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Article 

Exploring the Influence of Green Human Resource 
Management (GHRM) Practices on Employees’  
Pro-Environmental Behaviours in Egyptian Hospitals 
Amal Abdulmajeed Qassim  

Human Resources Management, Department of Management, Faculty of Business Administration University 
of Tabuk, Saudi Arabia, https://orcid.org/0000-0002-2557-8744), Amal.abdulmajeed@ut.edu.sa 

Abstract: This study aims to examine how Green Human Resource Management (GHRM) practices influence 
the development of an environmentally sustainable culture that encourages employees to exhibit pro-
environmental behaviours in public and private hospitals in Egypt. A total of 491 healthcare employees were 
surveyed and the data was analysed using Partial Least Squares Structural Equation Modelling (PLS-SEM). 
The research identified significant positive correlations between GHRM practices, a pro-environmental 
psychological climate, environmental knowledge, and employees' environmentally favourable behaviours. 
The results emphasised the significance of tailored GHRM strategies for different sectors and showed how 
psychological climate and knowledge mediate the conversion of human resource management (HRM) 
practices into sustainable behaviours. The study extends the literature by highlighting the relevance of GHRM 
practices within a healthcare setting in a developing country and indicates that the success of environmental 
practices is closely linked to their visibility and integration into routine operations. The focus of future studies 
should be on the long-term effects of GHRM practices, the impact of individual differences, and comparative 
studies across different sectors and countries to obtain a deeper understanding of how organisational 
sustainability is influenced by GHRM practices. 

Keywords:  Green human resource management practices; pro-environmental psychological 
climate; environmental knowledge; employees' pro environmental behaviours; public and private 
hospitals.  

 

1. Introduction 

Organisations are increasingly recognising the significance of sustainable activities due to global 
environment challenges. Green human resource management, or GHRM, is an integrated approach 
to environmental management within enterprises, incorporating green policies and practices in 
human resource management (HRM). HRM has been defined as the process of managing and 
training personnel to ensure that they are well equipped to perform their duties effectively. Besides 
creating a green culture, GHRM practices, policies and frameworks address environmental adequacy 
and conservation (Malik et al., 2020; Martins et al., 2022; Aukhoon et al., 2024) and as employees are 
the biggest capital in any organisation, a focus on their behaviours can bring about significant and 
positive change in businesses.  There is a growing recognition that GHRM is one of the best 
approaches for enhancing business efficiency and long-term sustainability (Munawar et al. 2022). 
Companies thus aim to improve positive work outlook and behaviour, as well as organisational 
performance, through GHRM initiatives (Farrukh et al., 2022). 

Research emphasising the positive impact of GHRM practices on employee and organisational 
performance underscores the significance of HR practices that address environmental concerns in 
achieving individual and organisation goals (Faisal, 2023). It is common knowledge today that 
employees are critical organisational assets in achieving organisational greening through changing 
environmental activities (Lülfs & Hahn, 2013). Prior research has concentrated on employee attitudes 
toward the environment, growing knowledge of environmental responsibility, and the potential 
benefits for businesses. Ren et al. (2018), for instance, claim that GHRM initiatives play a significant 
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role in shaping workers’ views and actions towards environmental sustainability and raising levels 
of environmental awareness. Furthermore, research by Albloush and colleagues (2022) indicates a 
statistically significant correlation between GHRM and both organisational performance and human 
capital. This suggests that improving an organisation’s environmental position is facilitated by the 
inclusion of sustainability into HRM initiatives (Baykal et al., 2023). Research also indicates that 
GHRM has a favourable effect on the work satisfaction and dedication of green project workers 
(Shafaei et al., 2020).  

To create a pro-environmental psychological climate within the organisation (Garavan et al., 
2023), Midden et al. (2007) emphasise the need for both modifying human behaviour and replacing 
rare capital with sustainable alternatives. This involves employees utilising company tactics, 
strategies, processes, and metrics to promote a favourable environmental psychological climate 
through workplace interactions (Hameed et al., 2020). This approach also enhances employees’ 
awareness and understanding of the environment, even if they may not fully comprehend it (Wang 
& Sarkis, 2017; Afsar & Umrani, 2020). Moreover, environmental awareness and pro-environmental 
psychological climates are mutually reinforcing, according to Bamberg and Möser (2007). Better 
ecological impacts result from this harmonisation, particularly when combined with GHRM 
frameworks (Afsar et al., 2016). GHRM aims to reduce social and administrative barriers while 
facilitating the achievement of both the organisational and employee environmental goals (Aftab et 
al., 2022). This is due to GHRM capacity and tendency to improve the environmental performance of 
a company (Shah, 2019). 

With an emphasis on Egypt’s public and private hospitals, the current paper focuses on how 
green training and development and green performance appraisal, related to GHRM affect pro-
environmental staff behaviour. This was achieved through a literature review exploring the 
mediating roles of environmental awareness, knowledge, and a psychologically supportive climate 
for the environment, alongside the use of a quantitative method. Within Egyptian public and private 
hospitals, there are several problems concerning waste management and resource utilisation. Many 
hospitals are still experiencing challenges in embarking on full implementation of complete 
sustainability strategies in light of campaigns to enhance environmental consciousness. In contrast, 
several other administrations have recently aimed to improve the sustainability of operations within 
the Egyptian context under the country’s vision of 2030 (Egyptian Ministry of Planning, 2016).  

Hameed et al. (2020) point out that the efficiency of any critical method depends on the level of 
accessibility and capacity of its workforce. For instance, performance apprisal and training and 
development are GHRM practices through which a firm can foster a workforce with knowledge of 
green behaviour within the firm (Jackson & Seo, 2010). Thus, the two green practices selected for 
evaluation within this study focus on training and development and performance appraisal focus on 
knowledge, motivation, and behavioural change elements (which ensure that the workers are not 
only informed about their responsibilities, but also motivated to perform the tasks) and the 
effectiveness of training and development. The latter can be measured by assessing employees’ 
knowledge and attitudes towards sustainability and the behaviour changes that result from 
performance management efforts focused on environmental responsibility. By focusing on these two 
GHRM practices, the research provides crucial information about how information and incentive-
based strategies facilitate the establishment of a long-term corporate culture and encourage worker 
engagement in environmental activities (Hameed et al., 2020).  

The research presents empirical evidence that can inform the development of effective GHRM 
strategies for facilitating a sustainable and responsible healthcare paradigm shift in Egypt. It is 
expected that the findings of this study will offer valuable insights into how GHRM practices may 
foster pro-environment behaviour among staff in Egyptian public and private hospitals and provide 
practical recommendations for the healthcare sector, policymakers, and scholars. By identifying the 
relationships and gaps in existing knowledge, for instance, managers can be encouraged to adopt 
and adapt GHRM practices to suit the different opportunities and challenges of their organisations 
(Majid et al., 2023). Furthermore, this paper aims to forward the conversation around sustainable 
HRM by making it easier to include eco-friendly practices that support Egypt’s transition to a more 
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sustainable healthcare industry. The healthcare industry, which is seen as a significant resource user 
and waste generator, is essential to Egypt’s 2030 objective. By implementing GHRM practices, 
hospitals can significantly contribute to Egypt’s sustainability goals and make a substantial positive 
impact on the environment (Egyptian Ministry of Planning, 2016). 

Being able to identify and understand these predictive relationships is critical for business 
entities that want to harmonize their HR practices with environmental laws and regulation. The 
paper begins with a summary of pertinent literature. The results of the data analysis are then 
presented. Lastly, as part of the findings discussion, the results’ practical implications for hospital 
management and policy are given. The paper’s conclusion consists of ideas for further research, the 
author’s assessment of the study’s shortcomings, and useful suggestions. 

2. Literature Review 

2.1. Theoretical Models  

The two theoretical pillars of this work are the theory of planned behaviour and social exchange 
theory. This theoretical integration provides a comprehensive framework for understanding the 
dynamics at play within Egyptian hospitals by highlighting the multidimensional benefits of GHRM 
methods, including green performance management, green training and development, on promoting 
environmentally conscious behaviour among staff. 

2.1.1. Theory of Planned Behaviour (TPB) 

According to Ajzen (1991), the four components that may affect intention are mentality, 
observed control, personal standard, and behavioural intention. TBP theory is based on intention. 
This theory may help to clarify how attitudes, subjective norms, and volitional control relate to green 
human resources practices (Ajzen, 2011). Observed control functions as a mediator of control over 
behaviour (Trafimow et al., 2002), and behaviour intention and behaviour are positively correlated 
(Yang et al. 2013). Personal beliefs and perceived norms are the main factors that influence 
behavioural beliefs. Attitude is generally considered the strongest determinant of behavioural 
intention and in this case, it refers to how much one likes or dislikes to behave in a particular way. 
There are two categories of factors that affect a person’s behaviour and attitude: exogenous and 
endogenous. While the latter results from outside factors like employee identification, the former is 
a result of an individual’s inherent characteristics. Subjective norms are the social pressures people 
feel when they think about implementing a certain behaviour. 

On the other hand, Reno et al. (1993) classified subjective standards into three categories: 
personal norms, also known as moral norms, which are related to what individuals believe they 
should do; descriptive norms, which explain how people act; and injunctive norms, which dictate 
what other people believe people should do. Like self-efficacy, perceived behavioural control refers 
to an individual behaviour capability and perceived competence in performing specific behaviours 
(Hagger & Chatzisarantis, 2005).  

This theory may be used to understand how organisational green training, development 
activities, and performance management appraisal influence employee attitudes towards pro-
environmental behaviour. Determining how employees perceive their capability to perform these 
behaviours as well as the pressures from society that they feel regarding the behaviours (subjective 
norms) is also important (Ajzen 1991). 

2.1.2. Social Exchange Theory (SET) 

Organisational researchers have long employed the concepts of social exchange (Levinson, 1965; 
Etzioni, 2000; March & Simon, 2015; Kieserling, 2019) and the accepted principle of equality 
(Gouldner, 1960) to characterize the driving forces behind employee behaviour. Individuals have 
employed the concept of SET and the reciprocity standard to rationalise actions that are often neither 
sanctioned by law nor recognised by authority (Organ, 1988; Rousseau, 1989). Per SET, this perceived 
organisational support generates a strong reciprocal obligation that motivates workers to go above 
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and beyond the call of duty, participating in more voluntary pro-environmental behaviours like 
lowering waste, conserving energy, and pushing for additional green initiatives within the company 
(Eisenberger et al., 1986; Kieserling, 2019). 

Moreover, when workers see that the organisation genuinely values and promotes 
sustainability, as may be accomplished through comprehensive training and fair assessment 
practices, they are more likely to respond positively. SET provides a useful perspective for examining 
the ways in which green managing performance and appraisal, in conjunction with green training 
and development, influence the pro-environmental behaviours of staff members. By understanding 
these interactions as part of a reciprocal exchange process, organisations may better create and 
implement HRM policies that not only promote sustainability but also foster a strong feeling of joint 
commitment and responsibility between the company and its people. 

2.2. HRM Practices and Pro-Environmental Psychological Green Climate 

Green HRM has received considerable interest in the literature in recent years (De-Stefano et al., 
2018 and Podgorodnichenko et al., 2020). As touched on above, adopting GHRM practices have been 
shown to enable organisations to include workers in environmental choices and activities and make 
them aware of organisational and individual responsibilities beyond profit (Renwick et al., 2013). 
Research has shown that stakeholders in the workplace view GHRM practices as a key factor in 
motivating people to do their jobs (Das and Dash, 2020) and that employees believe that their 
employer’s HRM policies and procedures are important influences on their work-related attitudes 
and actions (Nishii et al., 2008). Thus, it might be expected that GHRM will have positive effects on 
environmental perspectives among employees (Renwick et al., 2013). It has been argued, however, 
that if employees are not directly held responsible for their behaviour, they may not fully embrace 
environmentally friendly behaviours (Manika et al., 2015). As a result, a business should provide 
green work design and assessment, include employees in green tasks, appropriately recompense 
them for their accomplishments, provide training to raise employees’ understanding of 
environmental issues and encourage their participation in green activities (Dumont et al., 2017a). 

The psychological green atmosphere of employees as impacted by GHRM practices was 
investigated by Dumont et al. (2017b), they found that workplace green behaviour, both in-role and 
extra-role, is influenced by green HRM; this is due to distinct social and psychological mechanisms. 
GHRM practices have been shown to impact the development of green workplace climate in an 
organisation (Kuenzi & Schminke, 2009) and previous studies propose that the psychological climate, 
especially the interpersonal climate, affects the green behaviours of the employees significantly 
(Dumont et al., 2017a). Similarly, establishing an environmentally responsible workplace through 
engagement in green practices and helping employees to acquire new knowledge supports the 
creation of a green environment (Nisar et al., 2021; Hicklenton et al.2019; Renwick et al. 2013). 
According to Chou (2014), employees’ perceptions of their firms’ social responsibility towards the 
environment would decline if they saw a lack of green policies implemented into HR procedures. 
The psychological atmosphere that is favourable to the environment would deteriorate as a result. 
See Figure 1 
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Figure 1. Conceptual framework. 

H1: Green HRM practices have a positive effect on pro-environmental psychological green climate. 

2.2.1. HRM Practices and Employees Pro-Environmental Behaviours 

Ngo et al. (2014) suggest that effective HRM practices can be perceived as strategic assets that 
develop unique, valuable, and non-replicable human capabilities. These support organisations to 
maintain a competitive advantage. González-Sañchez et al. (2018) extend this idea, stating that 
GHRM is an essential part of strategic interventions meant to support workers’ pro-environmental 
actions within the framework of environmental management. Businesses may enhance their 
capabilities by complying with GHRM standards and providing training to employees to enhance 
performance better (Govindarajulu & Daily, 2004).  

To effectively implement GHRM practices, it is necessary to engage employees who are directly 
impacted by changes in both their personal and professional lives (Dezdar, 2017; Ren et al., 2018). 
Research on HRM behaviour suggests that GHRM practices can influence employees’ attitudes and 
behaviour (Wright et al., 2001; Islam et al., 2020). According to Dezdar (2017), however, staff attitudes 
and behaviours play a critical role in the effectiveness of environmental projects. As a result, engaging 
in pro-environmental behaviour requires employees’ desire and is not a requirement of their job 
description (Becker & Huselid, 2006). Accordingly, in performance management systems, 
unambiguous green performance metrics are beneficial (Saeed et al., 2022), as such behaviour might 
influence the employee performance results in one or another manner (Wright et al., 2001; Becker & 
Huselid, 2006). 

Formal training can be arranged prior to employment to provide staff with a foundational 
understanding of environmental management requirements (Fernández et al., 2017). As a result, they 
can receive instruction on the value of environmentally friendly workplace practices (Govindarajulu 
& Daily, 2004) as well as a deeper comprehension of different activities that have to be carried out in 
support of related projects (Del Brĭ´o et al., 2007) and be inspired to take part in pro-environmental 
activities (Zibarras & Coan, 2015). Effective training significantly affects workers’ opinions and 
involvement in pro-green efforts (Bissing-Olson et al., 2013), increases employee competency and 
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promotes organisational performance (Gyurák-Babečová et al., 2020). Enhancing knowledge is 
therefore essential for businesses to minimize wasteful reproduction, preserve energy, implement 
safety protocols (Yafi et al., 2021; Ababneh, 2021), as well as to create and maintain a green culture 
within an organisation (Opatha & Arulrajah, 2014). 

To further assure conservation efforts and sustainable development, performance management 
is a crucial component of GHRM practices, advancing green performance management (Gholami et 
al., 2016). Evaluating green performance is essential to redirect people, boost self-esteem, and modify 
behaviours (Farrukh et al., 2022). The system for evaluation should allocate labourers based on their 
needs, including pro-environmental behaviour (Hameed et al., 2020). Including pro-environmental 
behaviours into the performance assessment system is likely to promote worker appropriation. 

H2: Green HRM practices have a positive effect on employees pro-environmental behaviours. 

2.2.2. HRM Practices and Environmental Knowledge  

The positive relationship between environmental awareness and GHRM practices is expected to 
enhance the level of employee engagement in environmental activities (Afsar et al., 2016). The 
adoption of GHRM practices enables employees to enjoy considerable flexibility, although there is 
increasing awareness that these strategies will foster environmentally sustainable performance 
among firms (Saeed et al., 2019). Nonetheless, the effectiveness of GHRM programmes may be 
impacted by employees’ environmental awareness, which is a crucial factor in their implementation. 
GHRM practices can help employees develop and adopt pro-environmental attitudes across both 
their personal and work lives, encouraging a broader shift towards sustainability (Becker & Huselid, 
2006). According to Cincera and Krajhanzl (2013), GHRM encourages environmentally friendly 
activities by getting employees involved in greener activities and supports their responsible 
behaviour more generally in protecting the environment (Cherian & Jacob, 2012). Training ‘green 
employees’ who can evaluate and enhance the organisation’s environmental difficulties in its 
operations is particularly important in this regard (Darvishmotevali & Altinayb, 2022). 

Thus, the evidence indicates that implementing GHRM practices can improve employees’ 
environmental literacy (Tang et al., 2018) and that enhanced environmental consciousness occurs 
especially when GHRM initiatives are embedded in the organisation (Renwick et al., 2013; Moraes et 
al., 2019). Consequently, by adopting environmentally sustainable management practices in areas 
like recruitment, performance management, motivation and staff engagement, environmental 
knowledge can be enhanced, leading to increased concern about environmental degradation (Saeed 
et al., 2019) and improved understanding of the gains and viability of green practices and systems 
(Zhang et al., 2019). 

H3: Green HRM practices have a positive effect on environmental knowledge and awareness. 

2.2.3. Pro-Environmental Psychological Green Climate and Employees’ Pro-Environmental 
Behaviours 

Research on HRM behaviour suggests that psychological factors can influence the effectiveness 
of HRM practices in shaping employee behaviour (Garavan et al., 2023). Furthermore, psychological 
processes, such as pro-environmental psychological climate and a sense of duty to follow green 
practices, can significantly impact worker performance (Shen & Benson, 2016). Thus, heightened staff 
awareness through a pro-environmental psychological climate, can facilitate understanding of the 
activities encouraged and rewarded by the organisation (Norton et al., 2014). When the environment 
and its preservation are considered as one of the company’s significant strategies, the message 
implicitly invokes the company’s expectation from its workforce to act in an environmentally 
responsible manner (Jiang et al., 2012). Employees learn about the company’s values by witnessing 
HRM procedures (Nishii et al., 2008), so when a firm adopts GHRM strategies and procedures, its 
workforce views it as environmentally conscious and values its efforts to preserve the environment. 
The green workplace, as defined by Norton et al. (2014), includes both shared insights among 
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employees about social concerns that are articulated in environmental sustainability policies, 
structures, and processes, as well as co-worker behaviours that distinguish a business. Employees 
participate in more green initiatives as a result of becoming aware of their responsibilities and the 
organisation’s expectations about greening. Employees’ pro-environmental behaviour is positively 
correlated with a psychological climate that supports the environment (Norton et al., 2014). 

H4: Pre-environmental psychological green climate has a positive effect on employees pro-environmental 
behaviours.  

2.2.4. Mediating Role of Pro-Environmental Psychological Green Climate 

It has long been known that the psychological environment has a moderating effect within the 
workplace. According to Burke et al. (2002), workers behave in ways that are consistent with how 
they perceive and comprehend their work environments. Saeed et al. (2022) posit that this hypothesis 
finds evidence in the idea that workers develop impressions of their employers’ environmental 
friendliness and then act in environmentally conscious ways. This is accomplished by utilising the 
moderating variable of pro-environmental psychological climate, which suggests that workers are 
aware of the characteristics of their workplace. Thus, impressions of the psychological environment 
originate from social relationships, which allow workers to assess the importance of organisational 
procedures, structures, and processes (Beermann, 2011). The employees working in the 
environmentally conscious organisation share a similar perception about their workplace owing to 
psychological green climate (Chatelain et al., 2018).  

Pro-environmental behaviour can also reflect or indicate the overall values and attitudes of a 
company’s employees, influenced by the company culture, established laws and implementation 
policies. In essence, the concept of a green psychological environment is rooted in social cognition 
process (Dumont et al., 2017a, b). A green environment promoted through GHRM policies can 
encourage people to engage in a discussion about environmental concerns associated with the 
mentioned practices (Saeed et al., 2019). A positive psychological climate fosters self-generated, 
voluntary and helpful behaviours regarding the environment, along with additional self-directed 
actions (Sawitri et al., 2015). Prior research has established that people adjust their behaviour in a 
positive manner toward the environment the moment they find themselves in a green psychological 
climate (Whitmarsh & O’Neill, 2010). Hence, the objective of this study is to establish a correlation 
between green psychological climate, pro-environmental behaviour, and GHRM practice. We 
hypothesise: 

H4a: Pro-environmental psychological green climate mediates the relationship between Green HRM practices 
and employees pro-environmental behaviours. 

2.2.5. Environmental Knowledge and Pro-Environmental Behaviours 

Environmental consciousness is a contingency factor that determines the willingness of 
employees to participate in pro-environmental behaviours. Emotional commitment to these 
behaviours may also depend on the extent of knowledge about environment issues (Günter & 
Wüthrich, 2016). If employees understand aspects of waste management, environment management 
systems, as well as their organisation’s green policies, they may be more willing to embrace ecological 
practices in the workplace like cycling to work, switching off lights, and not using disposable cups 
(Barr, 2007). Research shows that employee knowledge influences decisions and intent. Thus, people 
often avoid becoming involved in circumstances about which they know very little (Saeed et al., 
2022).  

As individuals become more knowledgeable about environmental challenges, processes, and 
solutions, their concern and awareness of the need for personal environmental action often increase 
(Zsóka et al., 2013). Environmental awareness is the extent to which different groups of people are 
aware of the gravity of environmental concerns and the ways in which they interact with or respond 
to their surroundings (Ziadat, 2010, p. 136). Understanding and rewarding people for adopting 
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certain behaviours (or not acting in certain ways) might result from having knowledge about the 
environment. Cheng and Wu (2015) assert that workers who care more about the environment are 
more likely to adopt initiatives that improve the workplace environment. 

H5: Environmental knowledge and awareness has a positive effect on employees pro-environmental 
behaviours. 

2.2.6. Mediating Role of Environmental Knowledge  

The understanding and expertise of employees appear to have an impact on an organisation’s 
objectives and decision-making process. People generally get out of situations at work when they feel 
uncomfortable (Otto & Pensini, 2017). By adopting pro-environmental activities and improving 
organisational environmental performance, people who are aware of environmental issues fulfil their 
social obligation (Zareie & Navimipour, 2016). When individuals care about the environment, they 
frequently recycle their trash, use natural and organic products, spend money on eco-friendly goods, 
and participate in eco-friendly activities. Environmental awareness therefore influences individuals’ 
inclination to engage in pro-environmental actions. According to Zareie and Navimipour (2016), the 
person displaying curiosity appears to be behaving in a way that is appropriate for their 
surroundings. Therefore, when it comes to the relationship between GHRM protocols and 
ecologically responsible behaviour, an employee’s environmental expertise serves as a mediator. 
Raising employee environmental awareness can improve how well GHRM methods foster 
sustainable development (Barr & Gilg, 2007; Zsoka et al., 2013; Afsar et al., 2016; Fawehinmi, at el. 
2020; Saeed et al., 2022). A worker’s propensity to conduct conservation increases with their level of 
environmental consciousness (Frick et al., 2004).  As a result, we arrived at the following hypothesis: 

H5a: Environmental knowledge and awareness mediates the relationship between Green HRM practices and 
employees pre-environmental. 

3. Method 

3.1. Research Design 

The research focused on the impact of green performance management and assessment, and 
green training and development on pro-environmental behaviour among Egyptian hospital staff. A 
quantitative research approach was employed. 

3.2. Sample and Population  

The target population of the study was the employees in the public and private hospitals in 
Egypt. A total of 400 participants were selected, ensuring representativeness of participants who 
work in the hospitals participating in GHRM practices. 

3.3. Sampling Method 

Stratified random sampling was used to select participants from various hospital departments, 
ensuring representation across the different employment groups. To further enhance representation 
of all the major groups of the sample population, stratification was conducted based on job title, 
separating the hospital employees into administrative, medical and support staff. This helped to 
reduce sample bias and make the findings more generalisable to the rest of the Egyptian hospital 
staff. 

3.4. Instruments 

The research employed a comprehensive methodology, utilising multiple scales to measure 
distinct features. Two essential elements were measured using the GHRM practice scale created by 
Jabbour, et. al (2010): green performance appraisal (8 items) and green training and development (12 
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items). Gatersleben, et.al (2002) used a 9-item scale to measure environmental knowledge. A 5-item 
Chou (2014) scale was used to determine the favourable pro-environmental psychological climate. 
Lastly, a mixture of 13 items from Kim, et.al (2016), Robertson and Barling (2013), and Kaiser, et.al 
(2007) were used to assess pro-environmental behaviour. 

3.5. Data Collection 

Th study employed structured questionnaires to collect data over a period of three months from 
400 employees in public and private hospitals across Egypt. The survey questionnaires included 
those measuring GHRM, pro-environmental behaviour, environmental knowledge and pro-
environmental psychological climate. To enhance the response rate, both online and paper-based 
distributions of the questionnaire were employed. Participants were assured anonymity, to increase 
the likelihood of truthful responses. Once data was gathered, it was checked and screened for any 
missing or inaccurate entries before the final dataset was prepared for statistical analysis. 

3.6. Data Analysis and Result 

Descriptive statistics were employed in describing the demographic variables of the sample and 
Partial Least Squares Structural Equation Modelling (PLS-SEM) was also used. The latter method was 
selected for its suitability in dealing with complex models involving numerous variables and when 
evaluating both direct and mediated effects.  

3.6.1. Demographics of Respondents 

Table 1 provides the demographic details of the study participants. 

Table 1. Demographic characteristics. 

Items Frequency (N=491) (%) 
Gender   

Male 258 52.5 
Female 233 47.5 

Age   

25-30 80 16.3 
31-35 175 35.6 
36-40 152 31 

41 and over 84 17.1 
Education  

High School Diploma or Equivalent 49 10 
Associate Degree 126 25.7 
Bachelor’s Degree 84 17.1 
Master’s Degree 96 19.6 
Doctorate/PhD 80 16.3 

Professional Certificate/Diploma 56 11.4 
Years Of Service  

0-5 year 90 18.3 
6-10 year 169 34.4 

11-15 year 149 30.3 
16 years and over 83 16.9 

Job Title   

Physician/Doctor 56 11.4 
Nurse 143 29.1 

Administrative Staff 113 23 
Technician (e.g., Radiology, Lab) 125 25.5 

Pharmacist 54 11 
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Sector   

Public 248 50.5 
Private 243 49.5 

3.6.2. Common Method Bias 

Harman’s single-factor method was used in the research to check for common method bias. A 
single factor accounted for 19.067% of the variance, which is well below 50%. This suggests that 
common method bias is not present in this study (Podsakoff et al., 2003). 

3.6.3. Measurement Model 

The first step in analysis of the data was to evaluate the reliability and validity of the 
measurement model. When the CR and Alpha values are greater than 0.7, reliability is established 
(Gefen, Straub, & Boudreau, 2000). To confirm that there are no concerns with convergent validity, 
the outer loadings for each construct should be more than 0.5 (Bagozzi & Yi, 1988), and the AVE 
should be above 0.5 (refer to Table 2). 

The Fornell-Larcker technique was used in the study to assess discriminant validity, which 
stipulates that the square root of the AVE for every construct must be higher than its correlations 
with other constructs (see Table 3) (Fornell & Larcker, 1981). The cross-loading method was also 
employed to further evaluate discriminant validity, confirming that no items exhibited cross-loadings 
(see Table 2). 

Table 2. Reliability & Validity Analysis. 

Construct    Items Loading 
Alpha CR AVE 

>0.7 >0.7 >0.5 
Zero-order Construct      

GTD GTD_1 0.753 0.946 0.946 0.593 
 GTD_2 0.766    
 GTD_3 0.803    
 GTD_4 0.762    
 GTD_5 0.769    
 GTD_6 0.769    
 GTD_7 0.765    
 GTD_8 0.788    
 GTD_9 0.758    
 GTD_10 0.763    
 GTD_11 0.756    

  GTD_12 0.788       
GPMA GPMA_1 0.800 0.925 0.925 0.608 

 GPMA_2 0.788    
 GPMA_3 0.752    
 GPMA_4 0.764    
 GPMA_5 0.799    
 GPMA_6 0.762    
 GPMA_7 0.782    

  GPMA_8 0.790       
EKA EKA_1 0.797 0.921 0.921 0.566 

 EKA_2 0.686    
 EKA_3 0.704    
 EKA_4 0.794    
 EKA_5 0.759    
 EKA_6 0.744    
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 EKA_7 0.761    
 EKA_8 0.753    

  EKA_9 0.766       
PPC PPC_1 0.779 0.867 0.867 0.566 

 PPC_2 0.753    
 PPC_3 0.790    
 PPC_4 0.726    

  PPC_5 0.712       
EPB EPB_1 0.804 0.945 0.945 0.570 

 EPB_2 0.706    
 EPB_3 0.718    
 EPB_4 0.770    
 EPB_5 0.770    
 EPB_6 0.779    
 EPB_7 0.773    
 EPB_8 0.696    
 EPB_9 0.803    
 EPB_10 0.736    
 EPB_11 0.744    
 EPB_12 0.775    

  EPB_13 0.731       
Second-order construct      

GreenHRM GPMA 0.790 0.790 0.790 0.653 
 GTD 0.826    

Table 3. Discriminant Validity for zero order construct (Fornel Larcker & HTMT). 

Latent Variables 1 2 3 4 5 
Zero-order Construct      

1. EKA 0.752     

2. EPB 0.631 0.755    

3. GPMA 0.572 0.531 0.780   

4. GTD 0.565 0.565 0.697 0.770  

5. PPC 0.616 0.635 0.541 0.579 0.752 
Second-order construct      

Latent Variables 1 2 3 4  

1. EKA 0.752     

2. EPB 0.631 0.760    

3. GreenHRM 0.680 0.656 0.808   

4. PPC 0.616 0.635 0.671 0.752  

Note: “Values on the diagonal (italicized) represent the square root of the average variance extracted, while the 
off diagonals are correlations”. 

3.6.4. Structural Model 

PLS-SEM using SmartPLS software version 4.1.06 was employed in the study to test the 
hypothesis see Figure 2. A bootstrapping procedure was used with 5,000 samples to obtain the 
hypothesis results, consistent with the approach recommended by Ringle et al. (2015). A detailed 
summary of the direct, indirect, and interaction effects is provided in the Table 4. 

Table 4. Direct effect. 

Hypothesis 
Direct Std.  Std.  T P 

Relationships Beta Error Values Value 
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H1 GreenHRM  PPC 0.671 0.055 12.249 *** 
H2 GreenHRM  EPB 0.291 0.080 3.630 *** 
H3 GreenHRM  EKA 0.680 0.054 12.585 *** 
H4 EKA  EPB 0.262 0.064 4.063 *** 
H5 PPC  EPB 0.279 0.067 4.168 *** 

*Indicates significant paths: *p<0.05, **p<0.01, ***p<0.001, NS = not significant. 

 

Figure 2. Graphical representation of assessment of second-order measurement model. 

3.6.5. Hypotheses Testing Direct Effect 

The hypothesis testing results for direct relationships in the study are summarised in the table. 
For Hypothesis H1, the correlation between GHRM and PPC was assessed, yielding a standardised 
beta of 0.671 with a standard error of 0.055. A t-value of 12.249 was obtained, which was indicative 
of a highly significant impact (p < 0.001). Hypothesis H2, analysing the correlation between GHRM 
and EPB, presented a beta value of 0.291 and a standard error of 0.080, resulting in a statistically 
significant t-value of 3.630 (p < 0.001). Hypothesis H3 tested the effect of GHRM on EKA, with a beta 
value of 0.680 and a standard error of 0.054. A t-value of 12.585 was generated, which also supported 
a highly significant correlation (p < 0.001). Hypothesis H4 examined the relationship between EKA 
and EPB, with a beta of 0.262, a standard error of 0.064, and a t-value of 4.063, confirming statistical 
significance (p < 0.001). Finally, Hypothesis H5 investigated the relationship between PPC on EPB, 
having a beta of 0.279, a standard error of 0.067, and a t-value of 4.168, which also confirmed the 
significant relationship between the PPC and EPB (p < 0.001). Overall, all hypotheses have t-values 
that are greater than the statistical significance threshold, reflecting significant direct relationships. 

3.6.6. Hypotheses Testing Indirect Effect 

The results for the indirect relationships examined in the hypotheses are presented in Figure 3 
and Table 5. Hypothesis H4a analyses the indirect impact of GHRM on EPB through PPC, resulting 

Preprints.org (www.preprints.org)  |  NOT PEER-REVIEWED  |  Posted: 28 October 2024 doi:10.20944/preprints202410.2100.v1

https://doi.org/10.20944/preprints202410.2100.v1


 13 

 

in a standardised beta of 0.187 and a standard error of 0.052. A t-value of 3.606 is produced, which 
confirms a statistically significant indirect effect (p < 0.001). The indirect effect of GHRM on EPB via 
EKA is examined in Hypothesis H5a. A beta of 0.178 and a standard error of 0.050 is obtained, leading 
to a t-value of 3.586. Thus, a significant indirect effect is confirmed (p < 0.001). Strong mediation 
effects are shown by both hypotheses and their statistical significance is confirmed by their t-values. 

Table 5. Hypotheses testing mediation effects. 

Hypothesis 
Direct Std.  Std.  T P 

Relationships Beta Error Values Value 
H4a GreenHRM  PPC  EPB 0.187 0.052 3.606 *** 
H5a GreenHRM  EKA  EPB 0.178 0.050 3.586 *** 

*Indicates significant paths: *p<0.05, **p<0.01, ***p<0.001, NS = not significant. 

 

Figure 3. Graphical representation of the structural model. 

3.6.7. R2 

In general, R square values of 0.25, 0.50, and 0.75 correspond to small, medium, and large effect 
sizes, respectively. R square represents the extent of variance in an endogenous construct explained 
by its predictor constructs (Hair et al., 2013). In the following table, R² values for three latent variables 
used in this study are presented. EKA has an R² of 0.463, which suggests that the model explains 
46.3% of the variance in EKA, signifying moderate explanatory power. EPB has a higher R² value of 
0.533, meaning 53.3% of its variance is explained, reflecting somewhat stronger explanatory power. 
The R² of PPC is 0.450, which means that 45.0% of its variance is accounted for by the model, also 
reflecting a moderate explanatory power. The model, overall, provides moderate to strong 
explanatory power for these latent variables as show in Table 6.  
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Table 6. R2. 

Latent variables R2 
EKA 0.463 
EPB 0.533 
PPC 0.450 

4. Discussion of Hypothesis Analysis Results 

The research hypotheses have been assessed thoroughly to consider GHRM practices and their 
role in Egyptian hospitals and are discussed below. 

H1: Green HRM practices have a positive effect on pro-environmental psychological green climate.  

A significantly positive association was found between GHRM practices and pro-environmental 
psychological green climate (standardized beta = 0.671, p < 0.001).  Hence, the research shows that 
when HR practices related to environmental sustainability in hospitals are carried out, they positively 
affect the psychological climate and the employees are motivated to comprehend and apply pro-
environmental actions. The outcomes have been supported by several recent research studies. For 
example, Ren et al. (2021) observed that when GHRM practices, environmental training and 
performance appraisals were implemented in Chinese technology firms, their psychologically 
sustainable climate was significantly enhanced. Similar results have also been shown amongst 
hospitality organisations in Vietnam (Pham et al., 2020). Such findings underline the alignment 
between pro-environmental psychological climate and GHRM practices, indicating that if a 
supportive climate perception is maintained, green behaviours are practised throughout the sectors 
and contexts (see also Nisar et al., 2021). A green environment is created when an organisation 
engages in green practices and helps its workers to attain recent knowledge, creating an 
environmentally responsible workplace. The hospitals in Egypt displayed a significant positive 
relationship, indicating that for sectors employing environmental sustainability, the psychological 
climate would be affected significantly by the GHRM practices. Hence, the research indicates the 
value of tailored GHRM practices according to the various cultural contexts, particular requirements 
and sector features.  

H2: Green HRM practices have a positive effect on employee’s pro-environmental behaviours. 

A significantly positive association was found between GHRM practices and employees’ pro-
environmental behaviours (standardized beta = 0.291, p < 0.001) in the current research. The results 
have been corroborated by various recent research studies (e.g., Dumont et al., 2017; Ansari et al., 
2019; Saeed et al., 2019), indicating that green HR practices can be implemented by organisations to 
motivate employees to practice environment-friendly behaviours. Singh et al. (2020) found, for 
example, that in Indian companies, the green behaviours of employees were enhanced through 
GHRM practices, specifically when the environmental management policies and systems were 
strong. This means that when organisations genuinely invest in GHRM, their efforts towards 
workforce hiring, motivation and education are sincere and focused on promoting green practices 
and initiatives. Hence, the current study and previous research are aligned, showing that pro-
environmental behaviours are fostered by GHRM practices, specifically when the practices are visible 
and strongly integrated. Dedication to the strategic implementation of the GHRM practices is 
therefore important so that their influence can be maximised. 

H3: Green HRM practices have a positive effect on environmental knowledge and awareness. 

The findings showed a significant positive association is present between GHRM practices and 
environmental knowledge and awareness (standardized beta = 0.680, p < 0.001), supporting studies 
such as that of Saeed et al. (2019). They found that awareness increases through GHRM practices and 
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organisations become committed to practising environmentally sustainable activities. They also 
suggest that through constant environmental education initiatives and comprehensive green training 
programmes, it is possible to establish a workforce that is committed towards sustainability. 
Furthermore, Yong et al. (2022) found that within manufacturing organisations, GHRM practices 
enhanced knowledge and environmental awareness among HR managers and directors. Also, 
through GHRM practices, employees behave effectively and are more conscious towards the 
environment (Becker & Huselid, 2006; Cincera & Krajhanzl, 2013). The present research indicates a 
strong positive association between GHRM practices and environmental knowledge which shows 
that the GHRM educational components are important in developing environmental awareness. This 
is particularly relevant within the healthcare sector since operations are influenced by knowledge, 
such as energy use and waste management. 

H4: Pre-environmental psychological green climate has a positive effect on employees pro-environmental 
behaviours.  

The research demonstrated that employees’ pro-environmental behaviours are significantly 
influenced by the pro-environmental psychological green climate (standardized beta = 0.262, p < 
0.001). Shen and Benson (2016) similarly found that if the psychological climate is supportive, 
employee performance and pro-environmental behaviours can develop significantly. This suggests 
that if employees believe that the workplace supports and values environmental sustainability, they 
will also become motivated towards supporting the agenda. Furthermore, a positive association 
between the psychological climate and employees’ pro-environmental behaviours was found by 
Norton et al. (2014), who further stated that employees’ pro-environmental behaviours help support 
environmental ingenuities. Hence, it can be stated that when a sustainable environment is developed 
and integrated into the organisational culture, employees exhibit meaningful behaviours. 

As part of the current research context, there is a strong association between pro-environmental 
behaviours and psychological climate which establishes an organisational environment that supports 
sustainability. This aspect is critical for hospitals in Egypt since all hospitals are resource intensive. 
Much concern is allotted towards energy consumption, waste management and other environmental 
aspects. If the psychological climate is supportive, employees feel committed and empowered 
towards the environmental objectives and hospitals can carry out sustainable initiatives. Through 
such a collective method for sustainability, it will be possible to attain long-term enhancements in 
environmental performance. The hospital also performs the leadership role in modelling as well as 
reinforcing environmental values, which helps motivate the workforce to be environmentally 
conscious and engaged. 

H5: Environmental knowledge and awareness has a positive effect on employees pro-environmental behaviours. 

A significant positive association is present between employees’ pro-environmental behaviours 
and environmental knowledge and awareness (standardized beta = 0.279, p < 0.001). This shows that 
when employees have vast knowledge and awareness regarding environmental issues, they would 
be inclined towards carrying out activities which support workplace sustainability. This outcome has 
been supported by recent research. According to Cheng and Wu (2015), for instance, environmentally 
conscious employees carry out initiatives that help enhance the workplace’s environmental situation, 
indicating that a sense of empowerment and responsibility develops through awareness. Likewise, 
Barr (2007) found that if employees have enough knowledge regarding the green policies of the 
organisation, environmental management systems and waste management, they become eager to 
implement ecological practices as part of their daily work schedule. Hence, it can be stated that 
knowledge equips as well as motivates employees to align the environmental objectives and personal 
behaviours. 

Fernández (2017) also suggest that environmental knowledge strongly predicts behavioural 
intention regarding sustainability. Hence, the idea is reinforced that well-informed employees would 
be motivated to carry out green organisational initiatives. The research results clearly show that when 
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environmental awareness and knowledge amongst employees are enhanced, it proves beneficial to 
carry out sustainable behaviours, specifically in those sectors where knowledge significantly 
influences operational performance. For instance, in healthcare, employees need to comprehend 
issues such as energy conservation, eco-friendly initiatives and waste management to reduce the 
hospital’s environmental footprint. This would help comply with environmental regulations and 
contribute towards cost savings. Therefore, much importance has been granted to including a 
comprehensive educational programme in GHRM strategies.  

H4a & H5a: Mediation influence of environmental knowledge and psychological green climate  

Environmental knowledge and awareness (H5a) and the pro-environmental psychological green 
climate (H4a) played significant mediating influences on the association between employees’ pro-
environmental behaviours and GHRM practices. Hence, it can be observed that even though 
employee behaviours are affected by GHRM practices, their level of effectiveness increases when the 
psychological climate is perceived to be supportive and positive by the employees. Their knowledge 
regarding the environment also plays a vital role. Afsar and Umrani (2020) presented similar findings 
regarding the mediating role played by the psychological climate. They stated that in the hotel 
industry, GHRM practices are translated into effective green behaviours if a pro-environmental 
psychological climate is present. Thus, sustainable actions are carried out by employees if they feel 
that their environmental activities are being supported at the workplace and their efforts and 
contributions are appreciated. Chatelain et al. (2018) also observed that employees in 
environmentally conscious organisations often develop a shared perception, influenced by the 
psychological green climate. The collective perception creates a sense of responsibility and belonging, 
motivating employees to align their own behaviours with the organisation’s environmental 
objectives. 

Apart from the psychological climate, an important mediating role is played by environmental 
knowledge. In one study, it was shown that within an Australian multinational company the 
association between the employees’ pro-environmental behaviours and GHRM practices were 
mediated by environmental knowledge (Dumont et al., 2017). Thus, when appropriate sustainability 
knowledge is provided to employees, they can implement green practices in their daily activities. The 
present research outcomes are aligned with these outcomes, demonstrating that if employees are 
well-informed, they can carry out effective pro-environmental activities and the higher the level of 
knowledge and awareness regarding environmental aspects amongst employees, the more likely 
they would work towards the betterment of the environment. Such an association between behaviour 
and knowledge underlines the importance of extending continuous training and development when 
implementing effective GHRM strategies. Furthermore, these mediation findings support the case for 
psychological climate and increased environmental knowledge being present as part of GHRM 
practices to motivate pro-environmental behaviours.  

Overall, the research outcomes indicate that organisations, especially within the healthcare 
sector, stand to benefit from adopting a holistic approach towards sustainability. GHRM practices 
should be integrated to establish a durable pro-environmental psychological climate and increase the 
environmental knowledge of the employees. Using this approach, we can argue that sustainability 
should not be viewed as a separate policy but should be deeply integrated within the organisation’s 
culture to achieve meaningful and long-term environmental enhancements. 

5. Implications for Theory and Practice 

5.1. Theoretical Implications 

This study highlights the effectiveness of GHRM in a non-Western healthcare setting, where 
environmental sustainability initiatives are typically underemphasised. Thus, it contributes to the 
theoretical development of this concept. The results confirm that GHRM practices have a significant 
impact on pro-environmental psychological green climate, environmental knowledge, and pro-
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environmental behaviours of employees in public as well as private hospitals. By doing so, this 
research extends the applicability of GHRM theories beyond the conventional focus on corporate or 
manufacturing industries. 

In addition, the study emphasises that the effectiveness of GHRM practices is determined by 
contextual factors, such as the type of organisation (public or private) and regional context (Egypt). 
This is consistent with contingency theory, which indicates that several contextual aspects determine 
the success of HRM practices. The results also suggest that GHRM practices play a crucial role in 
sustainable management within healthcare, thereby broadening the applicability of GHRM theory to 
different sectors and geographic regions. 

5.2. Practical Implications 

Keeping in view the practical perspective, it is indicated by the findings that the adoption of 
GHRM practices can improve the environmental performance of both public and private hospitals 
by cultivating a sustainability-driven culture. The significant direct and mediating effects noted in 
the study suggest that hospitals should incorporate GHRM practices into their strategic HR 
initiatives. Doing so not only enhances environmental outcomes but also increases employee 
engagement and satisfaction by cultivating a sense of purpose and contribution to larger 
environmental objectives. 

As public hospitals frequently experience resource limitations, they can especially benefit from 
implementing GHRM practices as it would foster sustainability without requiring significant 
financial investments. By prioritising training programmes that raise environmental awareness and 
knowledge, public hospitals can encourage staff to exhibit pro-environmental behaviours, which 
would lead to cost savings as well as improved environmental performance. Competition and service 
differentiation are crucial in private hospitals. Here, GHRM practices can offer a distinct advantage, 
drawing environmentally conscious employees and patients. These hospitals could develop a 
powerful pro-environmental psychological climate, which would possibly enhance patient 
satisfaction and loyalty because of their enhanced reputation. 

The significance of GHRM practices in Egypt’s healthcare sector has been highlighted in this 
study. It has been concluded that there are several benefits of incorporating these practices into HR 
strategies for both public and private hospitals. Doing so not only aligns with sustainable 
development objectives but also encourages the development of a more resilient and loyal workforce 
dedicated to environmental responsibility. 

6. Conclusion 

Compelling evidence is offered in this study regarding the key role played by GHRM practices 
in developing an environmentally sustainable organisational culture within Egypt’s healthcare 
sector. According to the results, GHRM practices substantially enhance the pro-environmental 
psychological climate, improve environmental knowledge and awareness, and have a direct impact 
on employees’ pro-environmental actions. While these findings are consistent with existing studies 
from different contexts, they also show that sector-specific and cultural factors influence these 
outcomes. It has been shown that GHRM practices effectively advance environmental sustainability 
in public and private hospitals in Egypt, largely because of their direct effect on routine operations 
and tangible outcomes. It is indicated by the mediating effects of pro-environmental psychological 
climate and environmental knowledge that GHRM practices can have the greatest impact when they 
are reinforced by a sustainability-focused organisational culture and robust training programmes 
that enhance knowledge and awareness amongst employees.  

7. Future Research Directions 

The focus of future research should be on examining the long-term effects of GHRM practices in 
the context of healthcare to examine the way these practices evolve and shape organisational culture 
and employee behaviour over time. In addition, the impact of individual differences, such as personal 
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views and environmental commitment, should be explored to determine how they affect the 
relationship between GHRM practices and pro-environmental actions. Comparative studies across 
various sectors and countries would provide valuable insights into the influence of contextual factors 
on the success of GHRM practices, enabling the development of customised strategies for particular 
organisational and cultural settings. Future studies could also investigate the obstacles faced by 
developing countries in the adoption of GHRM practices and the strategies that can be used to 
mitigate these barriers. Furthermore, to obtain a more holistic understanding of how organisations 
can develop a comprehensive approach to environmental management, it is important to 
comprehend the relationship between GHRM practices and other organisational activities, such as 
corporate social responsibility (CSR) and sustainability reporting.  
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