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Abstract 

Purpose- This study aimed at examining the role of green human resource 
management practices on environmental performance. Four green HR 
practices were involved. These practices include green recruitment and 
selection, green training and development, green performance 
management and green compensation management. It further aimed at 
examining the mediating effect of perceived organisational support toward 
the environment on the relationship between green HR practices and 
environmental performance. 

Design/Methodology- The study used a case study design. Quantitative 
approach was used through which data was collected using a questionnaire 
from 198 out of 220 respondents expected which accounts for 90% 
response rate. Data analysis involved descriptive and inferential statistics. 

Findings- The study found green recruitment and selection, green 
training and development, green performance management and green 
compensation management have significant positive impact on 
environmental performance. Moreover, perceived organisational support 
toward the environment was found to have significant effect on the 
relationship between each green HR practice and environmental 
performance. The study stresses the need for organisations through their 
respective management teams to play a supportive role in promoting green 
HR practices to enhance environmental performance. 

Practical Implications- Human resource management practices have 
potential in enhancing environmental performance of organisations. This 
could be done through integrating green practices with human resource 
management practices and providing organisational support toward green 
initiatives. 
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Introduction 
The world is facing undesirable climatic changes as a result of various human activities (Wang et al., 2016; Wu 
et al., 2010). International and local organisations, states, agencies and different organisations have been looking 
for various solutions to mitigate the problem which is threatening biodiversity (Brondízio et al., 2021; Chen et 
al., 2021; Sanson et al., 2019).   The corporate world has also reacted in different ways to ensure organisation’s 
operations do not contribute to environmental degradation and is looking for various approaches and practices 
of conserving the environment (Laranja Ribeiro et al., 2021; Unsworth et al., 2021). Research on green practices 
has been playing an important role in revealing best practices that can be adopted by organisations to make 
them environmentally friendly (Elemure et al., 2023; Gigauri et al., 2022; Khan et al., 2021).  

In recent years, researchers in human resource management have been increasingly focusing on how human 
resource management can contribute towards environment management (Pham et al., 2019; Yong et al., 2019). 
This has led to an increase in the number of empirical studies on green human resource management.  Green 
human resource management entails integration of human resource management and environmental 
management practices with a focus of making organisations less harmful and more protective to the 
environment (Mwita, 2019). Although studies on green HRM have been increasingly found in the current 
literature, it has been encouraged that more studies have to be done to reveal more empirical evidences on how 
GHRM can be beneficial (Faisal, 2023; Pham et al., 2019).  

While the need for more studies in the area of green HRM is overemphasised, more studies have been 
conducted in the developed world with little attention in the developing world, specifically African countries 
(Usman & Mat, 2021). This calls for more empirical studies in African countries and other parts of the world 
where a few or no empirical studies have been conducted. The need to cover these regions lies in the need to 
have a collective effort in making the world a better place while considering varied cultures and approaches in 
dealing with global problems. Against this backdrop, this study was conducted in Tanzania to assess the role of 
green human resource management practices on environmental performance. As per the reviewed literature, 
Tanzania has limited empirical evidence linking green HR practices and environmental performance. The 
decision to study multiple practices was based on the suggestion of Aftab et al (2023) and Renwick et al (2013) 
that studies that examine the impact of GHRM systems are more useful than those studying individual practices. 
This study therefore focused on green HR practices which are green recruitment and selection, green training 
and development, green performance management and green compensation management.  

Literature Review 

Ability Motivation Opportunity (AMO) Theory 
AMO theory is one the most reliable theories in explaining the relationship between HR practices and 
performance(Marin-Garcia & Martinez Tomas, 2016; Mia et al., 2022). The theory posits that organisational 
performance is a function of ability and motivation that an employee has and a supportive environment that an 
organisation provides (opportunity) to use his/her  ability (Obeidat et al., 2016). Ability is the result of training 
and development that employees are offered in an organisation. Training and development offer employees 
with relevant skills and knowledge that enable them to perform various tasks and deal with different work-
related challenges (Demortier et al., 2014). On the other hand, employee motivation is achieved by offering 
rewards equitably, among other things. In the presence of an effective performance management system 
employee motivation can be boosted for successful employee and organisational performance( Bai & Wang, 
2016; Van Waeyenberg & Decramer, 2018). When an organisation has an effective compensation system 
employees feel motivated to work harder and better than an average employee. Having ability and motivation 
is not enough if employees are not given opportunities to demonstrate their abilities and use their motivation 
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(Ehrnrooth & Björkman, 2012). This implies that when employees are offered various opportunities and use 
them, they increase the chance of an organization to perform better. In the context of green human resource 
management, the ability to initiate and implement green related tasks and exert green behaviours can be achieved 
through green training and development (Ahmed et al., 2021a; Benevene & Buonomo, 2020). On the other 
hand, green compensation management and green performance management are pivotal in motivating 
employees. The need to provide employees with opportunities to showcase their green knowledge and skills 
cannot be underestimated (Irani & Kilic, 2022; Zaki & Norazman, 2019). When organisations expose their 
employees to the right opportunities they can utilise their potential for successful environmental performance. 
Various studies have used the theory to explain the link between Green HRM and environmental performance 
(Bhatti et al., 2022a). The theory support mediation of other related green variables (such as green organisational 
support and employee environmental commitment)(Ahmed et al., 2021b; Paillé & Valéau, 2021a) 

Green Human Resource Management 
Green human resource management has emerged to be one of  interesting areas among management 
researchers. Green HRM is considered a subset of sustainable HRM and a stand-alone field of inquiry. Although 
studies relating to the role of human resources in enhancing environmental management can be traced back to 
1990’s, sustainable HRM has been in the literature since 1084 (Paulet et al., 2021). Studies have been focusing 
on how green HRM is practised and the role it plays to influence various dependent variables. Comparatively, 
there is still a room of potentiality in Green HRM since there is a lot to explore to inform the current body of 
knowledge. For decades, traditional human resource management has been criticized for not being strategic 
with inability to focus on issues relating to corporate social responsibility. Emergence of green HRM is therefore 
considered one of significant strategic moves to make organisations and the environment in general more 
sustainable. Green HRM has multiple benefits including but to limited to improving brand image of 
organisations, enhancing corporate social responsibility, attracting investors as well environmental 
conservation(Mahdy et al., 2023; Rani & Mishra, 2014) 

Green HRM has to do with how human resource management integrates environmental management practices 
with a focus to reduce adverse effects of organisational operations to the environment. This implies that all HR 
practices from recruitment and selection, training and development, performance management, to 
compensation management are implemented with a green focus (Aggarwal & Agarwala, 2023). Consequently, 
within green HRM we find green recruitment and selection, green training and development, green performance 
management, and green compensation management, among others.  

While in other fields and professions (such as supply chain, marketing, etc.) the move towards green practices 
have been emphasized as well, green HRM is responsible for transforming employees’ behaviours and 
perspectives to accept and implement green practices. This is due to the fact that it is at the centre of 
organisations operations since it is directly involved in hiring, developing and utilizing human potentials.   

Environmental Performance 
Organisations strive to implement different policies and strategies as well as promoting green practices to gain 
a competitive advantage.  Organisations that prioritise environmental conservation attract more investors and 
gain a positive image from other stakeholders. Environmental performance has to do with reduction of adverse 
effects of an organisation to the environment as the result of intentional strategies, policies and practices put in 
place by the organisation. Aftab et al (2023) defines Environmental performance as environmental impact of 
organisational activities. Environmental performance has recently gained attention of researchers and other 
various stakeholders of organisations. Organisations with poor environmental performance are more likely to 
perform poorly in their respective industries and markets since people prefer green products and green services. 
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This has made environmental performance one of the yardsticks in making decisions on where to invest, where 
to get hired, what to buy, which organisation to partner with, etc.  

Organisational Support toward Environment 
Operationalizing green human resource management to enhance environmental performance does not come 
automatically (Mwita, 2019b). It requires efforts of an organisation in different dimensions. Organisations that 
support green behaviours and practices are more likely to enhance environmental performance. Having green 
policies, strategies and plans in place is not sufficient to make them impactful to the environmental 
performance. It requires top management support through directing, funding, motivating and effective 
leadership to make it possible (Bhatti et al., 2022b; Mwita & Mrema, 2023). This study defines organisational 
support toward the environment as provision of resources and facilitative environment that allows employees 
to design and put into practice green initiatives as well as demonstrating green behaviours willingly.  

Hypothesis Development 

Green recruitment and Selection and Environmental Performance 
Recruitment and selection are one of the primary functions of HRM (Shenoy & Aithal, 2018). It is an entry 
point to an organisation. The use of green recruitment and selection helps organisations to recruit and select 
job candidates who are eco-friendly (Mwita, 2019). The use of green recruitment and selection allows, among 
other things, to assess whether job candidates are familiar with issues relating to environmental conservation 
and their willingness to work with minimal adverse effects to the environment (Anasel & Swai, 2023; Mwita & 
Kinemo, 2018). This makes it easier for organisations to design and implement green initiatives since employees 
are familiar and ready to support environmental management practices within an organisation. The study of 
Yusoff et al (2020) which was done in Malaysia in the hospitality industry found that green recruitment and 
selection is capable of influencing organisational environmental performance. Further, (Guerci et al., 2016) 
found that hiring employees who value corporate social responsibility improves the chances of organisations 
to realize their respective environmental outcomes.  

H1: Green recruitment and selection influence environmental performance 

Green Training and Development and Environmental Performance 
Knowledge and skills on environmental related issues are crucial in relation to environmental performance of 
firms. Organisations supplied with employees who are capable of implementing various green initiatives and 
practices are more likely to improve their environmental performance(Mwita, 2019). This makes green training 
one of important practices to equip employees with relevant knowledge and skills required to make 
organisations eco-friendly. Arguably, green HRM stands out as one of primary methods through which human 
resources support environmental management(Jabbour & De Sousa Jabbour, 2016).  The literature suggests 
that green training and development are capable of influencing environmental performance. The study of Aftab 
et al (2023) detected a positive relationship between green training and development and environmental 
performance of organisations. Green training plays a significant role in changing employees’ behaviours and 
imparting them with green mindsets which are pivotal to organisational environmental performance.  

H2: Green training and development influence environmental performance 

Green Performance Management and Environmental Performance 
Organisational performance largely depends on performance of individual employees. To ensure that 
employees meet performance expectations, organisations put in place plans, strategies and use various practices 
(Haque, 2021). Performance management is one of HR practices that aims at ensuring that employee’s 
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performance is excellent (Teeroovengadum et al., 2019). To meet green targets and goals, organisations use 
green performance management. Through the process, employees are assigned green targets that get monitored 
and evaluated periodically (Mwita, 2019). At the end, employees are given feedback on how they perform before 
various initiatives help employees perform better. When employees are given green targets or goals, the chances 
of increasing environmental performance for the organisation increases (Mutingi et al., 2014). Further, through 
monitoring how these employees progress towards achieving these goals and targets increases the chances of 
an organisation to improve environmental performance(Martins et al., 2021).  The study of Yusoff et al (2020) 
which was done in the hotel industry found that organisations implementing green performance management 
have higher chances of improving their environmental performance. Similarly, the study of Pham et al (2020) 
found that green performance management increases environmental performance of an organisation. 

H3: Green performance influences environmental performance 

Green Compensation and Environmental Performance 
Green compensation management is another important practice in green human resource management 
literature. Organisations that reward employees who demonstrate efforts in initiating and implementing green 
related tasks increase the chance of achieving environmental performance Gill et al (2021). Employees are 
motivated to exert green behaviours when doing so is rewarded. Having an effective reward system for people 
who perform excellently in supporting green initiatives in organisations plays an important role in enhancing 
individual and organisational environmental performance. The study of Ahakwa et al (2021) which was done in 
Ghana among 300  business owners found that green compensation management has a significant positive 
effect on environmental performance. Another study by Ojo et al (2022) which was done in Malaysia found 
green compensation management to be a significant predictor of environmental performance.  

H4: Green compensation and development influence environmental performance 

Perceived Organizational Support toward Environment and Environmental 

Performance  
Organisational support toward the environment plays an important role in enhancing environmental 
performance. Organisational support may be manifested in different ways but mainly through creating an 
enabling environment for green initiatives to be fostered.  Organisations that encourage employees green 
behaviours and discourage practices that are not environmentally friendly are more likely to achieve 
environmental performance. Paillé and Raineri (2015) report that, when employees feel supported by their 
organisations through enabling policies they are more likely not to breach on eco-initiatives. Arguably, 
leadership is at the centre of successful implementation of green initiatives in organisations (Kusi et al., 2021) 
The study of Bhatti et al (2022b) which was done in Pakistan found that POSE has a significant effect on the 
relationship between green HRM and environmental performance. Likewise, the study of Al-Alawneh et al 
(2024) found that POSE can significantly mediate the relationship between Green HRM (green recruitment 
and selection, green training and development, green performance management and green compensation 
management) and environmental performance. However,  Paillé and Meija-Morelos (2019) argue that 
organisational support is not always enough to encourage employee environmental performance which is an 
important determinant to organisational environmental performance.   

H5: Perceived organisational support toward the environment (POSE) influences environmental performance 

H6: POSE mediates the relationship between green recruitment and selection and environmental performance 

H7: POSE mediates the relationship between green training and development and environmental performance 
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H1 

H8: POSE mediates the relationship between green performance management and environmental performance 

H9: POSE mediates the relationship between green compensation management and environmental 
performance 

Conceptual framework 
Figure 1 shows the conceptual framework of this study. It shows the direction of each independent variable to 
the dependent variable implying that the hypothesised relationships are in such a way each individual 
independent variable affects the dependent variable (environmental performance). Moreover, the mediating 
variable (perceived organisational support toward the environment) affects interaction between each 
independent variable and the dependent variable. 

 

             Independent variables            Mediating variable     Dependent variable 

 

 

 

 

 

 

 

 

 

        

 

 

       Figure 1: conceptual framework 

 

Methods 
The study employed quantitative approach through which data were collected by using questionnaires from 198 
respondents. The approach is suitable for studies aiming to establish relationships among variables(Masue et 
al., 2013; Mwita, 2022b). The study used a case study design that involved employees of the Tanzania Ports 
Authority (TPA), Head Office in Dar es Salaam Tanzania. The office had a total of 489 employees. From this 
population a sample size of 220 was targeted as determined by Yamane’s formula. Questionnaires were 
distributed to all the respondents in the targeted sample who were sampled by using a simple random technique. 
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quantitative approach selected. Secondly, it was ideal to use questionnaires given the large number of 
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filled and returned and therefore qualified for data analysis. This accounts for 90% response rate which is 
sufficient for generalisation (Mugenda & Mugenda, 2003). Data analysis involved descriptive and inferential 
statistics. The focus on descriptive statistics was obtained frequencies, means and standard deviation. On the 
other hand, inferential statistics was used to determine correlations and regression results for hypothesis testing.  

Measurements 
The questionnaire used comprised scales that were developed and validated by other studies. Scales to measure 
green recruitment and selection (GRS), green training development (GTD), green performance management 
(GPM) and green compensation management (GCM) were adopted from Shah (2019). The scales had 3 items, 
4 items, 6 items, 7 items and 5 items respectively. On the other hand, perceived organisational support toward 
the environment (POSE) was measured using four (4) items adopted from (Paillé & Valéau, 2021b). The scale 
for measuring environmental performance (EP) had 7 statements that were adopted and modified from a 5 
scale statement scale of Chow and Chen (2012). All the scales used a five-point likert scale.  

Results 

Demographic Characteristics 
A sample that was involved in the study had different characteristics. The sample had a total of 111(56.1%) 
male and 87 (43.6%) female respondents. The respondents belonged to various age categories, 21 (10.6%) were 
ibetween 18-23 years, 62(31.3%) were between 24 -33, 75 (37.9%) were between 34-43 years and 40 (20.2%) 
were between 44 and 53 years. On the other hand, working experience among the respondents was dispersed 
across different ranges of years. The results show that 54 (37.3%) had working experience ranging from 0 to 5 
years, 98 (49.5%) had working experience ranging from 6 to 10 years and 30 (15.1%) respondents had working 
experience of between 11 and 15 years. A total of 16(8.1%) respondents had working experience of above 15 
years.  

Table 1: Respondents’ demographic data 

Characteristic Category Frequency (percentage) 

Gender Male 111 (56.1%) 

 Female 87 (43.6%) 

Age 18-23 years 21 (10.6%) 

 24-33 years 62 (31.3%) 

 34-43 years 75 (37.9%) 

 44-53 years 40 (20.2%) 

Working Experience 0-5 years 54 (27.3%) 

 6-10 years 98 (49.5%) 

 11-15 years 30 (15.1%) 

 Above 15 years 16 (8.1%) 

Source: Researchers’ computation, 2024 
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Reliability  
The study tested the reliability of research scales used by using Cronbach alpha. The results in table 2 show that 
the variables had varied coefficients. Green recruitment and selection had 0.848, green training and 
development had 0.756, green performance management had 0.799, green compensation management had 
0.792 and environmental performance had 0.918. As the rule of thumb, a value of 0.7 and above signifies that 
the instrument is reliable. This means data collection instrument used for data collection was reliable to be used 
for data collection since the coefficient for each variable was above 0.7 

Table 2: Cronbach alpha values for the variables 

Variable Cronbach’s Alpha No. of items 

Green recruitment & selection .848 3 

Green training & development .756 4 

Green performance management .799 6 

Green compensation management .792 5 

Perceived organisational support toward the 
environment 

.928 4 

Source: Researchers’ computation, 2024 

Descriptive Results 
Descriptive analysis of the variable focused on measuring mean and standard deviation of each construct in 
variables and their respective weighted means and standard deviations. Green recruitment and selection had a 
weighted mean of 3.17 and standard deviation of .882. the mean shows that green recruitment and selection is 
slightly above the midpoint. On the hand, standard deviation shows that the scores by the respondents were 
not too dispersed from the mean scores. 

The mean score of green training and development was 3.25 and the standard deviation was 1.153. The mean 
signifies that green training and development is also slightly above the midpoint. The standard deviation 
indicates that data were not too dispersed from the mean score hence the respondents provided nearly standard 
responses on the scale that measured green training and development. 

The mean for green performance management was 3.54 and standard deviation was 1.008. The mean shows 
that the practice is satisfactorily taken care of at TPA. On the other hand, the standard deviation confirms that 
the scores provided in the scale were generally uniform as they were not significantly dispersed from the mean 
score. 

Green compensation management had a mean score of 3.52 and standard deviation of 1.414. These results 
indicate that green compensation is generally satisfactory and the scores were generally uniform since the 
dispersion was not something to worry about. 

Perceived organisational support toward the environment had a mean score of 3.35 and standard deviation of 
.953. The mean score shows that the organisation offers a satisfactory level of organisational support toward 
the environment. Further the standard deviation shows that the responses offered by the respondents were not 
significantly dispersed from the mean score.  

https://doi.org/10.33215/yrvjx551


SEISENSE Journal of Management 
Vol 7 No 1 (2024): DOI: https://doi.org/10.33215/yrvjx551, 153-169 

Research Article 

 

161 

Environmental performance had a mean score of 3.5 and standard deviation of 1.345. This gives an impression 
that TPA’s environmental performance is above average and the standard deviation shows that scores in the 
scale were generally uniform as there is no sign of significant variability in terms of responses provided.  

Table 3: Descriptive results for the studied variables 

Variables Statements (Constructs) Mean Std. 
Deviation  

Green recruitment & selection GRS1  3.40 .824 
 GRS2 3.09 .865 
 GRS3 3.02 .956 
 Weighted mean & standard deviation 3.17 .882 

Green training and development GTD1 3.17 .917 
 GTD2  3.34 1.722 
 GTD3 3.24 .982 
 GTD4 3.25 .996 
 Weighted mean & standard deviation 3.25 1.154 
Green performance management GPM1  3.39 .980 
 GPM2 3.61 .987 
 GPM3 3.65 .964 
 GPM4 3.46 1.055 
 GPM5 3.65 1.022 
 GPM6 3.50 1.040 
 Weighted mean & standard deviation 3.54  1.008 
Green compensation 
management 

GCM 3.43 1.068 

 GCM2 3.48 1.065 
 GCM3 3.47 1.060 
 GCM4 3.49 1.098 
 GCM5 3.64 2.434 
 Weighted mean & standard deviation 3.52 1.414 
Perceived organisational support 
toward the environment 

POSE1 3.59 .889 

 POSE2 3.36 .976 
 POSE3 3.22 .972 
 POSE4 3.23 .975 
 Weighted mean & standard deviation 3.35 .953 
Environmental performance EP1 3.43 1.068 
 EP2 3.48 1.065 
 EP3 3.47 1.060 
 EP4 3.49 1.098 
 EP5 3.64 2.434 
 Weighted mean & standard deviation 3.50 1.345 

Source: Researchers’ computation, 2024 
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Correlation Analysis 
Correlation analysis was undertaken to examine the strength of relationship among the studied variables. Based 
on the results provided in table 4, green recruitment and selection had a moderate positive relationship with 
environmental performance (r=.547). Green training and development also had a medium positive relationship 
(r=.525) with environmental performance. The relationship between green performance management and 
environmental performance was also moderate and positive (r=.435). Likewise, the relationship between POSE 
and environmental performance was moderately positive (r=.383). On the other hand, green compensation 
management and environmental performance had a moderate positive linear relationship (r=.540) with 
environmental performance. Generally, the results show that when each independent variable increases, the 
dependent variables also increase with a moderate effect. 

Table 4: Correlation matrix 

Indicator  GRS GTD GPM GCM POSE EP 

GRS Pearson 
Correlation 

1      

 Sig. (2-tailed)       
GTD Pearson 

Correlation 
.734** 1     

 Sig. (2-tailed) <.001      
GPM Pearson 

Correlation 
.677** .655** 1    

 Sig. (2-tailed) <.001 <.001     
GCM Pearson 

Correlation 
.669** .648** .693** 1   

 Sig. (2-tailed) <.001 <.001 <.001    
POSE Pearson 

Correlation 
.468** .404 .405 .412 1  

 Sig. (2-tailed) <.001 <.001 <.001 <.001   
EP Pearson 

Correlation 
.547** .525** .435** .540** .383** 1 

 Sig. (2-tailed) <.001 <.001 <.001 <.001 <.001  

** Correlation is significant at the 0.01 level (2-tailed) 

Hypothesis Testing (direct interactions) 
The study used ANOVA to test hypotheses of this study. Green recruitment and selection were found to have 
29.9% significant explanatory power on environmental performance. Moreover, the results show that green 
recruitment and selection have significant positive influence on environmental performance (β=.894. P-value 
<.001). Secondly, green training and development was found to have 27.5% explanatory power on 
environmental performance. The results show that green training and development has a significant positive 
influence on environmental performance (β=.492, P-value <.001). Green performance management was found 
to have 18.9% explanatory power on environmental performance. Moreover, green performance management 
has a positive significant influence on environmental performance (β=.551. P-value <.001). Green compensation 
management had an explanatory power of 29.1% on environmental performance. Green compensation 
management was also found to have a significant positive influence on environmental performance (β=.637. P-
value <.001). Perceived organisational support toward the environment had an explanatory power of 14.7%. 
Moreover, POSE was found to have a significant positive effect on environmental performance (β=.383, P-
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value <.001). Generally, the results support all the five hypotheses developed by this study which led to their 
acceptance.  

Table 5: Hypothesis testing (direct interactions) 

Hypothesis R R2 β p-value Decision 

Green recruitment & selection influences 
environmental performance (H1) 

.547 .299 .894 <.001 accept 

Green training and development influence 
environmental performance (H2) 

.525 .275 .492 <.001 accept 

Green performance management influences 
environmental performance (H3) 

.435 .189 .551 <.001 accept 

Green compensation management influences 
environmental performance (H4) 

.540 .291 .637 <.001 accept 

Perceived organisational support toward the 
environment influences environmental 
performance (H5)  

.383 .147 .383 <.001 accept 

Source: Researchers’ computation, 2024 

Hypothesis Testing (indirect interactions)  
MACRO process analysis was used to test the mediating effect of POSE on each the relationship between 
individual green HR practice and environmental performance. The indirect interaction between green 
recruitment and selection on environmental performance through POSE was 0.31 that of green training and 
development was 0.21, for green performance management was 0.23 and for green compensation management 
was .009.   

The lower limit confidence interval (LLCI) in the mediating effect of POSE on the relationship between green 
recruitment and selection and environmental performance was 0.03 and upper limit confidence interval (ULCI) 
was 0.65. The lower limit confidence and interval (LLCI) in mediating effect of POSE on the relationship 
between training and development and environmental performance was 0.12 and the upper limit confidence 
interval (ULCI) was 0.45. The lower limit confidence and interval (LLCI) in mediating effect of POSE on the 
relationship between green performance management and environmental performance was 0.19 and the upper 
limit confidence interval (ULCI) was 0.82. On the other hand, the lower limit confidence and interval (LLCI) 
in mediating effect of POSE on the relationship between green performance management and environmental 
performance was 0.17 and the upper limit confidence interval (ULCI) was 0.43.  For all four interactions the 
lower limit confidence interval and upper limit confidence interval did not pass through zero which imply that 
POSE significantly mediates the relationship between each green HR practice and environmental performance  

Table 6: Hypothesis testing (indirect interactions) 

Interactions (hypothesises)  Indirect effect  LLCI (95%) ULCI 
(95%) 

Decision 

GRS→POSE →EP 0.31 0.03 0.65 accept 

GTD→ POSE→EP 0.21 0.12 0.45 accept 

GPM→POSE→EP 0.23 0.19 0.82 accept 

GCM→POSE→EP 0.09 0.17 0.43 accept 

Source: Researchers’ computation, 2024 
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Discussion 
This study’s findings confirm the need for organisations to adopt green human resource management practices 
in quest to enhance environmental performance. All the four green HR practices i.e. green recruitment and 
selection, green training and development, green performance management and green compensation 
management were found to have significant influence on environmental performance. These findings are 
consistent with previous empirical literature (Aftab et al., 2023; Ahakwa et al., 2021; Roscoe et al., 2019; Saeed 
et al., 2022). This is among a few studies conducted in developing countries with specific focus in Tanzania. 
This raises hope that organisations in Tanzania and the rest of developing countries can put into place green 
human resource management initiatives that are capable of influencing environmental performance. Adopting 
green HR practices is beneficial to organisations in many ways including attracting more investors who are 
always concerned with how organisations restrain from environmental degradation. While this is promising, the 
literature informs that organisations have been facing challenges in implementing HR practices effectively. Lack 
of guiding policies, unsupportive management, low awareness among employees and insufficient funds to green 
initiatives have been cited as inhibiting factors (Islam et al., 2020). However, organisational support toward the 
environment have been considered among major determinants to effective HR practices (Akthar, 2022; Yusliza 
et al., 2019). Green initiatives need financial, material and moral support toward yield a positive result. 
Organisations whose managers are green pioneers and support are expected to have positive results in 
enhancing environmental support (Mishra, 2017). Managers and other decision makers have a key role to play. 
Green human resource management needs a number of supportive decisions to be made which make 
organisational support inevitable for environmental performance (Roscoe et al., 2019). All the green HR 
practices largely depend on green organisational support. This gives an impression that before an organisation 
thinks of implementing any green HR practice, it should start by checking whether there is a supportive system 
within an organisation for improved green performance.  

The AMO theory postulations show how management is important in institutionalising green HR practices and 
realisation of their benefits (Mwita, 2024).  The need to training and develop employees on green HR practices 
and initiatives have proven to be effective since green HRM seem to be new paradigm which is not well known 
to many. On the other hand, employee motivation needs serious attention. Organisations’ compensation 
policies and practices are the cornerstone of fueling employees’ willingness to support green HRM. Providing 
opportunity to showcase employee abilities is another pivotal role when management plays it can yield a positive 
result.  

Conclusion 
The study examined the role of green recruitment and selection, green training and development, green 
performance management and green compensation on environmental performance. The findings show that all 
the green HR practices studied have significant positive influence on environmental performance. 
Organisations that put green HR practices in place have higher chances of enhancing their environmental 
performance. Furthermore, organisations in developing countries have potential of using green HR practices 
to enhance environmental performance. Management of organisations have a pivotal role in initiating and 
supporting green HRM through training, motivation and providing opportunities for employees to use their 
knowledge, skills and competences in green initiatives. The findings of this study therefore support AMO theory 
postulations and confirm the theory as relevant in green HRM related studies.  

Theoretical implications: Drawing from the AMO theory, the findings suggest the need and demonstrated 
potential of integrating green management practices and traditional human resource management practices. 
Through the green recruitment and selection as well as green training, organisations can be supplied with people 
with the right skills to enhance environmental performance of their respective organisations. Likewise, as in 
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line with the AMO theory, green performance management and green compensation plays a crucial role in 
enhancing the level of employee performance which is one of important determinants of environmental 
performance. Making ability and motivation relevant to the need to provide employees with opportunities to 
utilise their potential is crucial. 

Practical implications: Organisations can utilise the potential that green HR practices present in enhancing 
environmental performance. This can be done through formulation and implementation of policies aiming to 
promote green behaviour among employees. The emphasis to hire employees with green mindsets, imparting 
employees with green knowledge and skills, formulating, monitoring as well as assessing and rewarding 
achievement of green goals are paramount in promoting environmental performance.   

Funding: This research received no external funding 

Acknowledgments: We appreciate the cooperation that was provided by the management and employees of 
the Tanzania Ports Authority (TPA) during data collection.  

Conflicts of Interest: The authors declare no conflict of interest 

Data Availability Statement: The data that support the findings of this study are available from the 
corresponding author, [L.D & K.M.M], upon reasonable request 

References 

Aftab, J., Abid, N., Cucari, N., & Savastano, M. (2023). Green human resource management and environmental 
performance: The role of green innovation and environmental strategy in a developing country. Business 
Strategy and the Environment, 32, 1782–1798. 

Aggarwal, P., & Agarwala, T. (2023). Relationship of green human resource management with environmental 
performance: Mediating effect of green organizational culture. Benchmarking: An International Journal, 
30(7), 2351–2376. https://doi.org/10.1108/BIJ-08-2021-0474 

Ahakwa, I., Yang, J., Agba Tackie, E., & Asamany, M. (2021). Green Human Resource Management Practices 
and Environmental Performance in Ghana: The Role of Green Innovation. SEISENSE Journal of 
Management, 4(4), 100–119. https://doi.org/10.33215/sjom.v4i4.704 

Ahmed, U., Umrani, W. A., Yousaf, A., Siddiqui, M. A., & Pahi, M. H. (2021a). Developing faithful stewardship 
for environment through green HRM. International Journal of Contemporary Hospitality Management, ahead-of-
print(ahead-of-print). https://doi.org/10.1108/IJCHM-09-2020-1066 

Ahmed, U., Umrani, W. A., Yousaf, A., Siddiqui, M. A., & Pahi, M. H. (2021b). Developing faithful stewardship 
for environment through green HRM. International Journal of Contemporary Hospitality Management, ahead-of-
print(ahead-of-print). https://doi.org/10.1108/IJCHM-09-2020-1066 

Akthar, N. (2022). Top Management Support: Underlying Mechanism between Green Human Resource 
Management Practices and Environmental Performance. Journal of Digitainability, Realism & Mastery 
(DREAM), 1(02), 48–62. https://doi.org/10.56982/journalo.v1i02.21 

Al-Alawneh, R., Othman, M., & Zaid, A. A. (2024). Green HRM impact on environmental performance in 
higher education with mediating roles of management support and green culture. International Journal of 
Organizational Analysis, 32(6), 1141–1164. https://doi.org/10.1108/IJOA-02-2023-3636 

Anasel, M. G., & Swai, I. L. (2023). Factors to determine the adoption of online teaching in Tanzania’s 
Universities during the COVID-19 pandemic. PLOS ONE, 18(10), e0292065. 
https://doi.org/10.1371/journal.pone.0292065 

https://doi.org/10.33215/yrvjx551


SEISENSE Journal of Management 
Vol 7 No 1 (2024): DOI: https://doi.org/10.33215/yrvjx551, 153-169 

Research Article 

 

166 

Bai, J., & Wang, W. (2016). The Study of the Human Resource Practice of Breakthrough Innovation and Micro-
Innovation Based on the Theory of the AMO Model. Open Journal of Business and Management, 04(03), 
461–470. https://doi.org/10.4236/ojbm.2016.43047 

Benevene, P., & Buonomo, I. (2020). Green Human Resource Management: An Evidence-Based Systematic 
Literature Review. Sustainability, 12(15), 5974. https://doi.org/10.3390/su12155974 

Bhatti, S. H., Saleem, F., Murtaza, G., & Haq, T. U. (2022a). Exploring the impact of green human resource 
management on environmental performance: The roles of perceived organizational support and 
innovative environmental behavior. International Journal of Manpower, 43(3), 742–762. 
https://doi.org/10.1108/IJM-05-2020-0215 

Bhatti, S. H., Saleem, F., Murtaza, G., & Haq, T. U. (2022b). Exploring the impact of green human resource 
management on environmental performance: The roles of perceived organizational support and 
innovative environmental behavior. International Journal of Manpower, 43(3), 742–762. 
https://doi.org/10.1108/IJM-05-2020-0215 

Brondízio, E. S., Aumeeruddy-Thomas, Y., Bates, P., Carino, J., Fernández-Llamazares, Á., Ferrari, M. F., 
Galvin, K., Reyes-García, V., McElwee, P., Molnár, Z., Samakov, A., & Shrestha, U. B. (2021). Locally 
Based, Regionally Manifested, and Globally Relevant: Indigenous and Local Knowledge, Values, and 
Practices for Nature. Annual Review of Environment and Resources, 46(1), 481–509. 
https://doi.org/10.1146/annurev-environ-012220-012127 

Chen, H. L., Nath, T. K., Chong, S., Foo, V., Gibbins, C., & Lechner, A. M. (2021). The plastic waste problem 
in Malaysia: Management, recycling and disposal of local and global plastic waste. SN Applied Sciences, 
3(4), 437. https://doi.org/10.1007/s42452-021-04234-y 

Chow, W. S., & Chen, Y. (2012). Corporate Sustainable Development: Testing a New Scale Based on the 
Mainland Chinese Context. Journal of Business Ethics, 105(4), 519–533. https://doi.org/10.1007/s10551-
011-0983-x 

Demortier, A.-L. P., Delobbe, N., & El Akremi, A. (2014). Opening the Black Box of HR Practices - 
Performance Relationship: Testing a Three Pathways AMO Model. Academy of Management Proceedings, 
2014(1), 14932. https://doi.org/10.5465/ambpp.2014.102 

Ehrnrooth, M., & Björkman, I. (2012). An Integrative HRM Process Theorization: Beyond Signalling Effects 
and Mutual Gains. Journal of Management Studies, 49(6), 1109–1135. https://doi.org/10.1111/j.1467-
6486.2012.01055.x 

Elemure, I., Dhakal, H. N., Leseure, M., & Radulovic, J. (2023). Integration of Lean Green and Sustainability 
in Manufacturing: A Review on Current State and Future Perspectives. Sustainability, 15(13), 10261. 
https://doi.org/10.3390/su151310261 

Faisal, S. (2023). Green Human Resource Management—A Synthesis. Sustainability, 15(3), 2259. 
https://doi.org/10.3390/su15032259 

Gigauri, I., Vasilev, V., & Mushkudiani, Z. (2022). In Pursuit of Sustainability: Towards Sustainable Future 
Through Education. International Journal of Innovative Technologies in Economy, 1(37), 1–12. 

Gill, A. A., Ahmad, B., & Kazmi, S. (2021). The effect of green human resource management on environmental 
performance: The mediating role of employee eco-friendly behavior. Management Science Letters, 1725–
1736. https://doi.org/10.5267/j.msl.2021.2.010 

Guerci, M., Montanari, F., Scapolan, A., & Epifanio, A. (2016). Green and nongreen recruitment practices for 
attracting job applicants: Exploring independent and interactive effects. The International Journal of Human 
Resource Management, 27(2), 129–150. https://doi.org/10.1080/09585192.2015.1062040 

Haque, A. (2021). Strategic HRM and organisational performance: Does turnover intention matter? International 
Journal of Organizational Analysis, 29(3), 656–681. https://doi.org/10.1108/IJOA-09-2019-1877 

https://doi.org/10.33215/yrvjx551


SEISENSE Journal of Management 
Vol 7 No 1 (2024): DOI: https://doi.org/10.33215/yrvjx551, 153-169 

Research Article 

 

167 

Irani, F., & Kilic, H. (2022). An assessment of implementing green HRM practices on environmental 
performance: The moderating role of green process innovation. Journal of Global Hospitality and Tourism, 
1(1), 16–30. https://doi.org/10.5038/2771-5957.1.1.1001 

Islam, M. A., Hunt, A., Jantan, A. H., Hashim, H., & Chong, C. W. (2020). Exploring challenges and solutions 

in applying green human resource management practices for the sustainable workplace in the ready‐
made garment industry in Bangladesh. Business Strategy & Development, 3(3), 332–343. 
https://doi.org/10.1002/bsd2.99 

Jabbour, C. J. C., & De Sousa Jabbour, A. B. L. (2016). Green Human Resource Management and Green Supply 
Chain Management: Linking two emerging agendas. Journal of Cleaner Production, 112, 1824–1833. 
https://doi.org/10.1016/j.jclepro.2015.01.052 

Khan, S. J., Dhir, A., Parida, V., & Papa, A. (2021). Past, present, and future of green product innovation. 
Business Strategy and the Environment, 30(8), 4081–4106. https://doi.org/10.1002/bse.2858 

Kusi, M., Zhao, F., & Sukamani, D. (2021). Impact of perceived organizational support and green 
transformational leadership on sustainable organizational performance: A SEM approach. Business 
Process Management Journal, 27(5), 1373–1390. https://doi.org/10.1108/BPMJ-09-2020-0419 

Laranja Ribeiro, M. P., Tommasetti, R., Gomes, M. Z., Castro, A., & Ismail, A. (2021). Adoption phases of 
Green Information Technology in enhanced sustainability: A bibliometric study. Cleaner Engineering and 
Technology, 3, 100095. https://doi.org/10.1016/j.clet.2021.100095 

Mahdy, F., Alqahtani, M., & Binzafrah, F. (2023). Imperatives, Benefits, and Initiatives of Green Human 
Resource Management (GHRM): A Systematic Literature Review. Sustainability, 15(6), 4866. 
https://doi.org/10.3390/su15064866 

Marin-Garcia, J. A., & Martinez Tomas, J. (2016). Deconstructing AMO framework: A systematic review. 
Intangible Capital, 12(4), 1040. https://doi.org/10.3926/ic.838 

Martins, J. M., Aftab, H., Mata, M. N., Majeed, M. U., Aslam, S., Correia, A. B., & Mata, P. N. (2021). Assessing 
the Impact of Green Hiring on Sustainable Performance: Mediating Role of Green Performance 
Management and Compensation. International Journal of Environmental Research and Public Health, 18(11), 
5654. https://doi.org/10.3390/ijerph18115654 

Masue, O. S., Swai, I. L., & Anasel, M. G. (2013). The Qualitative-Quantitative ‘Disparities’ in Social Science 
Research: What Does Qualitative Comparative Analysis (QCA) Brings in to Bridge the Gap? Asian 
Social Science, 9(10), p211. https://doi.org/10.5539/ass.v9n10p211 

Mia, M. M., Rizwan, S., Zayed, N. M., Nitsenko, V., Miroshnyk, O., Kryshtal, H., & Ostapenko, R. (2022). The 
Impact of Green Entrepreneurship on Social Change and Factors Influencing AMO Theory. Systems, 
10(5), 132. https://doi.org/10.3390/systems10050132 

Mishra, P. (2017). Green human resource management: A framework for sustainable organizational 
development in an emerging economy. International Journal of Organizational Analysis, 25(5), 762–788. 
https://doi.org/10.1108/IJOA-11-2016-1079 

Mugenda, O. M., & Mugenda, A. G. (2003). Research Methods, Quantitative and Qualitative Approaches. ACT. 
Mutingi, M., Mapfaira, H., & Monageng, R. (2014). Developing performance management systems for the green 

supply chain. Journal of Remanufacturing, 4(1), 6. https://doi.org/10.1186/s13243-014-0006-z 
Mwita, K. (2019a). CONCEPTUAL REVIEW OF GREEN HUMAN RESOURCE MANAGEMENT 

PRACTICES. East African Journal of Social and Applied Sciences, 1(2), 13–19. 
Mwita, K. (2019b). Conceptual Review of Green Human Resource Management Practices. East African Journal 

of Social and Applied Sciences, 1(2). 
Mwita, K. (2022a). Factors to consider when choosing data collection methods. International Journal of Research in 

Business and Social Science (2147- 4478), 11(5), 532–538. https://doi.org/10.20525/ijrbs.v11i5.1842 

https://doi.org/10.33215/yrvjx551


SEISENSE Journal of Management 
Vol 7 No 1 (2024): DOI: https://doi.org/10.33215/yrvjx551, 153-169 

Research Article 

 

168 

Mwita, K. (2022b). Strengths and weaknesses of qualitative research in social science studies. International Journal 
of Research in Business and Social Science (2147- 4478), 11(6), 618–625. 
https://doi.org/10.20525/ijrbs.v11i6.1920 

Mwita, K. M. (2024). The Impact of Training on Organisational Performance: Empirical Evidence from Savings 
and Credit Co-operative Societies (SACCOS) in Tanzania. Journal of Co-Operative and Business Studies, 8(1), 
1–17. 

Mwita, K. M., & Kinemo, S. M. (2018). The Role of Green Recruitment and Selection on Performance of 
Processing Industries in Tanzania: A Case of Tanzania Tobacco Processors Limited (TTPL). 
International Journal of Human Resource Studies, 8(4), 35. https://doi.org/10.5296/ijhrs.v8i4.13356 

Mwita, K., & Mrema, G. (2023). The Influence of Transformational and Transactional Leadership on 
Organisational Performance: A Case of a Higher Education Institution in Tanzania. International Journal 
Of Humanities Education and Social Sciences (IJHESS), 2(5), 1779–1789. 
https://doi.org/10.55227/ijhess.v2i5.477 

Obeidat, S. M., Mitchell, R., & Bray, M. (2016). The link between high performance work practices and 
organizational performance: Empirically validating the conceptualization of HPWP according to the 
AMO model. Employee Relations, 38(4), 578–595. https://doi.org/10.1108/ER-08-2015-0163 

Ojo, A. O., Tan, C. N.-L., & Alias, M. (2022). Linking green HRM practices to environmental performance 
through pro-environment behaviour in the information technology sector. Social Responsibility Journal, 
18(1), 1–18. https://doi.org/10.1108/SRJ-12-2019-0403 

Paillé, P., & Meija-Morelos, J. H. (2019). Organisational support is not always enough to encourage employee 
environmental performance. The moderating role of exchange ideology. Journal of Cleaner Production, 220, 
1061–1070. https://doi.org/10.1016/j.jclepro.2019.02.192 

Paillé, P., & Raineri, N. (2015). Linking perceived corporate environmental policies and employees eco-
initiatives: The influence of perceived organizational support and psychological contract breach. Journal 
of Business Research, 68(11), 2404–2411. https://doi.org/10.1016/j.jbusres.2015.02.021 

Paillé, P., & Valéau, P. (2021a). “I Don’t Owe You, But I Am Committed”: Does Felt Obligation Matter on 
the Effect of Green Training on Employee Environmental Commitment? Organization & Environment, 
34(1), 123–144. https://doi.org/10.1177/1086026620921453 

Paillé, P., & Valéau, P. (2021b). “I Don’t Owe You, But I Am Committed”: Does Felt Obligation Matter on 
the Effect of Green Training on Employee Environmental Commitment? Organization & Environment, 
34(1), 123–144. https://doi.org/10.1177/1086026620921453 

Paulet, R., Holland, P., & Morgan, D. (2021). A meta‐review of 10 years of green human resource management: 
Is Green HRM headed towards a roadblock or a revitalisation? Asia Pacific Journal of Human Resources, 
59(2), 159–183. https://doi.org/10.1111/1744-7941.12285 

Pham, N. T., Hoang, H. T., & Phan, Q. P. T. (2019). Green human resource management: A comprehensive 
review and future research agenda. International Journal of Manpower, 41(7), 845–878. 
https://doi.org/10.1108/IJM-07-2019-0350 

Pham, N. T., Vo Thanh, T., Tučková, Z., & Thuy, V. T. N. (2020). The role of green human resource 
management in driving hotel’s environmental performance: Interaction and mediation analysis. 
International Journal of Hospitality Management, 88, 102392. https://doi.org/10.1016/j.ijhm.2019.102392 

Rani, S., & Mishra, K. (2014). Green HRM: Practices and Strategic Implementation in the Organizations. 
International Journal on Recent and Innovation Trends in Computing and Communication, 2(11), 3633–3639. 

Renwick, D. W. S., Redman, T., & Maguire, S. (2013). Green Human Resource Management: A Review and 
Research Agenda*. International Journal of Management Reviews, 15(1), 1–14. 
https://doi.org/10.1111/j.1468-2370.2011.00328.x 

https://doi.org/10.33215/yrvjx551


SEISENSE Journal of Management 
Vol 7 No 1 (2024): DOI: https://doi.org/10.33215/yrvjx551, 153-169 

Research Article 

 

169 

Roscoe, S., Subramanian, N., Jabbour, C. J. C., & Chong, T. (2019). Green human resource management and 
the enablers of green organisational culture: Enhancing a firm’s environmental performance for 
sustainable development. Business Strategy and the Environment, 28(5), 737–749. 
https://doi.org/10.1002/bse.2277 

Saeed, A., Rasheed, F., Waseem, M., & Tabash, M. I. (2022). Green human resource management and 
environmental performance: The role of green supply chain management practices. Benchmarking: An 
International Journal, 29(9), 2881–2899. https://doi.org/10.1108/BIJ-05-2021-0297 

Sanson, A. V., Van Hoorn, J., & Burke, S. E. L. (2019). Responding to the Impacts of the Climate Crisis on 
Children and Youth. Child Development Perspectives, 13(4), 201–207. https://doi.org/10.1111/cdep.12342 

Shah, M. (2019). Green human resource management: Development of a valid measurement scale. Business 
Strategy and the Environment, 28(5), 771–785. https://doi.org/10.1002/bse.2279 

Shenoy, V., & Aithal, P. S. (2018). Literature Review on Primary Organizational Recruitment Sources. 
International Journal of Management, Technology, and Social Sciences, 3(1), 37–58. 
https://doi.org/10.47992/IJMTS.2581.6012.0035 

Teeroovengadum, V., Nunkoo, R., & Dulloo, H. (2019). Influence of organisational factors on the effectiveness 
of performance management systems in the public sector. European Business Review, 31(3), 447–466. 
https://doi.org/10.1108/EBR-01-2018-0003 

Unsworth, K. L., Davis, M. C., Russell, S. V., & Bretter, C. (2021). Employee green behaviour: How 
organizations can help the environment. Current Opinion in Psychology, 42, 1–6. 
https://doi.org/10.1016/j.copsyc.2020.12.006 

Usman, M., & Mat, N. (2021). GREEN HUMAN RESOURCE MANAGEMENT: IMPLICATION 
TOWARD ENVIRONMENTAL PERFORMANCE IN DEVELOPING COUNTRIES. International 
Journal of Economics, Management and Accounting, 29(1), 207–221. 

Van Waeyenberg, T., & Decramer, A. (2018). Line managers’ AMO to manage employees’ performance: The 
route to effective and satisfying performance management. The International Journal of Human Resource 
Management, 29(22), 3093–3114. https://doi.org/10.1080/09585192.2018.1445656 

Wang, H., Zhou, S., Li, X., Liu, H., Chi, D., & Xu, K. (2016). The influence of climate change and human 
activities on ecosystem service value. Ecological Engineering, 87, 224–239. 
https://doi.org/10.1016/j.ecoleng.2015.11.027 

Wu, Z., Zhang, H., Krause, C. M., & Cobb, N. S. (2010). Climate change and human activities: A case study in 
Xinjiang, China. Climatic Change, 99(3–4), 457–472. https://doi.org/10.1007/s10584-009-9760-6 

Yong, J. Y., Yusliza, M.-Y., & Fawehinmi, O. O. (2019). Green human resource management: A systematic 
literature review from 2007 to 2019. Benchmarking: An International Journal, 27(7), 2005–2027. 
https://doi.org/10.1108/BIJ-12-2018-0438 

Yusliza, M.-Y., Norazmi, N. A., Jabbour, C. J. C., Fernando, Y., Fawehinmi, O., & Seles, B. M. R. P. (2019). 
Top management commitment, corporate social responsibility and green human resource management: 
A Malaysian study. Benchmarking: An International Journal, 26(6), 2051–2078. 
https://doi.org/10.1108/BIJ-09-2018-0283 

Yusoff, Y. M., Nejati, M., Kee, D. M. H., & Amran, A. (2020). Linking Green Human Resource Management 
Practices to Environmental Performance in Hotel Industry. Global Business Review, 21(3), 663–680. 
https://doi.org/10.1177/0972150918779294 

Zaki, N. A. B. M., & Norazman, I. (2019). The Relationship between Employee Motivation towards Green 
HRM Mediates by Green Employee Empowerment: A Systematic Review and Conceptual Analysis. 
Journal of Research in Psychology, 1(2), 6–9. https://doi.org/10.31580/jrp.v1i2.946 

 

 

https://doi.org/10.33215/yrvjx551

