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Green Human Resources Management Practices and Employees’
Performance and Outcomes: An Empirical Systematic Review

Rana Ibrahim Hussaynovitch

ABSTRACT

Although many recent research studies have addressed Green Human Resources Management
(GHRM), the extent literature lacks theoretical, empirical, and methodological systematization.
That is, not all GHRM practices are tackled systematically and collectively while covering such
an extensive topic. This thesis aims to show the importance of integrating GHRM practices into
HR policies and procedures, determine the antecedents of GRHM, and examine how GHRM could
enhance employees’ outcomes and improve business performance as well as environmental
sustainability. Additionally, and most importantly, this thesis aims to assess empirical evidence
from previous literature linking determinants of GHRM with employee and organizational
outcomes through GRHM practices. To understand how GHRM practices can be promoted and
how they impact favorable employee and organizational outcomes, a systematic literature review
on previous evidence-based literature related to this topic has been conducted. The findings show
the underlying mechanism linking GHRM to its antecedents, outcomes, and boundaries, as well as
suggest future research.
Keywords: Human Resources, Green Human Resources Management, Employee
Performance, Sustainability.
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Chapter One
Introduction
Organizations believe that “human resources and human resources departments’ activities
contribute to the efficiency of the company, sharing part of assets, investment and profits”
(Hazim, 2019, p. 47). As organizations started including human resources or HR in the process
of strategic planning more than before; there has been a great increase in the successful
implementation of HR practices. This is due to the fact that HR managers can guarantee better
consistency in the processes and policies. On the other hand, the awareness towards protecting
the environment has had a big share in human resources management, also known as HRM.
Human resources managers are focusing on environmentalism since it can play a huge role in
achieving environmental goals (Aziz, Yasmin, & Sultana, 2020). Integrating the environmental
aspects with the HRM practices which is called Green Human Resource Management, also
referred to as GHRM (Cabral & Dhar, 2019). In other words, when HRM policies promote
sustainable resource spending in the organization to encourage a sustainable environment, it
transforms to GHRM (Cheema & Javed, 2017). GHRM allows employees to be greener by
adopting certain policies and practices to benefit the environment, society, businesses, and
individuals (Al Mamun, 2019). To achieve a competitive advantage, GHRM practices are being
applied by several firms in different industries (Aziz, Yasmin, & Sultana, 2020). The green word
has many meanings; it revolves around preserving the natural environment from negative
externalities, harm, or change as well as preserving and protecting it for the future generations.
Moreover, it also contributes to decreasing or avoiding environmental pollution (Margaretha &
Saragih, 2013). HR managers play a vital role in making sure that the human capital in an
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organization is involved in the establishment of an environmentally sustainable culture. When
talking about GHRM, it is very crucial to integrate the HR practices into other operations in a
“green” attitude to achieve the relevant green organizational strategy (Shemon & Islam, 2019).
To support the organizational goals and achieve its strategy related to going greener, GHRM
should be involved in the organizational decision-making processes with other senior managers.
Moreover, GHRM involves “greening” all HR practices such as recruitment, selection, training,
performance appraisal, job description, and analysis and rewards in an organization.
As HR practices play a crucial role in deciding where each practice should be applied and
implementing them (Ehnert, Matthewsb, & Muller-Camenb, 2020); a successful environmental
management system in an organization can only be implemented effectively when the
organization has the right people with the proper competencies. On the other hand, employees
can play an important role in putting pressure on the organization in order to take into
consideration the environmental aspect especially if they are aware of the importance of going
greener. As green management has become a crucial factor for business forward-thinking, both
employers and employees must be empowered and aware of the green management initiatives.
Needless to mention, both companies and employees should realize that implementing green
practices in many business aspects would have a significant benefit on all parties in the company.
This is because the well-being of employers and employees is based on the well-being of the
company itself.
This thesis aims to show the importance of integrating GHRM practices into HR policies and
procedures, determine the antecedents of GRHM, and examine how it could enhance employees’
outcomes, improve business performance, as well as environmental sustainability. The objective
of this thesis is to shed light on the integration of GHRM practices, the impact on employee
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performance, and see what details organizations are still missing when integrating green
activities in HRM.
This thesis therefore conducts a systematic review of empirical work on whether GHRM
practices impact employee performance. The present review can help in three contributions to
the literature. First, it contributes to the literature by systematically identifying the GHRM
practices and how each practice might impact employee performance. Second, it reviews the
theoretical perspectives adopted in previous studies, examines the relevance of these theories,
and see how these theories can be modified. Finally, it develops the literature by highlighting
future opportunities for empirical advancement in this field.
This review consists of several sections. After the introduction, comes a literature review that
consists of previous studies made. Then a conceptual framework is presented which includes all
theories and viewpoints that were collected and sheds light on the gaps that still exist in the field.
This is followed by a methodology which explains the methods that were used in order to collect
the data for this review. Then, the studies will be reviewed critically and opportunities will be
outlined for future research. Lastly, the results and outcomes will be discussed, followed by the
limitations and conclusions of the review.
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Chapter Two
Literature Review
This chapter aims to gather the latest literature review about the main terms of this thesis:
Green Human Resources Management and Employees’ Performance. To broaden the study, a
brief literature review is also done about several main Human Resources Management practices,
also referred to as variables. The main aim is to tackle the latest thoughts about each term
individually.

2.1 Green Human Resources Management
GHRM is a relatively new skill that has been growing in popularity since the start of the 21st
century. It is strongly related to how businesses can work towards initiatives that can reduce their
environmental impact and promote a sustainable enterprise for employees. In their article, Aziz,
Yasmin, & Sultana (2020) describe Green Human Resources Management practices as a “vital
obligation for organization to attain environmental performance” (Aziz, Yasmin, & Sultana,
2020, p. 3). Yusoff, Nejati, Kee, & Amran (2020) go further in explaining GHRM practices as a
“resolution of the organization using every employee’s crossing point to inspire environmental
performance activities, increase the employee awareness and sustainable activities, therefore,
increase the employee awareness towards environmental issues” (Yusoff, Nejati, Kee, & Amran,
2020). GHRM practices are the policies and procedures that organizations adhere to in order to
diminish the negative environmental effects and boost the positive ones (Yusoff, Nejati, Kee, &
Amran, 2020). Moreover, they also add that employees require talents, skills, and motivation in
order to preserve the organization’s environmental practices. Yusoff, Nejati, Kee, & Amran
(2020) note in their article that GHRM is one of the best organizational strategies that can help
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employees develop environmental awareness within them. This is done by focusing on “green
recruiting and hiring; green training and development, green compensation and improving the
organization’s human capital” (Yusoff, Nejati, Kee, & Amran, 2020, p. 3).
It is strongly believed that GHRM practices within the organization can significantly boost
sustainable business practices and levitate the source of environmental matters by using every
employee crossing point. Ehnert, Matthewsb, & Muller-Camenb (2020) have given a further
explanation by linking GHRM to sustainable HRM, and have combined these two terms as one
single concept in their article. They have claimed that GHRM and sustainable HRM have been
“developed to influence and improve employees’ ecological awareness and behavior and
ultimately to both reduce an organization’s carbon footprint and contribute to its green
credentials” (Ehnert, Matthewsb, & Muller-Camenb, 2020, p. 4).
Many other articles tried to simplify GHRM by linking it to ordinary HRM practices and
organizational development and advancement at the same time. For example, Bombiak (2019)
described GHRM as “an innovative approach to the performance of the HR function within an
organization, in which the environmental context constitutes the basis of all undertaken
initiatives” (Bombiak, 2019, p. 4). He also added that GHRM is implementing HR policies and
procedures in a way that promotes environmental sustainability by using the organizational
resources in an environmentally responsible manner. In other words, GHRM is essential for
complying with sustainable development in organizations (Bombiak, 2019). Al Mamun (2019)
claims that GHRM is “responsible in creating a green workforce that understands, appreciates,
and practices green initiative and maintains its green objectives all throughout the HRM process
of recruiting, hiring, training, compensating, developing, and advancing the firms’ human
capital” (Al Mamun, 2019, p. 4). Thus, Al Mamun (2019) linked GHRM to all the main
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functions of HRM. He also adds that GHRM is linked to developing employees who are
environmentally aware which could benefit the individual, society, natural environment, and the
business as a whole (Al Mamun, 2019). While defining GHRM, Al Mamun (2019) also noted
that GRHM consists of two elements which are “environment-friendly HRM practices and
preservation of knowledge capital” (Al Mamun, 2019, p. 3).
Moreover, GHRM includes the practices and strategies that allow financial, environmental,
ecological, and economic achievements; this will not only impact the organization from inside
and outside on the long term, but also control the negative feedbacks and side effects (Ehnert,
Matthewsb, & Muller-Camenb, 2020). In other words, GHRM is the strategic HRM which
includes several bottom lines, and has the short- and long-term vision while taking into
consideration the social, environmental, human, and financial outcomes.
Many articles show that GHRM was neither developed in a day or two nor without any
previously related practices. In order to discover the possible origins of GHRM, Pham & Paillé
(2019) marked that the concept of GHRM has been developed from the concept of Green
Recruitment and Selection (also referred to as GRS); “GRS is an emerging GHRM practice that
is attracting increasing attention from researchers in the field” (Pham & Paillé, 2019, p. 3). They
claimed that GRS practices “facilitates the later stages after organizational entry, including green
training and development and green employee involvement” (Pham & Paillé, 2019, p. 3). Going
back to 1990, due to the great increase of competition between organizations, globalization, and
the evolution of IT, the awareness on the social and environmental matters and the social
pressure on stakeholders also increased (Freitas, Jose, Jabbour, Cesar, & Santos, 2011); therefore,
HR managers were given bigger responsibility (Bombiak, 2019). HR managers started
introducing practices that affect high performance, and integrating green practices into HRM
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(Freitas, Jose, Jabbour, Cesar, & Santos, 2011). Moreover, HR managers started to focus more on
the environment along with commitment, integration, flexibility, quality of the relations, and
adaptability to the organization (Freitas, Jose, Jabbour, Cesar, & Santos, 2011). For the past 30
years, researchers were studying how HRM adds value to organizational performance;
performance was often measured by the financial outcomes and neglecting those related to
human resources (Stankevi & Savanevi, 2018).

Figure 1 Evolution of GHRM concept

Environmental
Awarness

HRM Functions

GHRM

The origin of GHRM and the reason why businesses started to have an extensive interest in this
topic is explained by Bin Saeed, Afsar, Hafeez, Khan, Tahir, Afridi (20018). They stated that both
the company and environmental goals became parallel to each other. Thus, organizations were
“faced with the need to enhance ecological and social sustainability and environmental
performance” (Saeed, et al., 2018, p. 2). They also added that “the practice of environmental
management is directly linked to human resources management as the human resources
constitute the lifeblood of the organization and stimulate the success of its integration with the
environmental management” (Saeed, et al., 2018, p. 2). There are many aspects that led to the
development of GHRM; Stankevi & Savanevi (2018) believed that “employee burnout, stress at
work, health problems, or difficulties in balancing work duties and private life are extremely
relevant challenges”. Therefore, organizations were encouraged to renovate the concept of HRM
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Yen, Yen, & Xin (2021) stated that employee performance is “how well an employee produces
the overall output to the organization and how well it is recognized by the organization”.
Moreover, they have stated that employee turnover or demotivation at work can be due to
possible stressors such as work overload, and the overall work environment.
Several other definitions could be sought about employee performance as Chao, Zhang, & Yang
(2021) defined it as “the ability of an employee to complete tasks following established
standards, measuring the contribution to the success of the organization through outcomes and
processes” (Chao, Zhang, & Yang, 2021, p. 4). Moreover, they have strictly linked job
performance to the organizational psychological safety. The organizational psychological safety
is the most important element that could affect employee performance since it promotes
individual and team learning; “Employees with higher levels of psychological safety are more
likely to engage in discussions that lead to improved job performance” (Chao, Zhang, & Yang,
2021, p. 4). Aşkun, Çizel, and Ajanovic (2021) noted that organizations are more interested now
to examine job performance and the factors that could affect it due to its huge impact on the
well-being of the organization and its sustainability, amid the ongoing globalization of the
economy.
Martono, Khoiruddin, and Wulansari (2018) regarded employee performance as “anything
performed by employees, which may be in the forms of their task completion effectiveness,
cooperation relationship with other parties, quality and quantity of their job output, and their
attendance at work” (Martono, Khoiruddin, & Wulansari, 2018, p. 2). They also added that
employee performance can be affected by several internal factors like job satisfaction and job
motivation as well as external factors such as work environment and compensation.
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Evaluating the employee performance is crucial for organizations in order to determine the
organizational value, and see how the control system can be improved in order to help in
strategic planning and decision making (Martono, Khoiruddin, & Wulansari, 2018). Other
variables influence performance positively, such as motivation (Ahmed, Rehman, Ali, Ali, &
Anwar, 2018). Lastly, strong organizational support is important to employees so they can have
positive job attitudes, job satisfaction, and loyalty which in return will help to reduce turnover
and increase retention (Damoah & Ntsiful, 2015).

2.3 Variables
As this thesis discusses GHRM, it is essential to mention some of the major HRM functions.
This section below provides a brief literature review for eight main HRM functions from recent
scholastic articles. This section is essential since it discusses the HRM operations and the
environmental initiative taken, in order to ensure environmentally friendly HR operations and
mechanisms.
2.3.1 Job Design, Recruitment and Retention
According to Khattak (2014), employee recruitment is considered to be the foundation of
the talent management program in any company. “Employees’ recruitment and retention
is an emerging corporate function as globalization has changed the business landscape”.
Khattak notes that innovative recruitment and retention are key elements to enhance the
professional behavior of employees at work and in return allow the organizations to cope
with other competitors in the market. Khattak (2014) states that the lack of successful
recruitment and retention programs could cost the business a lot as employee turnover
requires a lot of time and money from employers.
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Slavkovic, Pavlovic, & Simic (2018) defined recruitment as a “set of the activities whose
primary goal is to identify, attract, and engage the best individuals who will enable the
achievement of the strategic goals of the company” (Khattak, 2014, p. 3). Nevertheless,
they divided the concept of recruitment into two parts: external recruitment and internal
recruitment; both methods are used whenever a company needs to fulfill a specific
position.“External employee recruitment is one of the initial human resource
management’s activities that define the preliminary criteria for individuals’ entering the
organization” (Khattak, 2014, p. 3).
According to Mandago (2018), environmental sustainability must be integrated into the
process of recruitment. Green recruitment should monitor the competency requirement
for the firm, provide employees with information about the sustainable development
commitment and policies, support equitable representation of candidates from all ethnic
groups, sexual orientation, age, gender, disabilities, and any other group (Margaretha &
Saragih, 2013). Moreover, job descriptions should include specific environmental aspects
(Owino & Kwasira, 2016). Interview questions should be customized in orderr to find a
match between candidates and the organizational green goals (Margaretha & Saragih,
2013). Recruitment allows HR managers to locate and motivate potential candidates for
available and future job openings (Freitas, Jose, Jabbour, Cesar, & Santos, 2011).
However, employees should trust that their organization will recruit internally first since
this can demotivate capable employees who are suitable for the position. This requires the
management to have career plans, and train and develop current employees for future
roles. When HR managers see that there aren’t any internal employees ready for the
position, they can recruit externally. Moreover, HR managers should recruit proactively
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since a diverse workplace can lead to higher creativity and innovation (Liebowitz, 2010).
Furthermore, organizations are now integrating environment sustainable duties more in
the recruitment process and job description specifically. Organizations are making sure
that at least one green duty needs to be done by employees and be environmentally
responsible when possible (Arulrajah, Opatha, & Navaratne, 2016). By introducing green
recruitment, employees will understand the importance of going green and how it can
affect the firm on the long term; employees will be more involved in the process, improve
the environmental performance, and contribute to more positive externalities (Shemon &
Islam, 2019). Moreover, specific environmental aspects can be mentioned within the job
description (Shemon & Islam, 2019). In order to highlight the organization’s commitment
to sustainability, HR managers should state that clearly in the ads when targeting
candidates and ask them to provide evidence that they have contributed in their prior
positions to the Triple Bottom Line (Owino & Kwasira, 2016).
2.3.2 Selection
It is important to select the right employees who understand the organizational reputation
and values about the environment (Ehnert, Matthewsb, & Muller-Camenb, 2020). HR
managers can ask tailored questions related to the environment in order to select
candidates who are environmentally friendly, and ensure that the organization’s
environmental culture is taken seriously (Shemon & Islam, 2019). HR managers should
also screen the candidates and identify those who have strong collaboration and
teamwork skills, adaptable to the change, environmentally friendly, and are risk-takers
with creative problem-solving skills. Moreover, HR managers should ask behavioral
questions related to the green topic in the interview in order to assess the candidate’s
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values and people skills. Candidates should be informed about the organization’s
environmental mission and know how crucial it is for their strategy in order to see if they
fit in (Liebowitz, 2010).
The selection process must match between the candidates’ environmental values and the
organization’s values; it should ensure that those who match the organization’s
environment have a higher chance of being selected (Pham & Paillé, 2019). When the
right people are selected, the environmental performance will increase which will lead to
a higher organizational performance in the future (Freitas, Jose, Jabbour, Cesar, & Santos,
2011).
On the other hand, until today, there isn’t a common criteria applied in organizations to
help select green candidates. There should be a certain green selection criteria to serve as
a guide in order to detect the potential green candidates. Some companies focus on green
technical skills exclusively for specific positions when it is obligatory for its key role.
Green competencies are associated with personal competencies, and are derived from the
individual’s perspective. Natural competencies cannot be separated from the personal
traits of the individual which makes it difficult for the HR managers to measure and
evaluate each candidate’s environmental abilities (Pham & Paillé, 2019). However,
certain green awareness should be considered in the selection process like green
consciousness, conscientiousness, and agreeableness; these traits are embedded within
the personality. This will make the evaluation of the expected green patterns easier
(Ehnert, Matthewsb, & Muller-Camenb, 2020). Green selection should be a process
where HR managers have to identify and evaluate candidate’s green mentality, values,
and sensitivity toward the environment (Freitas, Jose, Jabbour, Cesar, & Santos, 2011).
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Organization’s green values and practices must be communicated to the proenvironmental job seekers in order to generate a perception of organizational
attractiveness since many are influenced by the organization’s green reputation. The
potential and existing employees will feel proud to belong to a green organization (Pham
& Paillé, 2019) . Employees will feel that they belong to a certain group that is a part of
an environmental cause which will increase employees’ desire to contribute more. Thus,
organizations need to signal their green issues to attract potential green employees (Pham
& Paillé, 2019).
When green recruitment and selection is done correctly, it can facilitate other GHRM
practices and reflect positively on employee performance. The more employees are
engaged and committed to protect the environment, the more likely they are to achieve
environmental action-based competitive advantage, and enhance their corporate’s
performance. Belonging to a cause will induce timeliness, effectiveness, attendance,
quality of work, and loyalty (Yusoff, Nejati, Kee, & Amran, 2020). Matched employees
will tend to have higher pro-environmental behaviors when they get the job, and higher
job satisfaction (Pham & Paillé, 2019).
2.3.3 HR Operations
HR department is involved in all aspects of the business; however, the interaction of HR
personnel with their fellow employees can change upon the specialty unit or office they
are working with.
2.3.3.1 Onboarding
According to Caldwell and Peters (2017), onboarding is defined as the process of
“introducing a new employee into his or her new job; acquainting that employee
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with the organization’s goals, values, rules and policies, and processes; and
socializing the employee into an organizational culture” (Caldwell & Peters,
2017). Caldwell and Peters (2017) also added that companies typically struggle
with this process because their sole effort is on their business’s wellbeing and
prosperity rather than the needs of newly hired employees. HR managers should
inform new employees about the organization’s core values and environmental
programs. New employees should know how the core values are built in the
performance appraisal and compensation system (Liebowitz, 2010). Orientation
for new employees is crucial since it can help them take the environmental culture
more seriously (Uddin & Islam, 2015). A survey done in the UK shows that when
high achieving graduates want to apply for a job, they tend to judge the
organization’s environmental performance and reputation (Uddin & Islam, 2015).
2.3.3.2 Empowerment
Empowerment is defined as a “process of making employees more proactive and
responsible by empowering them to make decisions and resolve work-related
issues” (Kalita, 2021, p. 2). Kalita (2021) also adds that empowerment is directly
associated with employees’ job satisfaction which helps them be more productive
and retain their job for a longer period. Nevertheless, Ganji, Johnson, Sorkhan,
and Banejad (2021) define employee empowerment as the degree to which
employees are interested in decision-making unconventionally; employee
empowerment “accompanies a variety of important issues including quality
management, restructuring, teamwork, learning process, and other concepts
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related to the achievement and competitiveness of the company” (Ganji, Johnson,
Sorkhan, & Banejad, 2021, p. 3).
Human capital empowerment allows both managers and employees to share
power, and develops an internal drive to achieve tasks (Daily, Bishop, &
Massoud, 2011). Managerial behavior has a huge impact on employees since it
sets an example on how to deal with environmental issues (Daily, Bishop, &
Massoud, 2011); for this reason, empowering managers who lead by example will
allow employees to contribute to the change, embrace it, and take control in
situations concerning environmental issues (Daily, Bishop, & Massoud, 2011).
The relationship between empowerment and performance is important for both
employees and managers. Environmental teamwork can help solve problems
related to the environment since teams can promote, innovate, and implement
these improvements (Daily, Bishop, & Massoud, 2011). HR managers can create
an environment of participation where employees offer their ideas and give their
point of view to the management since the best solutions come from employees
who work with the problem itself (Liebowitz, 2010); this can build a bond
between the organization and the employee. Moreover, employees will be
improving their community, team, employer and environmental situation
(Liebowitz, 2010).
2.3.3.3 Job Security
In order for employees to give the best creative ideas, they need to feel that they
trust the management; HR managers should provide employees with job security
(Liebowitz, 2010). One of the main pillars to enhance job security is belonging to
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a cause. When firms integrate GHRM, employees will feel that they belong to a
great cause that is protecting the environment.
2.3.3.4 Succession Planning
Researchers suggest that HR managers should have a succession planning system
where employees can develop their skills and competencies to be eligible for
promotions; 360-degrees surveys, upward feedback surveys, personality tests, and
assessments should be done regularly. Employees with the right competencies
should have access to the career ladder (Liebowitz, 2010).
2.3.4 Performance Management and Appraisal
Due to all the environmental problems, individuals and organizations need to face these
challenges in a sustainable manner. Job performance is important for every organization
since it can ensure the effectiveness of individuals, teams, and organization. It is a critical
factor for the well-being of employees and organizational sustainability (Arulrajah,
Opatha, & Navaratne, 2016). Employee job performance, quantity, and quality are the
major dimensions used in order to compare the performance of employees who do similar
work (Arulrajah, Opatha, & Navaratne, 2016). Employee green job performance
measures the engagement of an employee in certain actions and activities related to
environmental sustainability. Also, it measures an employee’s green results during a
certain period. Each employee is responsible for the environmental performance in the
organization, and each one can increase the environmental positive impact of the job and
decrease the negative ones (Arulrajah, Opatha, & Navaratne, 2016).
Research suggests that performance appraisals should include both technical and
behavioral competencies like teamwork, collaboration, innovation, diversity, and
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environmental responsibility. This way, employees can get the proper training and
development. When environmental responsibility is part of the performance appraisal,
HR managers can reinforce sustainability in the culture (Liebowitz, 2010).
Employees will be provided with the green-related standards that they are assessed upon
and performance feedback in order to make progress (Freitas, Jose, Jabbour, Cesar, &
Santos, 2011).
However, it is a challenge to measure the environmental performance of managers in
different units (Margaretha & Saragih, 2013) and for this reason some firms have made
corporate-wide standards for the environmental performance (Arulrajah, Opatha, &
Navaratne, 2016). Environmental responsibilities, incidents, carbon emissions, concerns
and policies can be included in the performance appraisal (Uddin & Islam, 2015).
Managers need to communicate with their employees constantly about their performance
in order to improve their work (Liebowitz, 2010). Both managers and employees know
the importance of performance appraisal since it affects their rewards and compensation
(Saeed, et al., 2018).
2.3.5 Training and Development
Training is a planned effort to develop or modify skills, knowledge, and attitudes in order
to achieve an effective performance for different activities (Daily, Bishop, & Massoud,
2011). Training is important for both employees and managers and allows them to
increase their knowledge (Daily, Bishop, & Massoud, 2011); environmental training can
allow organizations to create a safe work environment for employees and cut on costs.
HR managers can offer workshops to help employees develop their people skills,
competencies, collaboration, and diversity. Nowadays, more employees care about the

18

environment. So, they should have access to the training programs that allow them to
become more eco-friendly, and learn how to conserve energy, use green building
materials, reduce waste, and recycle (Liebowitz, 2010). Green training can achieve
cultural change, save costs, gain access to corporate funds, and implement environmental
management (Uddin & Islam, 2015). Training and development programs can help
employees to understand the importance of change especially the innovative shift into
GHRM (Yusoff, Nejati, Kee, & Amran, 2020). Employees should always be up to date
with the green procedures and policies and understand the advantages of going green
which will improve the environmental performance (Sheopuri & Sheopuri, 2015) and
green organizational performance will be enhanced on the long-term (Yusoff, Nejati, Kee,
& Amran, 2020). Green training allows employees and the organization to have a higher
competitive advantage and achieve high standards of services provided (Yusoff, Nejati,
Kee, & Amran, 2020). Continuous training leads to continuous improvement in the
organization (Jabbar & Abid, 2015). Moreover, training employees will guarantee that
they have the latest knowledge and motivate them to perform better (Jabbar & Abid,
2015). This can increase the sense of belonging which can impact employees more than
the salary itself (Rimanoczy & Pearson, 2011). Providing employees with environmental
education and training, and a good environmental culture will allow them to feel more
engaged in the positive environmental outcomes of the organization (Mandago, 2018).
2.3.6 Compensation and Rewards
Rewards and compensation are seen as a powerful tool to link the employees’ interests
and the organizational goals. Rewards and incentives can be used to motivate employees
and maximize their work efforts to achieve organizational goals. When employees were
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offered compensation for their environmental duties, commitment to the organization’s
environmental management programs was increased (Mandago, 2018). Green reward
management can encourage both managers and employees to take environmental
management initiatives (Arulrajah, Opatha, & Navaratne, 2016).
A monetary-based reward system plays an important role since it is based on the
performance outcomes in environmental management (Jabbar & Abid, 2015). A
compensation program can include bonuses based on the employee’s green performance
appraisal, and rewards based on exceptional work that contributed to the environmental
sustainability. Moreover, HR managers can reward the team who comes up with
innovative ideas to reduce energy usage or protect resources (Liebowitz, 2010). On the
other hand, non-monetary rewards can be time-off, free parking, or paid vacations to
encourage employees on environmental performance. Also, positive informal feedback,
either verbal or written, helps to motivate employees. However, disincentives can
reinforce warnings or criticism in order to help employees make proper environmental
improvements (Sheopuri & Sheopuri, 2015). Although some employees are motivated
with nonfinancial rewards like praise and recognition (Freitas, Jose, Jabbour, Cesar, &
Santos, 2011), researchers state that combining both, financial and nonfinancial rewards,
is more effective to motivate employees (Freitas, Jose, Jabbour, Cesar, & Santos, 2011).
Green rewards can increase satisfaction, environmental performance, motivation, and
commitment of employees to be more environmentally responsible (Mandago, 2018).
However, developing effective financial incentives can be difficult since it is hard to
measure environmental performance and behaviors fairly and accurately (Daily, Bishop,
& Massoud, 2011); however, since compensation programs can be linked to the
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performance appraisal of employees, compensation packages can be tailored to reward
certain green achievement and skill acquisition by employees (Mandago, 2018).
2.3.7 Employee Engagement
Employee engagement is encouraging employees to take actions and decisions that
promote green initiatives in order to help the organization achieve more effective
outcomes (Jabbar & Abid, 2015). Engaging green employees will allow them to share
knowledge about environmental measures and problems and be involved in achieving the
organizational green goals (Mandago, 2018). According to Mandago (2018), when
employees help to cut on costs, employers will be more appreciative which will increase
employees’ satisfaction. Moreover, when employees were engaged in the environmental
management, organizations were able to prevent pollution in the workplace (Uddin &
Islam, 2015). This has also motivated employees, allowed them to detect the source of the
problem (Jabbar & Abid, 2015), and increased employee engagement in sustainable
development (Uddin & Islam, 2015). It is essential to find employees who are
ecologically or socially entrepreneurial to encourage employee engagement, help in
organizing the existing human, natural and financial resources, and add value to the
organization’s services/products. HR managers need to provide employees with green
opportunities, allow them to engage in green projects, encourage them to take green
initiatives, allow them to feel free with experimenting, and share knowledge about these
green programs and initiatives (Bombiak, 2019). Engaged employees have shown more
work effort, job satisfaction, and commitment (Ybema, Vuuren, & Dam, 2020). These
outcomes play a crucial role in competitiveness, organization’s survival, and
sustainability (Ybema, Vuuren, & Dam, 2020).
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2.3.8 Employee Resignation
HR managers need to conduct a green exit interview with employees who are quitting
their job in order to see whether this exit is related to any environmental issue. If so, HR
managers need to address this problem and resolve it in order to avoid losing any valued
employee. On the other hand, employees whose services are no longer desired need to
understand how their environmental performance affected their job, and how it can be
improved to pursue other career opportunities (Uddin & Islam, 2015).

Even though this thesis is an empirical systematic review about GHRM and Employee
performance and outcomes, it is strictly a qualitative research; a hypothesis has been set in order
to compare the results with the topic that this thesis revolves around. The following parts of this
thesis will determine which hypothesis is valid and which is not.

 H1: There is strong empirical evidence from previous literature that Green Human
Resources Management practices can directly impact Employee Performance
 H0: There is no empirical evidence from previous literature that Green Human Resources
Management practices can directly impact Employee Performance.
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Chapter Three
Conceptual Framework
This part of the thesis aims to classify and reflect on the ideas and theories that have been
gathered in the previous section. It is a great way to clarify the researchers’ perception about the
main terms in this article and to come up with a realistic view about what is lately being written
about GHRM and Employees’ Performance.

3.1 Green HRM Practices: Theories and Viewpoints
Even though the idea behind GHRM is fairly new, researchers were able to come up with several
relatively related viewpoints about this term. In other words, researchers somehow agree on the
origin, purpose, mechanism, and effect of GRHM practices.
One of the main agreed upon idea regarding GHRM is that it is set of HRM practices that
organizations take while giving great concern to the environment and sustainability. It is how
companies can work towards initiatives to reduce their environmental impact, and promote a
sustainable enterprise for their employees. This concept is strongly backed up by several
scholars, including Aziz, Yasmin, & Sultana (2020) who described GHRM as an important
initiative that companies take to preserve the environment. Yusoff, Nejati, Kee, & Amran’s
(2020) viewpoint regarding GHRM goes alongside Aziz, Yasmin, & Sultana’s (2020), they
agreed that GHRM is mainly the policies and procedures that can ensure the decrease of negative
environmental effects and the boost of positive ones (Yusoff, Nejati, Kee, & Amran, 2020).
Moreover, many scholars believe that GHRM is a tool to increase employee awareness towards
the environment and sustainability, and back up the companies’ strategies of corporate social
responsibility. For example, Ehnert, Matthewsb, & Muller-Camenb (2020) have explained in
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their article that employees’ ecological awareness and behavior have changed since companies
started adopting GHRM practices. This has significantly impacted the well-being of companies
and their profitability through smart usage of resources. Al Mamun (2019) also agreed as he had
stated that GHRM practices allow employees to understand and appreciate environmental
concerns since “such green practices and initiative can maintain the overall green objectives of
companies throughout the HRM processes”.
Furthermore, some scholars declared that GHRM can be initiated by GRS since it is one of the
first and main activities that the HR department does. Thus, if companies start taking green
initiatives from the start, they will eventually be able to carry on with other green practices;
reaching GHRM. Pham & Paillé (2019) claimed in their article that GRS had developed the
concept of GHRM; “GRS is an emerging GHRM practice that is attracting increasing attention
from researchers in the field” (Pham & Paillé, 2019, p. 3). Moreover, they noted that GRS can
facilitate the green “training and development” activities after recruiting new employees.
Lastly, it is well observed that the main idea behind adopting GHRM practices is not only to
preserve the environment but also to increase the positive consequences and return on the
profitability of companies and their well-being. In other words, companies have realized that
GHRM could be a cost-cutting initiative, and have a positive impact on the well-being of the
employees. For example, Stankevi & Savanevi (2018) claimed that “employee burnout, stress at
work, health problems, or difficulties in balancing work duties and private life are extremely
relevant challenges” (Stankevi & Savanevi, 2018, p. 3).
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also explained that employee performance cannot exist if he/she is not provided with the
adequate resources to complete the job. However, employee performance might be affected by
several circumstances including diversity; age, gender, education, and work experience (Shah,
Hussain, Jumani, & Khaskheli, 2021).
Some researchers have introduced the concept of employee motivation and the incentives that
employers give in order to accomplish a specific task. For example, Yen, Yen, & Xin (2021) have
declared in their research that employee performance is observed by the employee's ability and
motivation to perform a specific job. Therefore, employee performance cannot be present if the
employee is not getting the right motivation. Yen, Yen, & Xin (2021) also stated that employees
who feel stressed out or pressured by their employers or work environment will have a poor
performance. This means that employee performance can be severely affected by factors that
could lead to a significant employee turnover which is costly for the business. Martono,
Khoiruddin, and Wulansari (2018) have also confirmed in their article that employee
performance could be affected by internal influences like job satisfaction and motivation as well
as external influences such as work environment and compensation. Aşkun, Çizel, and Ajanovic
(2021) agreed on the same idea that has been mentioned above by linking employee performance
to a specific period; they stated that employee performance can change depending on the time
when the employee performance was monitored.
Similarly, researchers have linked employee performance and its outcome to the overall wellbeing and profitability of organizations. An obvious example of this viewpoint is explained by
Chao, Zhang, & Yang (2021). They have also declared that “the ability of an employee to
complete tasks following established standards, measuring the contribution to the success of the
organization through outcomes and processes” (Chao, Zhang, & Yang, 2021, p. 4). Thus,
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3.3 Theoretical Gap
This is considered to be the most important part of this thesis as it will highlight the main
theoretical gaps authors have fallen into while discussing and analyzing the concept of GHRM
and employee performance. Even though many explanations and definitions regarding GHRM
and employee performance have been gathered in the previous sections from recent scholastic
articles, many aspects are still missing.
When it comes to GHRM, researchers were able to give a clear definition regarding this term;
they have explained explicitly that GHRM is indeed the HRM practices that businesses carry
while taking into consideration the environment and preserving it.
The authors reflected upon the importance of applying GHRM is for the well-being of business,
cost-cutting, and profitability. Scholars were interested in finding how this term had developed
throughout the years, how it is practiced, and how businesses can take advantage of it. Yet most
authors didn’t test the direct effect of applying GHRM in companies on employee performance.
The question that may be asked here is: would GHRM practices have a direct impact on
employee performance? GHRM was only viewed by organizations as a way to increase
profitability and have competitive advantages over their competitors; however, they have missed
the fact that whatever policy or procedure they take will reflect directly on employee
performance, including those related to the environment. It is also important to mention that
employees are an important asset to any company so their performance and well-being are
directly related to the prosperity of the company.
Employee performance is not new in the research field so readers could find clear explanations
for this term. Scholars have succeeded in explaining employee performance and what may
influence it; however, many scholars missed that new green initiatives that the companies are
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Moreover, since GHRM is a new concept in many less developed countries, usually little
research is done on the topic; many organizations still have little knowledge about the concept.
Additionally, there is some limited relevance toward the topic in developing and less developed
countries. It is well observed that most surveys about GHRM in organizations are done on a
managerial level but should include the employees’ perception in order to have a complete
model. In other words, the researchers’ focus was mainly to show how GHRM can have an
impact on the strategies of the companies and their well-being rather than its effect on employee
performance and welfare. Additionally, some of the surveys that were done lacked full
transparency since many organizations are reluctant to share disclosed environmental data which
might limit the study on this topic. Moreover, employees who are not knowledgeable about the
green concept and its importance will not adhere to the idea of GHRM even if rewards were
involved because they simply don’t know how. Unfortunately, green competencies still do not
have certain criteria because it is based on the personal traits. Although traits cannot be
measured, but there should be a basic set of basic green traits that each employee should have
such as consciousness, conscientiousness, and agreeableness.
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Chapter Four
Methodology
This chapter solely aims to show and demonstrate how the articles that were used have
been gathered and classified, and on what basis.

4.1 Data Collection Procedure
The main aim of this thesis was to analyze several peer-reviewed academic research papers that
are highly cited in order to discuss the concept of GHRM and employee performance. The
articles that were chosen for conducting this thesis were experimental and directly related to the
field of GHRM and employee performance. The three websites that have been referred to while
gathering the articles were the website of the Lebanese American University
(http://libraries.lau.edu.lb/), EBSCO, and ProQuest; there three websites were used since they
provide the latest scholastic articles. Since the subject of this thesis revolves around the concept
of GHRM and employee performance, the search was done based on these terms and the search
results provided an enormous number of articles that were related to the above-mentioned terms.
The main aim was to find articles that discuss GHRM on one side, employee performance on the
other side, and articles that discusses both terms at the same time. The search included gathering
articles that are published in academic journals, peer-reviewed, highly cited, and written in
English. All the articles that were chosen were published in 2010 or later, with the exception of
one article that was published in 2004. This operation resulted in having 46 articles that are
related to GHRM and employee performance.
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4.2 Research Structure and Categorization
The below section will classify the articles that were chosen as the main reference to this thesis
into three main categories. The first category consists of articles that discussed the concept of
GHRM, the articles that include the GHRM variables, followed by articles that discuss employee
performance or the outcomes.

Figure 6 Categories of theories used in GHRM practices and its impact on employee performance
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4.3 Methodological Findings
The articles that were used as main references for this thesis have many interesting aspects which
were taken into consideration. When it comes to the concept of GHRM, it is well shown that many
researchers are interested in conducting deeper studies about this topic due to two main reasons.
First, the world is shifting to a well-aware society when it comes to the environment and how to
preserve it; the technological advancement that the world is witnessing is taking into consideration
the environment and ways to reach a sustainable life. Second, businesses are now more aware of
the fact that implementing green practices could have a significant impact on the prosperity and
well-being of the business itself. GHRM is neither a new nor limited; it is a concept that researchers
could continuously research on.
Additionally, while searching for articles that discuss the matter of employee performance, results
revealed several articles about this topic since this topic is not a new one. Many researchers are
interested in conducting studies about this topic since there is a great interest from the business to
examine what affects employee performance. This is due to the fact that employees can impact the
productivity of companies and their prosperity. Nowadays, researchers and business owners are
being more aware that employees are an essential element in any company. Employees are no
longer considered to be a resources but a capital. Thus, their wellbeing and performance are surely
reflected on the whole performance of the business.
Lastly, as mentioned previously, the articles that were used as main references to this thesis did not
succeed to show a direct and definite relationship between GHRM and employee performance;
however the articles showed how GHRM could positively impact several outcomes that could in
return impact employee performance.
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Chapter Five
Conclusion
As previously mentioned in this thesis, there is no empirical evidence from previous
research that there is a solid evidential relationship between GHRM and employee performance.
Researchers could not find proof on how GHRM practices applied in companies can directly
affect employee performance. Thus, several recommendations can be given to contribute to this
field of study and give interested potential researchers a path to follow in their future studies.
Most of the articles that were used for this thesis relied on quantitative analysis. The researches
were testing the effect of several independent variables on employee performance (dependent
variable) all together; however, GHRM should be tested alone as a variable to see its direct effect
on employee performance. Therefore, researchers should test and see if companies introduce
GHRM practices, will it have a positive, negative or neutral effect on employee performance.
Researchers could simplify their research by testing the direct effect of each GHRM variable
alone on employee performance, keeping each practice as the only independent variable. In that
way, researchers could focus mainly on how GHRM practices could have a direct impact on the
employee performance. Moreover, further qualitative research or empirical systematic literature
reviews should be done regularly on the impact of GHRM on employee performance; this is due
to the fact that the world is shifting toward applying sustainable practices in businesses.
Moreover, organizations are realizing that the most essential element in any company is the
employee himself/herself. The business should focus more on ways that could boost employee
performance. This could have a direct impact on the performance of the whole company and its
sustainability. Thus, businesses should strive to spare every effort to find a way to enhance the
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performance of employees. GHRM has proven its effectiveness in decreasing costs and
preserving the environment. So, applying GHRM practices in any organization will most of the
time witness a win-win situation and the triple bottom line concept of sustainability will be
achieved if implemented properly. When GHRM is implemented in the right way, with the right
people, and the right environmental culture; it can have a great impact not only on employee
performance, but also on the planet, profits, and society as a whole. In order to achieve
successful GHRM that impacts employees’ performance. Researchers need to study each country
separately in order to see whether knowledge, capital or other resources are missing and
preventing organizations from turning green; then provide it with the right instructions on how to
apply GHRM successfully.
The main purpose of this thesis was to examine if GHRM practices impact employee
performance, and why there are still gaps in this field. A systematic literature review was
conducted based on previous reviews in order to find how GHRM is implemented and what are
its problems and gaps. Moreover, it sheds light on the importance of GHRM. There cannot be a
definite truth regarding the direct impact of GHRM on employee performance; however, studies
should always be conducted regarding GHRM and employee performance for the sake of
business, employees, and the environment.
People live in a complex world that is always witnessing technological advancement and
environmental problems. Businesses should always strive to find a way to preserve the
environment since planet Earth’s life-span is not permanent. Many of the activities that are
conducted by companies have a direct impact on the sustainability of the environment, especially
if profitability and sustainability of companies are prioritized over the environment and its
prosperity. Companies who strive to do so will gain a competitive advantage over their rivals,
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and at the same time save the environment and cut on costs. Even though this thesis did not show
how GHRM practices directly impact employee performance; however, previous studies have
shown how important it is by increasing employee motivation, sense of belonging, effective and
efficient usage of resources, job satisfaction, etc.

Figure 8 The network of GHRM & Employee Performance & Outcomes
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