

2022, doi: 10.1016/j.jhtm.2022.06.009. 

[2] A. C. Bos-Nehles, M. J. Van Riemsdijk, and J. Kees Looise, 

‘Employee Perceptions of Line Management Performance: 

Applying the AMO Theory to Explain the Effectiveness of Line 

Managers’ HRM Implementation’, Human Resource 

Management, vol. 52, no. 6, pp. 861–877, 2013, doi: 

10.1002/hrm.21578. 

[3] B. Gerhart, ‘Human Resources and Business Performance: 

Findings, Unanswered Questions, and an Alternative Approach’, 

Management Revue, vol. 16, no. 2, pp. 174–185, 2005. 

[4] G. Harrell-Cook, ‘Review of Manufacturing Advantage: Why 

High-Performance Work Systems Pay off’, The Academy of 

Management Review, vol. 26, no. 3, pp. 459–462, 2001, doi: 

10.2307/259189. 

[5] R. M. Verburg, D. N. Den Hartog, and P. L. Koopman, 

‘Configurations of human resource management practices: a 

model and test of internal fit’, The International Journal of 

Human Resource Management, vol. 18, no. 2, pp. 184–208, Feb. 

2007, doi: 10.1080/09585190601102349. 

[6] H. Seeck and M.-R. Diehl, ‘A literature review on HRM and 

innovation – taking stock and future directions’, The 

International Journal of Human Resource Management, vol. 28, 

no. 6, pp. 913–944, Mar. 2017, doi: 

10.1080/09585192.2016.1143862. 

[7] E. Appelbaum, T. Bailey, P. Berg, and A. L. Kalleberg, 

Manufacturing Advantage: Why High-Performance Work 

Systems Pay Off. Cornell University Press, P, 2000. 

[8] A.-N. El-Kassar and S. K. Singh, ‘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, vol. 144, no. C, 

pp. 483–498, 2019. 

[9] M. Del Giudice, ‘The evolutionary context of personality 

development’, in Handbook of personality development, New 

York, NY, US: The Guilford Press, 2019, pp. 20–39. 

[10] T. T. Luu, ‘Green human resource practices and 

organizational citizenship behavior for the environment: the roles 

of collective green crafting and environmentally specific servant 

leadership’, Journal of Sustainable Tourism, vol. 27, no. 8, pp. 

1167–1196, Aug. 2019, doi: 10.1080/09669582.2019.1601731. 

[11] S. K. Singh, J. Chen, M. Del Giudice, and A.-N. El-Kassar, 

‘Environmental ethics, environmental performance, and 

competitive advantage: Role of environmental training’, 

Technological Forecasting and Social Change, vol. 146, no. C, 

pp. 203–211, 2019. 

[12] S. Zhu, Y. Wu, and Q. Shen, ‘How Environmental 

Knowledge and Green Values Affect the Relationship between 

Green Human Resource Management and Employees’ Green 

Behavior: From the Perspective of Emission Reduction’, 

Processes, vol. 10, no. 1, Art. no. 1, Jan. 2022, doi: 

10.3390/pr10010038. 

[13] C. Pellegrini, F. Rizzi, and M. Frey, ‘The role of sustainable 

human resource practices in influencing employee behavior for 

corporate sustainability’, Business Strategy and the Environment, 

vol. 27, no. 8, pp. 1221–1232, 2018, doi: 10.1002/bse.2064. 

[14] L. Yang, D. Manika, and A. Athanasopoulou, ‘Are they 

sinners or saints? A multi-level investigation of hypocrisy in 

organisational and employee pro-environmental behaviours’, 

Journal of Business Research, vol. 114, pp. 336–347, Jun. 2020, 

doi: 10.1016/j.jbusres.2019.08.042. 

[15] E. L. Deci and R. M. Ryan, Intrinsic Motivation and Self-

Determination in Human Behavior. Boston, MA: Springer US, 

1985. doi: 10.1007/978-1-4899-2271-7. 

[16] J. Y. Yong, M.-Y. Yusliza, T. Ramayah, and O. Fawehinmi, 

‘Nexus between green intellectual capital and green human 

resource management’, Journal of Cleaner Production, vol. 215, 

pp. 364–374, Apr. 2019, doi: 10.1016/j.jclepro.2018.12.306. 

[17] S. Suhi, R. Enayet, T. Haque, S. M. Ali, M. Moktadir, and 

S. Paul, ‘Environmental sustainability assessment in supply 

chain: An emerging economy context’, Environmental Impact 

Assessment Review, vol. 79, p. 106306, Aug. 2019, doi: 

10.1016/j.eiar.2019.106306. 

[18] J. Dumont, J. Shen, and X. Deng, ‘Effects of Green HRM 

Practices on Employee Workplace Green Behavior: The Role of 

Psychological Green Climate and Employee Green Values: 

Effect of green HRM on employee workplace green behavior’, 

Human Resource Management, vol. 56, Jun. 2016, doi: 

10.1002/hrm.21792. 

[19] M. Guerci and L. Carollo, ‘A paradox view on green human 

resource management: insights from the Italian context’, The 

International Journal of Human Resource Management, vol. 27, 

no. 2, pp. 212–238, Jan. 2016, doi: 

10.1080/09585192.2015.1033641. 

[20] Y.-S. Chen, S.-B. Lai, and C.-T. Wen, ‘The Influence of 

Green Innovation Performance on Corporate Advantage in 

Taiwan’, J Bus Ethics, vol. 67, no. 4, pp. 331–339, Sep. 2006, 

doi: 10.1007/s10551-006-9025-5. 

[21] E. Fraj, E. Martínez, and J. Matute, ‘Green marketing 

strategy and the firm’s performance: the moderating role of 

environmental culture’, Journal of Strategic Marketing, vol. 19, 

no. 4, pp. 339–355, Jul. 2011, doi: 

10.1080/0965254X.2011.581382. 

[22] Wenjing Li, Tahseen Ahmed Bhutto, Wang Xuhui, 

Qamaruddin Maitlo, Abaid Ullah Zafar, and Niaz Ahmed Bhutto, 

‘Unlocking employees’ green creativity: The effects of green 

transformational leadership, green intrinsic, and extrinsic 

motivation’, Journal of cleaner production, vol. 255, pp. 120229-

, 2020, doi: 10.1016/j.jclepro.2020.120229. 

[23] J. F. Hair, W. C. Black, and B. J. Babin, Multivariate Data 

Analysis: A Global Perspective. Pearson Education, 2010. 

[24] S. Rehman, R. Mohamed, and H. Ayoup, ‘The mediating 

role of organizational capabilities between organizational 

performance and its determinants’, J Glob Entrepr Res, vol. 9, 

no. 1, p. 30, Mar. 2019, doi: 10.1186/s40497-019-0155-5. 

[25] J. F. Hair, C. M. Ringle, and M. Sarstedt, ‘Corrigendum to 

“Editorial Partial Least Squares Structural Equation Modeling: 

Rigorous Applications, Better Results and Higher Acceptance” 

[LRP 46/1-2 (2013) 1–12]’, Long Range Planning, vol. 47, no. 6, 

p. 392, Dec. 2014, doi: 10.1016/j.lrp.2013.08.016. 

[26] D. Iacobucci, Mediation Analysis. SAGE Publications, Inc, 

1869. 

[27] L. R. James, S. A. Mulaik, and J. M. Brett, ‘A Tale of Two 

Methods’, Organizational Research Methods, vol. 9, no. 2, pp. 

233–244, 2006, doi: 10.1177/1094428105285144. 

[28] R. M. Baron and D. A. Kenny, ‘The moderator–mediator 

variable distinction in social psychological research: Conceptual, 

strategic, and statistical considerations’, Journal of Personality 

Proceedings of the 15th International Conference on Society and Information Technologies (ICSIT 2024)

95



and Social Psychology, vol. 51, no. 6, pp. 1173–1182, 1986, doi: 

10.1037/0022-3514.51.6.1173. 

[29] S. Hosany and M. Witham, ‘Dimensions of Cruisers’ 

Experiences, Satisfaction, and Intention to Recommend’, 

Journal of Travel Research, vol. 49, no. 3, pp. 351–364, Aug. 

2010, doi: 10.1177/0047287509346859. 

[30] Pham D. D. and Paillé P., ‘Managing Green Recruitment for 

Attracting Pro-environmental Job Seekers: Toward a Conceptual 

Model of “Handicap” Principle’, in Sustainable Human Resource 

Management, River Publishers, 2019. 

[31] R. Cropanzano and M. S. Mitchell, ‘Social exchange theory: 

An interdisciplinary review’, Journal of Management, vol. 31, 

no. 6, pp. 874–900, 2005, doi: 10.1177/0149206305279602. 

[32] J. Dumont, J. Shen, and X. Deng, ‘Effects of Green HRM 

Practices on Employee Workplace Green Behavior: The Role of 

Psychological Green Climate and Employee Green Values’, 

Human Resource Management, vol. 56, no. 4, pp. 613–627, 

2017, doi: 10.1002/hrm.21792. 

 

 

Proceedings of the 15th International Conference on Society and Information Technologies (ICSIT 2024)

96


	EB032LK

