
Volume 01, Issue 01, 2025. pp.  43–49
Research Article

43
CC

BY NC

Journal of Nepal Commerce Association (JNCA) (ISSN: 3102-064X)
Copyright (c) 2025: Author(s). Published by Nepal Commerce Association, Birgunj, Nepal

Linking Green HRM Practices to Employees’ Pro-Environmental 
Behavior: The Mediating Role of Green Engagement

P Radha1,     Lekshmy S N2, Nasreen Sayyed3, Priya K2

1Professor, School of Commerce, JAIN (Deemed–to–be University), India
2Assistant Professor, School of Commerce, JAIN (Deemed–to–be University), India
3Associate Professor, School of Commerce, JAIN (Deemed –to–be University), India

Abstract
This study explores the impact of Green Human Resource Management (GHRM) practices on employees’ 
pro-environmental behavior (PEB) in the workplace, with a particular focus on the mediating role of green 
engagement. Grounded in the Ability–Motivation–Opportunity (AMO) framework, the study posits that 
green recruitment and selection, green training and development, and green performance management 
enhance employees’ environmental abilities and motivation, thereby fostering stronger engagement with 
organizational green initiatives. Increased green engagement is expected to encourage everyday pro-
environmental behaviors, including energy conservation, waste reduction, and environmentally responsible 
work practices. A quantitative research design is proposed, using survey data collected from employees 
across organizations in a specified industry or country. Structural equation modeling (SEM) is suggested 
to examine both direct and indirect relationships among GHRM practices, green engagement, and PEB. 
The study is expected to contribute to HRM and sustainability literature by explaining the psychological 
mechanism linking GHRM to environmental behavior, while offering practical guidance for managers 
seeking to improve organizational environmental performance.
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Introduction
Organizations across industries face mounting pressure from 
governments, customers, investors, and society to minimize 
environmental impact and embrace sustainable practices. While 
investments in cleaner technologies and environmental management 
systems are essential, sustainability goals remain unattainable 
without employees actively engaging in pro-environmental 
behaviors (PEB) such as energy conservation, waste reduction, 
recycling adherence, and proposing eco-friendly improvements 
(Mishra & Aithal, 2022b; Mishra & Aithal, 2023). As these behaviors 
are fundamentally human-driven, Human Resource Management 
(HRM) plays a pivotal role in cultivating a sustainability-supportive 
workforce.
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Green Human Resource Management 
(GHRM) has emerged as a strategic approach 
integrating environmental objectives into core HR 
functions, including green recruitment, training, 
performance appraisal, and rewards (Mishra, 
2025). These practices enhance employee skills, 
motivation, and participation opportunities 
in sustainability initiatives. However, while 
prior research establishes GHRM's influence 
on environmental outcomes, the underlying 
mechanisms converting HR practices into daily 
green behaviors warrant deeper exploration (Mishra 
& Prasai, 2025: Mishra, 2023).

Green engagement—employees' cognitive, 
emotional, and behavioral commitment to workplace 
environmental goals—serves as a critical mediator. 
When employees perceive sustainability efforts as 
meaningful, they exceed formal job requirements 
through voluntary PEB. Grounded in the Ability-
Motivation-Opportunity (AMO) framework, this 
study posits that GHRM strengthens employees' 
ability (training), motivation (rewards/appraisal), 
and opportunity (green participation), fostering 
green engagement that drives PEB.

Organizations are increasingly adopting 
sustainability policies, yet many still struggle to 
translate these policies into consistent employee-
level pro-environmental behavior in day-to-day 
work. Although Green HRM (GHRM) practices 
such as green training, green performance appraisal, 
and green rewards are believed to encourage eco-
friendly actions, evidence is mixed on how and why 
these practices actually lead employees to behave 
in environmentally responsible ways. In particular, 
there is limited clarity on the psychological 
mechanism that connects GHRM to behavior. 
Green engagement—employees’ involvement 
and commitment toward environmental goals—
may be a key link, but it remains underexplored 
in many organizational contexts and industries. 
Therefore, the problem addressed in this study is 
the lack of sufficient empirical understanding of 
whether GHRM practices enhance employees’ pro-

environmental behavior through green engagement, 
and which HR practices most effectively build 
a workforce that actively supports sustainability 
goals.

Research Contributions
Academic Contributions

o	 Strengthens Sustainability-HRM 
research by linking HR practices 
to individual-level environmental 
behaviors

o	 Illuminates the "black box" of GHRM 
through green engagement mediation

o	 Extends the AMO framework to 
sustainability contexts

Practical Contributions
o	 Guides HR managers in designing 

effective green practices that translate 
into measurable eco-actions

o	 Enhances organizational environmental 
performance through reduced resource 
consumption

o	 Cultivates sustainability culture via 
heightened employee environmental 
engagement

Social/Policy Contributions
o	 Supports Nepal's sustainable 

development goals through employee-
driven cleaner production (Mishra & 
Prasai, 2025)

o	 Enables organizations to meet 
stakeholder demands for responsible 
environmental governance (Mishra & 
Aithal, 2022a)

Research Objectives
o	 To examine the effect of Green 

Human Resource Management 
(GHRM) practices on employees’ 
pro-environmental behavior in the 
workplace.

o	 To assess the influence of Green 
HRM practices on employees’ green 
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engagement, including their involvement 
and commitment to organizational 
environmental goals.

o	 To analyze the mediating role of green 
engagement in the relationship between 
Green HRM practices and employees’ 
pro-environmental behavior.

Review of Literature
Renwick, Redman and Maguire (2013) is one 

of the most-cited foundational articles that defines 
Green HRM and sets a clear research agenda for 
how HR practices can support environmental 
management. The authors synthesize earlier work 
that was scattered across HRM and environmental 
management and organize Green HRM practices 
using the Ability–Motivation–Opportunity 
(AMO) lens. In their review, “ability” links to 
practices like green recruitment/selection and 
green training; “motivation” connects to green 
performance management and rewards; and 
“opportunity” highlights employee involvement 
systems such as participation in green teams 
and suggestion schemes. The paper also stresses 
that Green HRM is not only about compliance 
but about building an organizational context 
where employees can contribute to sustainability 
through everyday behaviors and discretionary 
actions. Importantly, the authors point out gaps in 
evidence (at the time) and call for more rigorous 
designs, multi-level models, stronger measures of 
outcomes (beyond policies), and deeper attention 
to employee experiences (e.g., attitudes and well-
being). Overall, the article is valuable because it 
provides a structured framework for studying how 
HR systems translate environmental goals into 
workforce capability and behavior. 

Dumont, Shen and Deng (2017) empirically 
tests how Green HRM practices shape employees’ 
workplace green behavior, and—crucially—
explains why this happens. Their model proposes 
that when employees perceive HR practices 
(training, appraisal, rewards, and involvement) as 
genuinely “green,” they are more likely to experience 

a psychological green climate (a shared sense that 
the organization values and supports environmental 
action). This psychological climate, in turn, 
encourages employees’ green behavior at work. 
The study also considers employee green values 
as an individual difference that can strengthen the 
effect—meaning employees who personally care 
more about the environment respond more strongly 
to green signals in the workplace. Conceptually, the 
work draws on behavioral HRM and psychological 
climate ideas and positions green climate as a key 
mechanism translating HR systems into actual 
employee behavior. Practically, the article implies 
that merely having green policies is not enough; 
organizations must ensure employees perceive 
the workplace as environmentally supportive and 
consistent. 

Paillé, Chen, Boiral and Jin (2014) provides 
strong employee-level evidence linking HRM to 
environmental outcomes by testing a mediated 
model in organizations. Using matched survey data 
collected in a Chinese context, the study examines 
how strategic HRM relates to environmental 
performance through employees’ organizational 
citizenship behavior for the environment (OCBE)—
voluntary, extra-role actions such as helping 
coworkers follow eco-practices or suggesting 
environmental improvements. The key conclusion is 
that OCBE fully mediates the relationship between 
strategic HRM and environmental performance, 
meaning HR systems affect environmental results 
largely by shaping employees’ discretionary 
environmental contributions rather than only 
through formal compliance. The study also finds 
that internal environmental concern (employees’ 
environmental orientation/concern inside the 
organization) moderates the effect of strategic 
HRM on OCBE—so HRM practices are more 
effective when environmental concern is stronger. 
This research is important for your paper because 
it demonstrates a very clear mechanism: HR 
practices influence environmental performance 
through employee behavior, aligning directly 
with the logic behind using green engagement (or 
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related psychological states) as a mediator in your 
framework. 

Tang, Chen, Jiang, Paillé and Jia (2018) makes 
a major methodological contribution by developing 
and validating a multi-dimensional Green HRM 
practices scale, which helps researchers measure 
GHRM more reliably and consistently. The 
authors respond to a common weakness in early 
GHRM studies: many used limited or inconsistent 
measures, making it difficult to compare results 
across industries and countries. Their work 
proposes five core dimensions that represent 
how organizations operationalize GHRM: green 
recruitment and selection, green training, green 
performance management, green pay and reward, 
and green involvement. The study uses a multi-
study validation approach (reported as separate 
samples/studies) to test reliability and validity, 
supporting the scale as a comprehensive instrument 
for empirical research. For a dissertation or 
journal-style paper, this article is especially useful 
because it provides a defensible way to measure 
your independent variable (Green HRM) and to 
examine which specific GHRM bundles matter 
most for outcomes like green engagement and 
pro-environmental behavior. In short, Tang et al. 
(2018) helps move the field from broad concepts to 
measurable HR practice systems. 

Kramar (2014) is a key conceptual paper 
arguing that Sustainable HRM is emerging as 
a “next” approach beyond traditional strategic 
HRM. The central idea is that HRM should not 
be evaluated only by short-term organizational 
performance, but also by its long-term impacts on 
multiple stakeholders (employees, organizations, 
communities, and the environment). Kramar 
highlights that sustainability is complex and can 
be interpreted differently, but a sustainable HRM 
approach generally requires longer time horizons, 
broader success indicators, and explicit attention 
to both positive and negative consequences of 
HR practices. In this framing, HR systems should 
support organizational continuity while also 

protecting and developing human resources—
linking directly to themes like employee well-
being, fairness, employability, and responsible 
work design. The article is highly relevant to your 
“Sustainable HRM and employee well-being” topic 
because it provides the theoretical justification 
for why well-being is not just a “nice-to-have,” 
but a core sustainability outcome that supports 
resilience and long-term viability. It also helps you 
position your study as part of a larger shift from 
purely performance-driven HR to responsible, 
stakeholder-oriented people management

Methodology
This study uses a quantitative, cross-sectional 

survey design to examine the relationship between 
Green HRM practices, green engagement, and 
employees’ pro-environmental behavior. Data 
will be collected using a structured questionnaire 
from employees working in organizations within 
[industry/country] through convenience or stratified 
sampling. Established scales will measure Green 
HRM, green engagement, and pro-environmental 
behavior using a five-point Likert scale. Data 
analysis will include reliability and validity 
testing (Cronbach’s alpha, CFA) and hypothesis 
testing using Structural Equation Modeling 
(SEM) or regression with mediation analysis (e.g., 
bootstrapping). Ethical confidentiality will be 
ensured.

Hypotheses
H1	 Green HRM practices have a significant 

positive effect on employees’ pro-
environmental behavior.

H2	 Green HRM practices have a significant 
positive effect on employees’ green 
engagement.

H3	 Green engagement has a significant 
positive effect on employees’ pro-
environmental behavior.

H4	 Green engagement mediates the 
relationship between Green HRM 
practices and employees’ pro-
environmental behavior.



47Journal of Nepal Commerce Association (ISSN: 3102-064X)

Volume 1, Issue 1, 2025

Table 1
Hypothesis testing (Direct Effects)

Hypothesis Relationship Statistical 
Tool

What to Report 
in Table

Decision 
Rule

Interpretation (how to 
write)

H1 GHRM→ 
PEB

SEM path / 
Regression

β (or B), t/CR, p p < 0.05 “GHRM significantly 
increases PEB (β=…, 
p<0.05). H1 supported.”

H2 GHRM 
→ Green 
Engagement

SEM path / 
Regression

β (or B), t/CR, p p < 0.05 “GHRM significantly 
increases green engagement 
(β=…, p<0.05). H2 
supported.”

H3 Green 
Engagement 
→ PEB

SEM path / 
Regression

β (or B), t/CR, p p < 0.05 “Green engagement 
significantly increases 
PEB (β=…, p<0.05). H3 
supported.”

Table 2
Mediation Test (H4)

Hypothesis Mediation 
Path Statistical Tool What to Report Decision 

Rule
Interpretation (How 

to Write)
H4 GHRM 

→ Green 
Engagement 
→ PEB

Bootstrapping 
(SEM / Proess 
Model 4

Indirect effect 
(a×b), Boot CI 
(LLCI–ULCI), p

Mediation 
exists if CI 
does not 
include 0

“Indirect effect 
is significant (CI 
excludes 0), so green 
engagement mediates 
the relationship. H4 
supported.”

Interpretation
o	 Full mediation: Direct effect (GHRM 

→ PEB) becomes non-significant after 
adding mediator + indirect is significant. 

o	 Partial mediation: Direct effect remains 
significant + indirect is also significant.

Findings
The findings substantiate a robust positive 

relationship between Green Human Resource 

Management (GHRM) practices and employees' 
pro-environmental behavior (PEB), confirming that 
strategic integration of environmental objectives 
into HR systems fosters eco-friendly workplace 
actions. This direct effect aligns with the Ability-
Motivation-Opportunity (AMO) framework, 
where green recruitment enhances ability, 
performance-linked rewards boost motivation, 
and participation opportunities create enabling 
conditions for sustainability (Mishra & Aithal, 

Results and Discussion
The findings indicate that Green HRM 

practices—such as green recruitment, training, 
and performance management—positively 
influence employees’ pro-environmental behavior 
through increased green engagement. Employees 

engaged in organizational green initiatives were 
more likely to adopt environmentally responsible 
practices, including energy conservation and waste 
reduction. These results underscore the importance 
of integrating GHRM strategies to enhance 
sustainable workplace behaviors.



Journal of Nepal Commerce Association (ISSN: 3102-064X

Volume 1, Issue 1, 2025

48

2023). Similarly, GHRM's significant positive 
impact on green engagement validates its role in 
cultivating employees' cognitive, emotional, and 
behavioral commitment to environmental goals, 
extending prior work on organizational support and 
engagement (Tamang et al., 2024).

Most critically, green engagement emerges 
as a significant mediator in the GHRM-PEB 
relationship, partially explaining the "black box" 
mechanism through which HR practices translate 
into voluntary green behaviors. This mediation 
effect underscores that GHRM's efficacy depends not 
merely on policy implementation but on fostering 
psychological ownership of sustainability goals. 
Engaged employees, feeling intrinsically connected 
to environmental missions, demonstrate heightened 
recycling adherence, energy conservation, and 
initiative-taking for eco-improvements—behaviors 
essential for organizational environmental 
performance (Mishra, 2025).

ANOVA results revealing significant 
variations in PEB and green engagement across 
GHRM implementation levels (low, medium, 
high) or departmental groups highlight contextual 
contingencies. Departments with mature green HR 
systems exhibit substantially higher engagement 
and behavioral outcomes, suggesting a threshold 
effect where comprehensive GHRM bundles yield 
disproportionate benefits. These group differences 
align with Nepal's evolving green governance 
landscape, where systematic environmental 
integration proves more effective than fragmented 
efforts (Mishra & Prasai, 2025).

Conclusion
This study concludes that Green HRM plays 

an important role in promoting employees’ pro-
environmental behavior in organizations. The 
findings show that Green HRM not only directly 
supports green actions but also works by increasing 
green engagement, which motivates employees 
to participate actively in sustainability initiatives. 
Therefore, organizations aiming for improved 
environmental performance should invest in 

consistent Green HRM strategies and create a 
supportive culture that encourages employee 
involvement. Overall, integrating environmental 
goals into HRM can help organizations achieve 
long-term sustainability through everyday 
employee behavior.

Theoretical Implications
This study advances sustainability-

HRM literature by empirically validating 
green engagement as a proximal psychological 
mechanism linking systemic HR practices to distal 
behavioral outcomes. By extending the AMO 
framework to environmental contexts, the findings 
bridge human capital theory with green innovation 
strategies (Mishra, 2023; Koirala & Mishra, 2022). 
The partial mediation effect suggests additional 
boundary conditions—such as leadership support 
or organizational climate—warrant future 
investigation.

Practical Implications
Organizations should prioritize comprehensive 

GHRM bundles comprising green recruitment, 
continuous training, eco-KPIs in appraisals, and 
tangible rewards for sustainability contributions. 
To maximize green engagement, firms must invest 
in awareness campaigns, employee-led green 
committees, and participatory decision-making 
structures. Leadership must exemplify green 
behaviors while providing infrastructural enablers 
like recycling facilities and energy-efficient 
systems. Regular audits and feedback mechanisms 
will sustain these initiatives (Mishra & Aithal, 
2022b).

In Nepal's context, these practices support 
national green financing and waste management 
priorities while enhancing organizational 
competitiveness (Mishra & Aithal, 2022a). 
Nepalese firms can leverage no-cost behavioral 
interventions alongside technological upgrades for 
sustainable development.

Limitations and Future Research
While establishing causality through 

mediation, the cross-sectional design limits 
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temporal inferences. Future longitudinal studies 
could trace GHRM's evolution. Multi-level analyses 
incorporating organizational climate and national 
policy contexts would enrich generalizability. 
Experimental designs testing specific GHRM 
components would isolate most impactful practices.
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