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Abstract 

The main research objective of the study is to examine the mediating role of Green Human Capital 
(GHC) in the relationship between Green Human Resource Management (GHRM) practices and 
Green Employee Behavior (GEB). This research employed a quantitative approach, collecting 171 
valid samples from rank-and-file employees working in selected food service companies in Iligan 
City, Philippines. The researchers used Partial Least Squares Structural Equation Modeling (PLS-
SEM), as it is a viable alternative that is more suitable for predictive models and when data or sample 
size challenges exist. The research findings revealed that the total effect of GHRM practices on GEB, 
mediated by GHC, is significant. The direct effect of GHRM practices on GEB is not significant. 
Importantly, the indirect effect of GHRM practices on GEB through GHC is substantial. These 
research results indicate that GHC fully mediates the relationship between the variables. This 
research provides robust practical insights, suggesting that GHRM practices primarily shape 
employee behavior through the development of the GHC. This implies that building employees’ 
environmental knowledge, skills, and attitudes should be a core component of human resource 
strategies aimed at promoting organizational and environmental sustainability. 

Keywords: green human resource management; green human capital; green employee behavior; 
sustainability 
 

1. Introduction 

As environmental challenges grow and standards shift, companies are increasingly prioritizing 
sustainability in their strategic and operational approaches. A significant advancement in this area is 
the increasing implementation of GHRM, a framework that integrates environmental factors into key 
HR activities like recruitment and selection, performance management and appraisal, training and 
development, rewards and compensation, and empowerment. The goal is to encourage 
environmentally friendly behavior while synchronizing workforce practices with larger ecological 
aims [1]. Research has progressively shown that GHRM practices relate to GEB, which includes both 
voluntary and job-related behaviors that promote sustainability in the workplace [2,3]. However, 
little research has been done on the specific mechanisms through which GHRM promotes these 
behaviors, particularly with regard to the internal resources that support this behavioral shift. A 
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theoretical framework that offers significant insights is GHC, which is the culmination of 
environmental knowledge, skills, attitudes, and values acquired through organizational initiatives. 
GHC can serve as a catalyst for eco-friendly innovation in corporate environments and allows 
individuals to play a significant role in sustainability initiatives [4]. It encompasses not only technical 
know-how and environmental consciousness, but also the driving forces behind long-lasting 
environmentally friendly behavior [5]. Prior research has demonstrated that GHC can impact the 
relationship between GHRM and broader organizational outcomes, such as green innovation and 
environmental performance [6,7]. Even with these results, there has been little empirical focus on 
GHC’s influence in the more precise connection between GHRM practices and GEB. 

To address this research gap, the present study investigates whether GHC serves as a mediating 
factor in the connection between GHRM and GEB. By examining this relationship, the study 
contributes to a deeper understanding of how environmental values and capabilities embedded 
within the workforce can translate HRM initiatives into tangible behavioral outcomes offering both 
theoretical advancement and practical direction for sustainability-oriented organizational 
development. 

2. Literature Review 

2.1. Green Human Resource Management 

GHRM is now widely acknowledged as a strategic approach that synchronizes environmental 
sustainability requirements with human resource functions. GHRM aims to develop workforce 
capabilities that support ecological objectives and strengthen an organizational culture focused on 
sustainability by integrating environmental priorities into hiring, training, performance reviews, and 
employee engagement [8,9]. These practices have been shown to improve environmental 
performance as well as employee engagement, well-being, and a sense of shared responsibility for 
sustainable development goals [10].  

The impacts of GHRM are especially noticeable in service-oriented industries, where the actions 
of daily employees are crucial in determining the environmental impact of the organization [11]. 
Research indicates that regular implementation of GHRM practices promotes the growth of pro-
environmental attitudes and behaviors, which enhances environmental performance at the 
individual and organizational levels. Leadership support and managerial commitment to 
environmental issues enhance the impact of GHRM by creating a culture where sustainability is 
integrated into daily operations [12,13].  

Additionally, businesses that invest in eco-innovation and incorporate GHRM into larger 
environmental strategies are more likely to see noticeable improvements in sustainability outcomes. 
These strategic alignments reinforce the relationship between GHRM and enhanced environmental 
performance by acting as mediators [14].   

The strategic significance of GHRM in creating environmentally conscious organizations is 
highlighted throughout the literature. It is essential to attaining long-term organizational resilience 
and environmental stewardship because of its ability to promote eco-friendly behaviors, foster 
innovation, and enhance overall sustainability performance. 

2.2. Green Employee Behavior 

GEB includes a broad range of workplace activities that support environmental sustainability, 
including waste reduction, energy conservation, and involvement in eco-innovation projects. As a 
behavioral result, GEB is essential for enhancing an organization's environmental performance and 
advancing long-term sustainability goals [15].  

The growth and stability of GEB are influenced by a number of organizational and individual 
factors, including formal sustainability policies, environmental context, and leadership commitment 
[16]. These actions can be mandatory, like adhering to environmental laws, or optional, like making 
the independent decision to adopt eco-friendly practices. Each type is influenced by unique 
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motivating factors and workplace interactions.  Research continuously shows that when employees 
feel strong organizational support and work in an environment that blatantly prioritizes 
environmental responsibility, they are more likely to engage in GEB [17,18].  

Motivational conditions like a sense of duty toward the environment and the awareness of a 
sustainable organizational atmosphere have demonstrated their role in connecting pro-
environmental beliefs with real actions. This indicates that both internal traits and external incentives 
are essential to initiate and maintain environmentally responsible behavior [19].  

Significantly, participating in GEB has been associated with improved employee well-being. 
Workers involved in sustainability initiatives frequently express a heightened sense of purpose and 
psychological satisfaction, emphasizing the possibility of mutually beneficial outcomes for both 
organizational objectives and personal achievements [20].  

The literature collectively depicts GEB as a multifaceted and evolving concept influenced by the 
interaction of individual, organizational, and psychological elements. GEB acts not only as a sign of 
environmental dedication but also as a means by which organizations can encourage a more 
profound incorporation of sustainability into routine operations.  

2.3. Green Human Capital 

GHC has become significant as an essential intangible asset for organizations dedicated to 
promoting environmental sustainability. Characterized by the environmental knowledge, skills, 
competencies, and eco-aware values developed in employees, GHC empowers the staff to actively 
promote green innovation and enhance environmental performance. It is progressively viewed as a 
fundamental component of green intellectual capital and an essential facilitator of both ecological 
and economic value generation within companies [21].  

GHC enhances individuals' ability to participate in sustainability initiatives, leading to more 
adaptable and effective solutions to environmental issues. Its advancement is frequently propelled 
by targeted investments in training, education, and personnel practices that highlight environmental 
awareness and technical skills in sustainable operations [22]. Research indicates that entities with 
elevated GHC levels tend to adopt eco-efficient practices, embrace cleaner technologies, and promote 
innovations that are in line with sustainability objectives [23]. 

Beyond internal outcomes, GHC has been identified as a mediating factor in the relationship 
between environmental policy implementation and sustainable performance. GHC supports both 
green innovation and industry upgrading, enabling organizations to remain competitive while 
meeting environmental standards [24]. 

Moreover, the influence of GHC extends to broader organizational metrics, including 
competitive advantage, financial returns, and corporate social responsibility. These associations 
underscore its strategic significance in fostering long-term sustainable development [25]. 
Importantly, support from top management has been shown to be instrumental in building GHC, as 
leadership commitment creates the necessary conditions for embedding environmental values into 
workforce development and operational practices [26]. 

Empirical findings affirm the role of human capital, including its green dimensions, in 
promoting green growth and long-term sustainability, especially in emerging and developing 
economies [27,28]. The accumulation of GHC enables economies to transition more effectively toward 
low-carbon, knowledge-based systems that prioritize environmental resilience [29,30]. 

In summary, the literature consistently demonstrates that GHC is a strategic resource that 
supports organizational and societal efforts toward environmental sustainability by driving 
innovation, enhancing performance, and facilitating compliance with environmental standards.  

2.4. The mediating role of GHC in the relationship between GHRM and GEB 

GHRM has increasingly been recognized as a vital organizational mechanism for fostering GEB, 
which encompasses employees’ voluntary and task-related actions aimed at minimizing 
environmental harm and promoting sustainability within the workplace. A growing body of 
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empirical research affirms that the strategic application of GHRM practices plays a significant role in 
fostering GEB across a variety of organizational contexts [31,32,33]. These practices help shape 
employees' attitudes and behaviors toward the environment by creating an atmosphere where 
sustainability is not only valued but also internalized as a core organizational principle [34,35]. 

GHRM encourages employees to participate in voluntary green projects by integrating 
environmental priorities into HR operations, creating an environment that goes beyond mere 
compliance. This is accomplished by employing tactics like fostering a green mindset, offering 
pertinent training, and launching projects that enable individuals to take charge of sustainability 
objectives [36,37].  

In order to shed light on how organizational practices translate into individual-level actions, 
factors such as perceived organizational support for sustainability, environmental motivation, and 
green self-efficacy have emerged as critical mediators [38]. This relationship is further strengthened 
when leadership actions are in line with GHRM values; leaders who make environmental issues a 
priority increase the legitimacy and uptake of eco-friendly practices throughout the company [39,40]. 

Crucially, this relationship's strength has been shown in a variety of institutional and cultural 
contexts, indicating that it is applicable outside of particular geographic or sectoral contexts. For 
instance, research conducted in emerging economies shows that GHRM can significantly drive 
employee engagement in green behavior, even in environments with weaker regulatory frameworks, 
provided that organizational culture and leadership align with sustainability values [41,42]. 
Additionally, models integrating technological acceptance theory suggest that GHRM facilitates not 
only behavioral change but also openness to environmentally oriented innovations and tools [43]. 
Evidence suggests that when organizations implement robust GHRM systems, they effectively foster 
a workforce equipped with the environmental knowledge and competencies required to support and 
lead sustainability initiatives [44]. 

Empirical studies confirm that GHRM has a direct and significant impact on the development 
of GHC, which in turn mediates the effect of GHRM on other sustainability-related outcomes such as 
green innovation and environmental performance. This mediation emphasizes the role of GHC as a 
critical mechanism through which HR practices translate into tangible environmental results [45]. 
Furthermore, the development of GHC through GHRM practices strengthens organizational 
commitment and employee alignment with sustainability values, thus reinforcing long-term 
behavioral change [46]. 

Studies indicate that GHRM fosters GHC by embedding sustainability in core human resource 
functions such as green-oriented recruitment, training, performance evaluation, and employee 
involvement. These practices build a workforce that is environmentally aware, motivated, and 
capable of engaging in pro-environmental behaviors [47,48]. The enhancement of GHC, in turn, 
strengthens employees’ psychological readiness and technical capacity to perform green behaviors, 
positioning GHC as a key intermediary in this behavioral transformation [49]. 

While GHRM creates the structural and motivational framework for green behavior, GHC acts 
as the individual-level asset that enables employees to operationalize environmental initiatives. The 
integration of green training and knowledge sharing as GHRM practices directly contributes to 
employees’ skill development, fostering consistent engagement in green behavior [50]. Although 
studies often emphasize moral norms and leadership as moderators, the presence of green 
capabilities among employees remains a necessary condition for the successful translation of HRM 
initiatives into environmentally responsible outcomes [51]. 

This review of research literatures emphasizes the importance of understanding the mechanisms 
through which GHRM influences GEB, with GHC emerging as a critical mediating variable. GHC, as 
the accumulation of employees’ environmental knowledge, skills, and attitudes fostered by GHRM 
practices, is theorized to bridge the gap between organizational-level green strategies and individual-
level behavioral outcomes. Investigating the mediating role of GHC is therefore essential, as it 
provides insight into how environmentally focused HRM systems translate into sustainable 
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employee actions, offering a deeper explanation of the relationship between GHRM and GEB that 
guides more effective implementation of green initiatives within organizations.  

 

Figure 1. Conceptual Framework. 

The conceptual framework presented reflects a growing scholarly effort to understand employee 
behavior in the context of organizational sustainability. It shows the influence of GHRM practices on 
GEB, suggesting both direct effects and indirect pathways mediated by GHC. Positioned as an 
intermediary construct, GHC captures the environmental competencies, awareness, and values that 
are fostered through deliberate HR strategies. These internalized capabilities serve as a foundation 
for encouraging environmentally responsible actions among employees, linking organizational 
practices to individual behavior in a meaningful and measurable way. 

3. Materials and Methods 

3.1. Research Design 

This study employed a quantitative research approach, utilizing a causal research design to 
investigate the mechanisms and pathways through which GHRM practices influence GEB, with GHC 
as a mediating variable. Mediation analysis was utilized to explore the indirect connection between 
GHRM practices and GEB, concentrating on uncovering the function of GHC as a possible mediating 
variable. This analytical method facilitated a deeper comprehension of the ways GHRM practices can 
affect pro-environmental behavior at work by improving employees' environmental skills.  

A purposive sampling technique was employed to guarantee the contextual suitability and 
relevance of the data. The sample consisted of 171 regular workers from particular Iligan City food 
service businesses. These individuals were chosen due to their active involvement in daily operations 
and their keen interest in organizational procedures and sustainability initiatives. Their frontline 
work experiences gave them valuable perspectives on how GHRM initiatives are perceived, 
implemented, and carried out in their specific organizational environments. The study's evaluation 
of the practical effects of strategic HRM practices on environmental behavior benefited greatly from 
their comments. 

3.2. Data Collection 

A standardized survey questionnaire served as the main data collection tool for this 
investigation. The tool's three primary sections—GHRM practices, GHC, and GEB—all addressed 
one of the study's central ideas.  

The Saeed et al. (2018) model [52], from which the GHRM practices section was derived, featured 
five elements that are well known in the literature: green empowerment, sustainable rewards and 
compensation, environmentally conscious performance management and assessment, 
environmentally friendly training and development, and environmentally friendly hiring and 
selection. This section of the instrument included forty-four items: nine that assessed green 
recruitment and selection, eight that assessed performance management and evaluation, twelve that 
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assessed training and development, nine that assessed rewards and compensation, and six that 
assessed empowerment. A five-point Likert scale was used to collect responses, where 1 meant "does 
not apply" and 5 meant "always applies." 

The study evaluated the attitudes, skills, and environmental awareness of the workers using a 
five-item scale that was modified from Chen (2008) [53]. Responses were gathered using a seven-
point Likert scale, where 1 meant "strongly disagree" and 7 meant "strongly agree." 

GEB was measured using a six-item scale that was modified from Huo et al. (2022) [54] and 
covered a variety of aspects of environmentally conscious workplace behavior. This section 
employed a seven-point Likert scale, which followed the same agreement spectrum as the GHC 
section. 

To guarantee measurement accuracy and content validity, the tool was evaluated by a university 
professor with experience in human resource management. After expert validation, a pilot test was 
carried out to evaluate the items' coherence, clarity, and alignment with the intended constructs. The 
pilot results validated the consistency of the measures, with each subscale obtaining Cronbach's alpha 
coefficients above the suggested minimum of 0.70. These results showed strong internal consistency 
and eliminated the need for additional item modifications. 

Table 1. Cronbach’s alphas test of reliability. 

Constructs Items Cronbach's alpha Internal Consistency 
GHRM 44 0.964 Excellent 
GHC 24 0.953 Excellent 
GEB 20 0.950 Excellent 

 

3.3. Data Analysis 

The overall suitability of the structural model was assessed by analyzing a number of commonly 
used goodness-of-fit indices. These indices provide a statistical basis for assessing whether the 
suggested relationships between the constructs are backed by empirical data and how well the 
suggested model fits the observed data. The Chi-square/Degrees of Freedom (χ²/df) and p-value, Root 
Mean Square Error of Approximation (RMSEA), Comparative Fit Index (CFI), Tucker-Lewis Index 
(TLI), Normed Fit Index (NFI), and Standardized Root Mean Square Residual (SRMR) were among 
the criteria used in this study to assess model fit. Each of these metrics offers a different perspective 
on model performance, allowing for a more thorough assessment of structural validity. The results 
of this model evaluation are presented in the discussion that follows, which also looks at potential 
alternatives in light of the observed alignment.  

Table 2. Model fit test. 

Fitting Index Model Value Criteria for Good fit Verbal interpretation 
χ²/df 3.023 >0.05 Acceptable 

p-value <0.001 > 0.05 Fail 
RMSEA 0.106 < 0.08 Fail 

CFI 0.734 > 0.90 Fail 
TLI 0.723 > 0.90 Fail 
NFI 0.231 > 0.90 Fail 

SRMR 0.064 < 0.08 Acceptable 

 
The χ²/df value of 3.023 shows an acceptable fit but the significant chi-square p-value suggests a 

misfit between the observed and predicted covariance matrices. The CFI, TLI and NFI also fails to 
reach the criteria of good fit which are below the suggested cutoff of 0.90. Additionally, the RMSEA 
exceeds the acceptable limit of 0.08, indicating poor model fit. And, SRMR value of 0.064 falls within 
the acceptable range. These findings highlight substantial concerns regarding the adequacy of the 
model. 
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In light of the model fit challenges identified, reconsidering the analytical approach is 
warranted. PLS-SEM offers a robust and flexible alternative, particularly well-suited for research that 
prioritizes prediction, involves complex model structures, or is constrained by smaller sample sizes. 
Unlike covariance-based SEM, PLS-SEM is more tolerant of multicollinearity and specification issues, 
making it effective in exploratory studies or when traditional methods yield unsatisfactory results. 

PLS-SEM is specifically designed to model complex causal relationships and to support theory 
development by estimating both direct and indirect effects among latent variables [55,56]. In this 
study, PLS-SEM was applied to examine the structural relationships among GHRM practices as the 
independent variable, GHC as the mediating variable, and GEB as the dependent variable. This 
method enabled a comprehensive analysis of the strength and significance of the hypothesized paths, 
offering valuable insights into the predictive and mediating mechanisms embedded within the 
proposed model. 

4. Results 

Table 3. Partial least squares structural equation modeling for each path relationship test. 

Path Relationship Original sample (O) T Statistics p Values 
GHRM -> GEB 0.063 0.609 0.542 
GHRM -> GHC 0.821 21.820 <0.001* 

GHC -> GEB 0.803 10.531 <0.001* 

Note: *p-value < 0.01. 

According to the path relationship test results, the green human resource management do not 
have a direct effect on green employee behavior with a low coefficient (0.063), low t-statistic (0.609) 
and high p-value (> 0.05). While GHRM practices may play a role in fostering a green workplace, their 
direct influence on employee behavior is negligible in this model. 

The path relationship between the green human resource management to green human capital 
indicates a highly significant and demonstrates a strong positive effect of GHRM practices on the 
development of green human capital with a strong path coefficient (0.821), high t-statistic (21.82), and 
a p-value of < 0.001. This indicates that green-focused HRM strategies effectively build the 
environmental competencies of employees. 

 In the path relationship between green human capital and green employee behavior, the result 
shows a strong path coefficient (0.803), high t-statistic (10.531), and a p-value of < 0.001 which indicate 
a strong and statistically significant positive relationship. This suggests that employees with higher 
environmental knowledge, skills, and attitudes are much more likely to engage in pro-environmental 
behaviors in the workplace. 

Table 4. Partial least squares structural equation modeling mediation analysis. 

GHRM -> GHC -> GEB 
Effect Type Original sample (O) T Statistics p Values 
Total Effect 0.722 10.496 <0.001* 
Direct Effect 0.063 0.609 0.542 

Indirect Effect 0.659 8.987 <0.001* 

Note: *p-value < 0.01. 

The total effect of GHRM practices on GEB was found to be strong and statistically significant 
(β = 0.722, t = 10.496, p-value < 0.001). This indicates that GHRM initiatives are meaningfully 
associated with increased environmentally responsible behavior among employees. However, it is 
critical to recognize that this total effect encompasses both direct and indirect pathways, and thus 
requires further examination to understand the underlying mechanism of influence. 

The direct effect of GHRM on GEB was not statistically significant (β = 0.063, t = 0.609, p-value = 
0.542). This means that green human resource management practices do not directly cause employees 
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to adopt green behaviors. The result implies that green practices alone may create awareness, but not 
action, unless they are internalized. 

The indirect effect of GHRM on GEB, mediated by GHC, was found to be highly significant (β = 
0.659, t = 8.987, p-value < 0.001). This confirms that the relationship between GHRM and GEB is fully 
mediated by GHC. This means that GHRM practices influence behavior only when they foster the 
development of environmental competencies. GHC which comprises knowledge, skills, and attitudes 
related to environmental responsibility serves as the internal mechanism through which employees 
are empowered to act in environmentally sustainable ways. 

Table 4. Partial least squares structural equation modeling mediation analysis. 

GHRM -> GHC -> GEB 
Original sample (O) T Statistics p-value Type of Mediation 

0.659 8.987 <0.001* Full Mediation 

Note: *p-value < 0.01. 

 

Figure 2. Partial Least Squares Structural Equation Modeling Mediation Analysis Plot. 

The findings confirm that while GHRM practices are significantly associated with GEB, this 
relationship is fully mediated by GHC. The strong path coefficient (β = 0.821), substantial t-value 
(21.82), and a highly significant p-value (< 0.001) indicate that GHRM practices do not exert a direct 
influence on employee green behavior. Rather, its contributions operate indirectly through the 
development of GHC which collectively comprises employees’ environmental knowledge, skills, and 
attitudes. 

5. Discussion 

This finding highlights the transformational role of GHC as a mechanism that converts human 
resource practices into tangible behavioral outcomes. Employees are unlikely to adopt pro-
environmental behaviors solely because green policies exist; instead, they must first internalize green 
values and develop the competencies required to act sustainably. This is supported by evidence 
showing that GHRM practices such as green training, environmental awareness programs, and 
sustainability-focused recruitment contribute directly to the formation of GHC, which in turn 
empowers employees to engage in environmentally responsible actions [4,6,7]. 

The mediating function of GHC is further reinforced by research emphasizing that GEB emerges 
not just from organizational mandates but from the individual-level environmental knowledge, 
skills, and attitudes cultivated through strategic HR practices [5,32]. Moreover, studies have shown 
that even when organizations have strong managerial support or well-structured green policies, 
employees are less likely to consistently engage in pro-environmental behavior unless they 
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personally internalize the necessary environmental knowledge, skills, and values that form the core 
of Green Human Capital [48,49].  

The full mediation implies that GHRM practices are effective only when they successfully foster 
green capabilities among employees. The direct path from GHRM to GEB being insignificant 
supports the view that policy alone is insufficient to drive change. Strategic capability-building must 
therefore be at the core of sustainable human resource initiatives. This result is supported by evidence 
showing that GHRM practices lead to sustainable outcomes primarily through the development of 
GHC, which equips employees with the competencies and motivation needed to engage in green 
behavior. Studies have demonstrated that without fostering these green capabilities, the direct effect 
of GHRM on GEB tends to diminish, highlighting the crucial mediating role of GHC in translating 
policy into action [47,50]. This supports the view that policy alone is insufficient to drive change 
which suggests that strategic capability-building through GHC must be embedded within human 
resource initiatives to ensure behavioral transformation. 

5.1. Implications 

In light of the study’s findings, it is strongly recommended that administrators and human 
resource practitioners prioritize the development of GHC as a strategic component of sustainability 
initiatives. Given that GHRM practices influence GEB only through GHC, investing in programs that 
enhance employees’ environmental competencies is essential. This can be achieved through 
structured green training, continuous learning modules, and employee empowerment initiatives that 
cultivate environmental knowledge, skills, and values. Additionally, integrating environmental goals 
into performance evaluation and providing recognition for green contributions can help reinforce 
sustainable behaviors in the workplace. By doing so, organizations can create a culture of 
sustainability that is rooted in capacity-building and internal motivation.  

5.2. Limitations and Future Research 

Even though the study was meticulously planned to meet its goals, it is important to recognize 
some of its limitations. The results may not be as generalizable to other industries or regions because 
the data were collected exclusively from employees of food service establishments in Iligan City, 
Philippines. By using a more diverse sample that represents various industries and regions, future 
studies could increase external validity. Greater representation could lead to a better comprehension 
of the applicability of the GHRM–GHC–GEB framework in various cultural and organizational 
contexts. The study only employed a quantitative approach, relying on survey data evaluated using 
PLS-SEM. Using qualitative techniques, such as in-depth interviews or focus groups, could improve 
comprehension of employees' experiences and opinions regarding GHRM practices, even though this 
method provided a clear statistical summary of the relationships between variables. These techniques 
may offer crucial contextual information about how GHC develops, is internalized, and is translated 
into behavior in organizational settings. Future studies may also examine the distinct effects of 
specific GHRM practices on the development of various GHC and GEB components. Dissecting these 
procedures could help identify the interventions that work best for encouraging environmentally 
conscious behavior and sustainable employee actions. The potential to improve strategic HR 
initiatives and promote more targeted, data-driven approaches for long-term human resource 
development is presented by this field of study. 

6. Conclusions 

In investigating the mediating role of GHC in the relationship between the GHRM practices and 
GEB, the study found that GHRM practices do not directly influence GEB. The direct path was weak 
and statistically insignificant. However, GHRM practices have a strong and significant indirect effect 
on GEB through GHC. This means that green human resource efforts are effective only when the 
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organizations help employees develop the environmental knowledge, skills, and attitudes needed to 
act sustainably. 

The results confirm that GHC fully mediates the relationship between GHRM and GEB. 
Employees are not likely to change their behavior just because green policies exist. The organizations 
need to understand, value, and feel capable of engaging in green practices and the role of GHC.  

These insights have clear practical implications. Organizations should focus less on policy 
declarations and more on employee capability-building. Green recruitment and selection, green 
performance management and appraisal, green training and development, green empowerment, and 
green performance systems should be designed to strengthen GHC. Only then can human resource 
practices lead to real behavioral change in support of environmental sustainability. 

Overall, GHRM practices shape employee behavior only through the development of the GHC. 
Therefore, building employees’ environmental knowledge, skills, and attitudes must be a core 
component of human resource strategies aimed at promoting organizational sustainability. 
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