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Abstract

:

This study examines the adoption and institutionalization of Green Human Resource Management (Green HRM) in Malaysian SMEs, focusing on the influence of Perceived Organizational Green Readiness (POG) and Perceived External Green Readiness (PEG) on the institutionalization of Green HRM (ING). Utilizing structural equation modeling from a sample of 425 respondents for Malaysian SMEs, the research reveals that POG and PEG significantly predict the Initial adoption of Green HRM (IAG), which mediates their impact on ING. This study also identifies a moderating role of corporate social responsibility (CSR) in the relationship between IAG and ING. Theoretical contributions extend stakeholder theory, the E-Commerce Adoption Model, the Organizational Readiness to Change (ORC) framework, and CSR theory to the Green HRM context. The findings provide practical insights for SMEs on aligning Green HRM with organizational strategies and external factors for effective institutionalization. This research contributes to the understanding of Green HRM processes, emphasizing the importance of initial adoption and the intricate role of CSR in sustainable business practices.
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1. Introduction


In response to escalating environmental concerns, organizations globally are integrating sustainable practices into their operational frameworks [1,2]. Green Human Resource Management (Green HRM) represents a strategic fusion of environmental stewardship and human resource (HR) management, demonstrating a commitment to environmental sustainability through HR policies and practices [3]. This research investigates the factors influencing the adoption and institutionalization of Green HRM practices, emphasizing perceived organizational and external readiness, and the moderating impact of corporate social responsibility (CSR).



Green HRM, transcending traditional HR paradigms, incorporates environmental considerations into key HR functions, including recruitment, training, and performance appraisal [4]. This strategic shift aligns environmental considerations with HR practices, fostering a sustainable organizational culture [5,6].



HR professionals are critical in driving environmental initiatives, with HR emerging as a catalyst for sustainable business practices [7]. Research by Shoaib [8] highlights how perceived Green HRM positively affects workplace outcomes, enhancing organizational commitment and developing green human capital. This underscores the strategic need to integrate environmental considerations into HR. The alignment of organizational processes with sustainability goals, influenced by various factors, is vital. Yong [9] suggests that Strategic Alignment is essential in adopting Green HRM practices, with congruence between business strategies and environmental objectives facilitating Green HRM’s institutionalization.



Pinzone [10] demonstrates how Green HRM enhances collective employee engagement in environmental protection. Jerónimo [11] emphasizes the significance of green HR practices, such as green hiring and training, in shaping organizational sustainability. Ahuja [12] and Vij [13] also highlight the role of Green HRM in promoting sustainable practices and enhancing employee commitment to sustainability. The relationship between Green HRM and corporate sustainability has been well-documented, with studies by Jamal [14] and Tanveer [15] indicating the positive impacts of green HRM practices. However, adopting Green HRM is challenging. Muisyo [16] asserts that a green innovation culture is crucial for enhancing competitive advantage. Arulrajah [17] and Nawangsari [18] provide comprehensive reviews of Green HRM practices, while Nejati [19] explores the challenges and benefits, including impacts on employee performance.



While existing research has shed light on the role of industry-specific practices, institutional pressures, and government initiatives in fostering the adoption of Green Human Resource Management (Green HRM), there remains a gap in understanding the full spectrum of influences on its adoption and institutionalization. Particularly, the growing academic focus on the role of corporate social responsibility (CSR) as a moderating factor in this process highlights a critical area for further exploration [20]. Ahmed’s work [21] underscores the significance of institutional pressures as catalysts for green initiatives, suggesting that these external factors play a crucial role in driving Green HRM adoption. However, the transition to Green HRM is not straightforward and is marked by complexities.



This indicates a research gap in fully comprehending how both internal and external factors collectively shape an organization’s trajectory toward Green HRM. Understanding these dynamics is essential for a more comprehensive grasp of the challenges and enablers in the successful adoption and deep-rooted institutionalization of Green HRM practices [22,23]. Addressing this gap could provide invaluable insights for organizations striving to integrate sustainable practices effectively within their operational frameworks, and this study addresses two key research questions:




	
How do Perceived Organizational and External Green Readiness influence the institutionalization of Green HRM Practices?



	
What role does CSR play in moderating the relationship between the adoption and institutionalization of Green HRM Practices?








Employing a quantitative research design in Malaysia, this study focuses on SMEs across various industries. Data will be collected through structured surveys targeting HR professionals and organizational leaders. An analysis using Smart PLS4 [24] will offer sophisticated insights into the relationships between multiple variables.



This study breaks new ground in the field of Green Human Resource Management (Green HRM) by uniquely combining the perspectives of Perceived Organizational and External Green Readiness with the moderating role of corporate social responsibility (CSR) in the Malaysian context. While prior research has addressed these elements in isolation [25], this study integrates them within a single analytical framework, drawing on the theoretical underpinnings of institutional theory and stakeholder theory [22,26]. The focus on Malaysia, a rapidly developing economy with an increasing emphasis on sustainable practices [6,14,15], adds to the study’s originality by exploring Green HRM in a unique cultural and institutional context. Moreover, the use of Smart PLS4 for analysis [27] introduces a sophisticated methodological approach, addressing calls for more robust statistical methods in HRM research [28]. This approach provides enhanced accuracy and reliability, contributing new insights into the dynamic field of Green HRM.



The implications of this study are manifold and are poised to contribute significantly to both academic discourse and practical application in sustainable business practices. This study aims to expand the Green HRM knowledge base by examining the interplay between organizational readiness, external environmental factors, and the institutionalization of green practices within HR frameworks [3,29]. The findings will enlighten HR professionals and policymakers on the drivers and barriers of implementing Green HRM, fostering a culture committed to sustainability. Insights into CSR’s effectiveness as a moderating factor could guide organizations in leveraging CSR initiatives to enhance Green HRM practices. Furthermore, this research should inform governmental and industry stakeholders in creating supportive policies that encourage organizations to pursue sustainability through their HR strategies [14,15]. Ultimately, this study aims to delineate a clear and novel pathway for organizations to align their HR practices with environmental sustainability goals, contributing to the overarching goal of corporate social responsibility and sustainable development.




2. Green HRM


Green Human Resource Management (Green HRM) integrates environmental management with human resource (HR) policies and practices, focusing on sustainability within the workforce. Renwick, Redman, and Maguire [3] define Green HRM as a collection of practices that contribute to the sustainable use of business resources and the minimization of environmental impact. This literature review explores Green HRM through its key components: selection and recruitment, training and development, and compensation and reward.



The selection and recruitment process in Green HRM plays a pivotal role in promoting a sustainability-oriented culture within an organization. Jabbour and Santos [30] emphasize the importance of integrating environmental criteria into the recruitment process. They suggest attracting candidates who not only possess the required skills but also demonstrate a commitment to environmental sustainability. This approach aligns with the findings of Jerónimo [11], who notes that green hiring practices are integral to developing an organizational rationale for sustainability. Furthermore, Ahuja [12] and Vij [13] highlight that recruiting individuals with a pro-environmental attitude fosters a workforce that is more inclined toward sustainable practices.



Green HRM significantly encompasses training and development aimed at enhancing environmental awareness and skills among employees [31]. Jackson, Renwick, Jabbour, and Muller-Camen [5] argue that training programs focused on environmental management equip employees with the knowledge and skills needed to contribute to an organization’s green objectives. These programs can range from basic environmental awareness to advanced training in specific green technologies or practices. Pinzone [10] supports this view, demonstrating how training initiatives can facilitate collective employee engagement in environmental protection and promote voluntary pro-environmental behaviors.



Compensation and reward systems in Green HRM are designed to incentivize sustainable practices among employees. According to Shoaib [8], aligning reward systems with environmental performance metrics can significantly enhance organizational commitment toward green initiatives. This alignment encourages employees to participate actively in the organization’s sustainability efforts. The effectiveness of such systems is further supported by studies, such as Muisyo [16] and Arulrajah [17], who note that incorporating environmental criteria into performance appraisals and reward structures can drive the successful implementation of Green HRM practices.



Integrating these components into a cohesive Green HRM strategy poses challenges. Nejati [19] and Devi [32] highlight potential obstacles, including resistance to change and the need for alignment with overall business strategies identified by Yong [9]. However, the benefits, as evidenced by improved environmental performance and enhanced employee engagement in sustainability initiatives [14,15], justify the efforts to overcome these challenges.



In conclusion, the literature on Green HRM underscores the importance of integrating environmental sustainability into various HR practices. Effective selection and recruitment processes can build a workforce committed to environmental goals, while training and development initiatives enhance the necessary skills and awareness. Furthermore, aligning compensation and reward systems with environmental performance incentivizes employees toward sustainable practices. As organizations increasingly recognize the importance of sustainability, Green HRM emerges as a crucial strategy for achieving environmental objectives while enhancing organizational performance.




3. Theoretical Understanding


The theoretical underpinnings of this study on Green Human Resource Management (Green HRM) in Malaysia are informed by a blend of theories, each contributing distinct perspectives on the adoption and institutionalization of Green HRM practices.



Stakeholder theory, as conceptualized by Barney [26] and Freeman [22], is instrumental in understanding how organizations align Green HRM practices with the expectations of various stakeholders, including employees, customers, suppliers, and the broader community. This theory underscores the importance of considering stakeholder demands in the adoption of Green HRM practices as a response to environmental, social, and ethical responsibilities [33]. Despite its limitations in addressing non-human interests [34], stakeholder theory remains a valuable framework for managing stakeholder relationships in various international business contexts [35].



The E-Commerce Adoption Model by Molla and Licker [36] provides insights into organizational innovation adoption, emphasizing the significance of both organizational and external readiness in the adoption process. This model has been applied in studies exploring e-commerce adoption in developing countries [37,38] and green innovation adoption, highlighting its applicability to various organizational innovation processes.



The Organizational Readiness for Change (ORC) framework, developed by Weiner [39] and expanded by Cardinal et al. [40], examines Change Commitment and Change Efficacy, which are crucial in assessing an organization’s readiness for Green HRM. Studies by Lehman [41], Piotrowska-Bożek [42] have applied this framework to assess organizational readiness for change, validating its effectiveness in various contexts.



Environmental determinism posits that external factors, such as market dynamics and regulatory requirements, significantly shape an organization’s structure and practices [23]. This theory is echoed in research by Livingstone [43], emphasizing the influence of external factors on Green HRM adoption.



CSR theory argues that organizations should extend their responsibilities to encompass ethical and environmental considerations [22]. Studies by Atiku [20] and Babiak [44] support this theory, highlighting the role of CSR in promoting green behavior and environmental responsibility within organizations.



In summary, these theories collectively provide a comprehensive framework for this study [22,26,36,38,39]. They offer novel multi-dimensional insights into the factors influencing the adoption and institutionalization of Green HRM in Malaysia (Figure 1), highlighting the interplay of internal readiness, external environmental forces, and CSR’s overarching influence.




4. Hypothesis Development


4.1. Institutionalization of Green HRM, Perceived Organizational Green Readiness, and External Green Readiness


This study’s exploration into the institutionalization of Green Human Resource Management (Green HRM), alongside the facets of Perceived Organizational Green Readiness and External Green Readiness, unveils critical insights into the dynamics of sustainable practices within organizations. Perceived Organizational Green Readiness, encompassing Change Commitment, Change Efficiency, and Strategic Alignment, emerges as a pivotal factor [45]. Research by AlZgool [46] illuminates a positive correlation between perceived Green HRM and employee workplace outcomes, with AlZgool further noting the moderating role of green management. AnuSingh [47] and Hameed [48] underscore the beneficial impacts of Green HRM on both environmental performance and employee behaviors. In similar a vein, Aboramadan [49] and Zaki [50] highlight the enhancement of job performance and employee motivation under the aegis of Green HRM, with the former emphasizing the mediating influence of perceived green organizational support. Roscoe [51] and Islam [52] extend this discourse to the enablers of green organizational culture and the mediating functions of Green HRM in fostering green behaviors. These studies collectively validate the significant relationship posited:



There is a significant relationship between Perceived Organizational Green Readiness and the institutionalization of Green HRM.



Furthermore, Perceived External Green Readiness, formed through Market Forces Green Adoption, Government Sustainability Initiatives, and Support Industry Readiness, is also crucial [53,54]. AlZgool [46] draws connections between perceived Green HRM and various workplace outcomes, including those not directly tied to green initiatives, with AlZgool accentuating green management’s moderating role. Ojo [55] and Jamal [14] emphasize the criticality of Green HRM practices in spurring pro-environmental behavior and bolstering corporate sustainability. Yusoff [56] and Aboramadan [49] broaden these findings to specific sectors, like the hospitality industry and higher education. AnuSingh [47] and Aboramadan [49] demonstrate the impacts of Green HRM on environmental performance in distinct settings, such as manufacturing and hospitality. Together, these studies support H1:



H1. 

There is a significant relationship between Perceived External Green Readiness and the institutionalization of Green HRM.





The initial adoption of Green HRM, encompassing Relative Advantage, Innovation and Learning Orientation, and Monitoring and Feedback, is also identified as a key mediator [57]. AlZgool [46] and Yusoff [58] observe a positive association between Green HRM and individual green values, with Yusoff pinpointing factors like perceived ease of use and trust in electronic HRM. Yusoff [56] underscores the link between specific Green HRM practices and environmental performance. Aboramadan [49] brings to light the mediating role of green work engagement, while O’Donohue [59] identifies Green HRM as a moderator in the relationship between proactive environmental management and financial performance. Roscoe [51] delves into the impacts of Green HRM on non-green employee outcomes and the enablers of green organizational culture. Collectively, these findings corroborate H2:



H2. 

There is a significant relationship between the initial adoption of Green HRM and the institutionalization of Green HRM.






4.2. Initial Adoption of Green HRM, Perceived Organizational Green Readiness, and External Green Readiness


This study’s exploration into the initial adoption of Green Human Resource Management (Green HRM), juxtaposed with Perceived Organizational Green Readiness and External Green Readiness, provides pivotal insights into the dynamics of sustainable practices in organizations. Research conducted by Shen [60] and Chen [61] reveals that perceived Green HRM positively affects workplace outcomes not directly related to green initiatives, facilitated by organizational identification. This is further complemented by the findings of Aboramadan [49], who delineates the positive impact of perceived Green HRM on green behaviors and outcomes in the workplace. Yusoff [58] and AlZgool [46] reinforce these observations, noting the significant relationship between Green HRM and individual green values, with AlZgool additionally pointing out the moderating influence of green management. Despite these comprehensive studies, the direct linkage between Perceived Organizational Green Readiness and the initial adoption of Green HRM remains less explicitly explored; thus:



There is a significant relationship between Perceived Organizational Green Readiness and the initial adoption of Green HRM.



Extending this discourse, Chen [61] has identified that perceived Green HRM also positively influences employee green performance and behaviors in the workplace. These findings are supported by Aboramadan [49], who noted that Green HRM predicts green behaviors among employees. Similarly, AlZgool [46] found a positive relationship between Green HRM and individual green values. Studies by Rayner [62] and Raza [63] have shown that employees’ environmental knowledge and individual green values act as moderators in the relationship between Green HRM and green behaviors. Moreover, AnuSingh [47] and Hameed [48] have documented that specific Green HRM practices, including top management commitment and the empowerment of a green workforce, significantly impact environmental performance and organizational citizenship behaviors oriented toward the environment. These studies collectively support H3:



H3. 

There is a significant relationship between Perceived External Green Readiness and the initial adoption of Green HRM.






4.3. The Moderating Effect of CSR


In the realm of Green Human Resource Management (Green HRM), the moderating effect of corporate social responsibility (CSR) plays a pivotal role in the relationship between the initial adoption and institutionalization of Green HRM. This relationship, underscored by Atiku [20], is further enriched by the positive impact of Green HRM on the financial outcomes of proactive environmental management, as demonstrated by O’Donohue [59]. Shen [60] highlights the mediating influence of perceived organizational support on the impact of Green HRM on employee workplace outcomes, indicating a deeper integration of Green HRM within the organizational fabric.



The commitment of top management to CSR and Green HRM, as observed by Yusliza [64], underscores the interdependence of these two areas, with CSR influencing the adoption and effectiveness of Green HRM practices. This interplay is further nuanced by the critical role of strategic HR competencies, especially as strategic positioners and change champions, which Yong [9] identifies as significantly related to Green HRM practices. These competencies are vital in navigating the complexities associated with implementing sustainable practices within organizations.



AlZgool [46] provides insight into the moderation exerted by green management on the relationship between Green HRM and individual green values, suggesting that management practices specifically tailored to sustainability can enhance the effectiveness of Green HRM initiatives. Cheema [65] adds to this discourse by pointing out the mediating role of a sustainable environment in the relationship between CSR and Green HRM, suggesting a synergistic effect where CSR initiatives bolster the development of a sustainability-focused organizational culture.



Moreover, the role of electronic HRM and the HR business partner in implementing Green HRM practices, as described by Yusliza [66], indicates the evolving nature of HR roles in fostering an environment conducive to Green HRM. These roles are pivotal in integrating technology and strategic HR expertise to advance Green HRM initiatives; thus we develop the hypothesis 4:



H4. 

CSR moderates the relationship between the initial adoption of Green HRM and the institutionalization of Green HRM.






4.4. Mediation of the Initial Adoption of Green HRM


In the context of Green Human Resource Management (Green HRM), the mediating role of the initial adoption of these practices is pivotal in bridging Perceived Organizational Green Readiness with their institutionalization. This mediating role is well-supported by Zaki [50], Pinzone [10], Guerci [33], Yong [9], Islam [52], Roscoe [51], and O’Donohue [59], who collectively underscore the importance of initial Green HRM adoption in shaping sustainable workplace outcomes and fostering a green organizational culture.



These studies emphasize that the initiation of Green HRM practices plays a crucial role in transforming stakeholder pressures and organizational readiness into tangible environmental performance and engagement. Shen [60] highlights that perceived Green HRM can influence outcomes beyond green-specific tasks, mediated significantly by organizational identification. Similarly, Guerci [10] and Zaki [50] note the mediating effects of Green HRM in converting stakeholder pressures into enhanced environmental performance and motivating employees toward environmental tasks.



Moreover, the role of Green HRM in collective environmental protection efforts and its capacity to moderate the relationship between proactive environmental management and financial performance are highlighted by Pinzone [10] and O’Donohue [59]. This dual role underscores the multifunctionality of Green HRM, not only as a driver for environmental stewardship but also as a catalyst for economic benefits.



Strategic HR competencies and ethical leadership, as discussed by Yong [9] and Islam [52], significantly influence the adoption of Green HRM practices. These competencies are essential for building a green organizational culture, subsequently affecting environmental performance. Furthermore, Muisyo [16] explores the implications of Green HRM for a firm’s green competitive advantage, identifying the enablers of a green culture as mediators in this relationship. These studies collectively validate the significant relationships posited:




H5. 

The initial adoption of Green HRM mediates the relationship between Perceived Organizational Green Readiness and the institutionalization of Green HRM.








H6. 

The initial adoption of Green HRM mediates the relationship between Perceived External Green Readiness and the institutionalization of Green HRM.









5. Research Methodology


5.1. Research Design and Sampling


This study utilized a cross-sectional design to explore the interrelationships between Green Human Resource Management (GHRM), Perceived Organizational Green Readiness, Perceived External Green Readiness, the initial adoption of Green HRM, and the moderating role of CSR in diverse organizational settings. The cross-sectional approach, known for its efficacy in capturing data at a single point in time, was particularly suitable for the exploratory and explanatory nature of this research in the field of organizational studies [67,68].



This study was conducted in the Klang Valley, Malaysia, a region known for its diverse range of small and medium enterprises (SMEs) [69] that is listed in the MyBiz-DATA database of the Companies Commission of Malaysia (SSM). Klang Valley, encompassing Malaysia’s economic hub, was chosen for this study due to its diverse industries, high urbanization, and significant economic activity. The region’s focus on sustainability, influenced by government initiatives, provides fertile ground for examining Green HRM practices in a dynamic, representative, and accessible urban context.



Employing a convenience sampling method, as suggested by Golloway [70], facilitated efficient access to a broad spectrum of SMEs in this area. The questionnaire, developed in English and translated into Malay, ensured comprehensive understanding among participants from different linguistic backgrounds.



Aiming for a sample size of 425, this study distributed 650 questionnaires via email to a variety of SMEs listed under the MyBiz-DATA database across Klang Valley. Using email to distribute questionnaires for the Green HRM study was chosen for its efficiency, cost-effectiveness, and convenience, allowing rapid reach across diverse SMEs in Klang Valley [71]. However, it posed challenges such as potential low response rates, a risk of emails being overlooked, and a lack of personal engagement with respondents.



Out of the responses received, 478 were suitable for initial consideration, and following a rigorous data-cleaning process, 425 responses were deemed appropriate for final analysis. This process led to a response rate of approximately 65.4%. The data cleaning procedure involved removing responses from participants who did not meet the study’s specific criteria or displayed signs of inattentive responding, including incomplete survey responses, repetitive answer patterns, ambiguous responses, or unclear answers to open-ended questions.



To address potential non-response bias, the study applied the approach recommended by Armstrong and Overton [72]. A comparison of demographic factors, such as age and gender, was conducted between the initial 55 respondents and the last 55 respondents using independent samples and chi-square T-tests. This comparison aimed to detect any significant differences between early and late respondents. The analysis revealed no significant variations between these groups (p > 0.05), indicating that non-response bias was not a concern in this study.




5.2. Measurement Development


To develop a comprehensive measurement scale for the study of Green Human Resource Management (Green HRM) within Malaysian SMEs, this research employs relevant sources from the existing literature, ensuring the validity and reliability of each construct. This study explores various constructs, each underpinned by a rich body of scholarly work, to inform their measurement and enhance understanding of Green HRM dynamics (refer to Table 1).



Perceived Organizational Green Readiness, a critical construct, is explored through three interconnected dimensions. Change Commitment, drawing from Armenakis et al. [73] and Kotter [74], examines the organization’s commitment to implementing environmental changes. Change Efficiency, based on Weiner [39] and Holt et al. [75], assesses the efficiency in managing resources and processes for Green HRM. Strategic Alignment, as described by Epstein and Buhovac [76] and Hart [77], focuses on aligning Green HRM practices with the overall business strategy.



In addition, Perceived External Green Readiness is scrutinized through constructs assessing the impact of external environmental factors on Green HRM. Market Forces Green Adoption, informed by Bansal and Roth [78] and Porter and van der Linde [79], evaluates the influence of market dynamics on Green HRM practices. The Government Sustainability Initiative, drawing insights from Brammer et al. [80] and Lozano [81], measures the effect of government policies on Green HRM adoption. Support Industry Readiness, based on Delmas and Toffel [82] and Waddock [83], assesses industry support for Green HRM practices.



This study also investigates the initial adoption of Green HRM. Relative Advantage, underpinned by Rogers [84] and Tornatzky and Klein [85], explores the perceived benefits and competitive advantages of implementing Green HRM practices. Innovation and Learning Orientation, based on Calantone et al. [86] and Hurley and Hult [87], assesses the commitment to innovation and continuous learning within Green HRM. Monitoring and Feedback, informed by Bos-Nehles et al. [88] and DeNisi and Pritchard [89], evaluates how organizations monitor and obtain feedback on Green HRM initiatives.



Corporate social responsibility (CSR), drawing from Aguinis and Glavas [90] and Carroll [91], focuses on the inclusion and impact of CSR initiatives on Green HRM practices.



Finally, this study delves into the institutionalization of Green HRM. Compensation and Reward, as conceptualized by Renwick, Redman, and Maguire [3] and Jackson et al. [5], examines the alignment of employee compensation and rewards with green practices. Selection and Recruitment, based on Daily, Bishop, and Govindarajulu [92] and Guerci et al. [33], evaluates how environmental sustainability criteria are integrated into recruitment processes. Training and development, informed by Jackson et al. [5], Teixeira, Jabbour, and de Sousa Jabbour [93], and Ahmed et al. [69], measure the role of training in promoting Green HRM practices.



In summary, this robust measurement development, anchored in a breadth of scholarly literature, establishes a comprehensive analytical framework to examine the multifaceted aspects of Green HRM. It provides a nuanced understanding of the internal and external factors, as well as organizational practices, shaping the adoption and institutionalization of Green HRM in the context of Malaysian SMEs. Measurement items were evaluated using a five-point Likert-type scale, ranging from “1” (strongly disagree) to “5” (strongly agree), with “3” indicating a neutral position.




5.3. Data Analysis Technic


This study employed SmartPLS 4 for data analysis, focusing on the relationship between Green Human Resource Management (GHRM) practices and sustainable performance in an organizational context. SmartPLS4 was selected for its proficiency in handling complex models, which is ideal for the Green HRM study’s intricate structures. Its suitability for Partial Least Squares Structural Equation Modeling (PLS-SEM), robustness with non-normal data, user-friendly interface, flexibility in model specification, and efficient algorithm made it an optimal choice for this research [27].



GHRM, conceptualized as a second-order construct, comprised three dimensions: training and development, hiring and recruitment, and compensation and rewards. These dimensions demonstrated strong internal consistency, with Composite Reliability scores exceeding the recommended threshold of 0.7, indicating good reliability [94]. Convergent validity was also confirmed, as each dimension’s Average Variance Extracted (AVE) surpassed the 0.5 benchmark [95].





6. Data Analysis


The demographics of the respondents in this study of Green Human Resource Management (Green HRM) in Malaysia present a diverse and representative sample across various categories. The sample consists of 425 respondents, with a slightly higher percentage of males (55.3%) compared to females (44.7%), indicating a relatively balanced gender distribution. In terms of age distribution, the majority fall within the 26–35 years age group (35.3%), followed by those aged 36–45 years (30.6%). The age group above 55 years is the least represented at 7.0%, suggesting that most participants are in their early to mid-career stages (refer to Table 2).



Educationally, the respondents predominantly hold higher degrees, with 52.9% possessing a Bachelor’s degree and possessing 29.4% a Master’s degree. A smaller fraction, 4.7%, have a Doctorate or higher, indicating that the sample is generally well-educated. Professionally, the largest group of respondents is in middle management (47.1%), followed by upper management (29.4%) and lower management (23.5%), showcasing a good mix of perspectives from various hierarchical levels within organizations (refer to Table 2).



Experience-wise, the most significant proportion of respondents has been with their current organization for 2–5 years (35.3%), with those having 6–10 years of experience making up 28.2% of the sample. This experience distribution suggests that most respondents possess substantial organizational experience, potentially having enriching insights into Green HRM practices.



Regarding the organization size, the respondents are from a range of enterprises, predominantly organizations with 51–200 employees (42.4%). Smaller organizations with less than 50 employees constitute 22.4% of the sample, and those from organizations with 201–500 employees make up 23.5%, while the least represented are larger organizations with more than 500 employees (11.7%) (refer to Table 2). This variety ensures that this study captures experiences from different organizational sizes, ranging from smaller firms to larger corporations.



Overall, this demographic profile of the respondents provides a comprehensive and varied backdrop, which is crucial for understanding the nuances of Green HRM practices across different sectors, organizational sizes, and professional backgrounds in Malaysia.



6.1. Measurement Model Evaluation


In this study, focusing on Green Human Resource Management (Green HRM) within Malaysian SMEs, the reliability and validity of the measurement model are critical for ensuring robust findings. The model, as delineated in the provided tables, encompasses a variety of constructs central to understanding Green HRM, each rigorously tested for reliability and validity (Figure 2).



The measurement model reliability is underscored by high Cronbach’s Alpha (CA) and Composite Reliability (CR, rho_c) values across all constructs. These indices surpass the recommended threshold of 0.7 [96], signifying strong internal consistency within each construct. Such high reliability indicates that the items within each construct cohesively measure a single concept, which is essential for the integrity and accuracy of the research.



Moreover, the Average Variance Extracted (AVE) values for each construct exceed the recommended threshold of 0.5. This finding is significant, as it suggests that a majority of the variance observed in the responses is attributable to the construct they are intended to measure (refer to Table 1). High AVE values are indicative of good construct validity, ensuring that each construct captures a substantial portion of the variance in its observed variables.



Specific constructs such as Change Commitment (CC), Compensation and Reward (CR), and Strategic Alignment (SA) display particularly high reliability and validity. This is indicative of the effectiveness of these constructs in capturing the essence of organizational commitment to environmental changes, the alignment of compensation and rewards with green practices, and the strategic integration of Green HRM with business objectives.



Corporate social responsibility (CSR) and the Government Sustainability Initiative (GSI) also exhibit strong reliability and validity, indicating their effectiveness in capturing external influences on Green HRM (refer to Table 1). These constructs are pivotal in understanding how external CSR initiatives and governmental policies shape Green HRM practices in SMEs.



Similarly, constructs pertaining to the initial adoption of Green HRM, including Innovation and Learning Orientation (ILO) and Monitoring and Feedback (MF), demonstrate strong psychometric properties (refer to Table 1). These constructs are crucial for comprehending how organizations initially adopt and subsequently monitor and refine Green HRM practices.



Lastly, Market Forces Green Adoption (MFG) and Relative Advantage (RA) are also reliable and valid, highlighting the importance of external market forces and perceived benefits in the adoption of Green HRM practices.



This study’s discriminant validity, a measure of how distinct each construct is from others within the model, is affirmed by two methods (refer to Table 3). The Heterotrait–Monotrait ratio (HTMT) matrix values fall below the threshold of 0.85 for most construct pairs, implying that the constructs are unique and measure different phenomena [97]. This is crucial in multi-construct studies, like this one, where the clarity in the distinction between constructs ensures the accuracy of the interpretation of each construct’s role in Green HRM.



Furthermore, the Fornell–Larcker criterion is satisfied, as demonstrated in Table 4. This criterion compares the square root of AVE for each construct against its correlations with other constructs. The fact that the square root of AVE (represented diagonally in the table) for each construct is higher than its correlation with other constructs reaffirms that each construct is indeed capturing a unique aspect of Green HRM, further bolstering the model’s discriminant validity.



Similarly, the Government Sustainability Initiative (GSI), Market Forces Green Adoption (MFG), and Support Industry Readiness (SIR) show a significant effect on Perceived External Green Readiness (PEG), highlighting the roles of government policies, market dynamics, and industry support in shaping external perceptions of green readiness. In the realm of the institutionalization of Green HRM (ING), Compensation and Reward (CR) exhibits a notable, albeit smaller, influence compared to Selection and Recruitment (SR) and training and development (TD), which demonstrate strong impacts (refer to Table 5). This underscores the importance of integrating green criteria in HR practices to institutionalize Green HRM within organizations. Overall, these findings provide a comprehensive view of how various factors contribute to the perception and institutionalization of Green HRM in the context of Malaysian SMEs.




6.2. Hypothesis Testing and Discussion


The structural model depicted in Figure 3 illustrates the higher-order relationships within the context of Green Human Resource Management (Green HRM) in Malaysian SMEs. It integrates various constructs such as Change Commitment (CC), Change Efficiency (CE), Strategic Alignment (SA), and others into a coherent framework.



The structural model (Table 6) presents the results of the moderation and direct effects within the model, focusing on the relationships between corporate social responsibility (CSR), the initial adoption of Green HRM (IAG), the institutionalization of Green HRM (ING), Perceived External Green Readiness (PEG), and Perceived Organizational Green Readiness (POG).



This study on Green Human Resource Management (Green HRM) within Malaysian SMEs provides significant insights into the relationships between Perceived Organizational Green Readiness (POG), Perceived External Green Readiness (PEG), and the institutionalization of Green HRM (ING). Hypothesis 1 (H1) finds strong support with a path from POG to the initial adoption of Green HRM (IAG), indicated by an original sample value of 0.348. This finding, aligning with AlZgool [46], suggests a direct correlation between an organization’s preparedness for Green HRM and its likelihood of adopting such practices. The effect size of 0.121 and an R2 value of 0.776, coupled with a predictive relevance (Q2) of 0.769, further emphasize the robustness of this relationship. Studies by AnuSingh [47] and Hameed [48] also corroborate the positive impact of Green HRM on environmental and employee performance, including job performance and motivation, as highlighted by Aboramadan [49] and Zaki [50].



Hypothesis 2 (H2) also receives affirmation, displaying a positive trajectory from PEG to IAG, with an original sample value of 0.559. This underscores the influential role of external factors, such as market dynamics and government initiatives, in the initial adoption of Green HRM, resonating with findings from Ojo [55] and Jamal [14]. An effect size of 0.311 signifies the substantial impact of PEG on IAG, consistent with sector-specific observations by Yusoff [56] and Aboramadan [98], indicating that PEG crucially drives the institutionalization of Green HRM.



Support for Hypothesis 3 (H3) is evidenced by an original sample value of 0.418, indicating that IAG significantly influences the institutionalization of Green HRM. This result suggests that initial adoption plays a key role in integrating Green HRM into an organization’s operations, a sentiment echoed by AlZgool [46] and Yusoff [58] in their findings on the positive relationship between Green HRM and individual green values. The mediating role of green work engagement and the moderating effects identified by Aboramadan [98] and O’Donohue [59] further substantiate the importance of this initial phase in the broader institutionalization process.



Conversely, Hypotheses 4 and 5, focusing on the direct effects of POG and PEG on ING, did not find support in the data. The results for POG -> ING (beta = 0.182, T = 1.723, p = 0.085) and PEG -> ING (beta = 0.062, T = 0.736, p = 0.462) suggest that while these factors are integral in the initial phases of Green HRM adoption, they do not directly lead to its deeper institutionalization, indicating the need for further exploration of mediating factors or a more complex network of influences.



Hypothesis 6 presents a novel perspective, proposing a moderating effect of CSR on the progression from IAG to ING. This study finds empirical support for this hypothesis, with a negative coefficient (beta = −0.084, T = 3.747, p = 0.000), suggesting a nuanced role of CSR in this process. Despite CSR initiatives typically being perceived as supportive of institutionalization, they may also complicate or weaken the relationship, potentially due to conflicting organizational priorities or challenges in integrating CSR with Green HRM practices.



This body of findings contributes to the scholarly dialogue on the multifaceted effects of Green HRM. Chen [61] underscores the positive influence of perceived Green HRM on diverse workplace outcomes, mediated by organizational identification. The significant beta values in this study reinforce the predictive relationship between Green HRM and individual values, as highlighted by AlZgool [46]. Moreover, the literature supports the notion that specific Green HRM practices championed by leadership significantly affect environmental performance and organizational citizenship behavior, as shown by AnuSingh [47] and Hameed [48]. These practices are foundational to the institutionalization of Green HRM, fostering a sustainable organizational culture.



This research on Green Human Resource Management (Green HRM) within Malaysian SMEs offers insightful evidence, particularly on the mediating role of the initial adoption of Green HRM (IAG). This study robustly supports Hypothesis 7 (H7) and Hypothesis 8 (H8), highlighting the integral role of initial adoption in mediating the relationship between Perceived Organizational Green Readiness (POG) and Perceived External Green Readiness (PEG) with the institutionalization of Green HRM (ING). The path coefficient of 0.146 for POG (T statistics = 3.823, p-value = 0.000) and 0.234 for PEG (T statistics = 4.056, p-value = 0.000) reinforces the pivotal position of initial adoption in bridging the gap between readiness and institutionalization.



The findings resonate with existing literature in the field of Green HRM. Zaki [50] emphasizes the positive influence of perceived Green HRM on workplace outcomes, highlighting the role of organizational identification in mediating these impacts. This perspective is supplemented by Pinzone [10] and Guerci [33], who demonstrate how Green HRM facilitates collective engagement in environmental protection and translates stakeholder pressures into enhanced environmental performance. Furthermore, the significance of strategic HR competencies and ethical leadership in adopting Green HRM practices, as highlighted by Yong [9] and Islam [52], underscores the necessity for fostering a green organizational culture conducive to environmental performance.



The model’s predictive relevance is affirmed by high Q2 predict values for ING (0.769 and 0.686 for the effect of IAG), indicating its strong predictive capabilities. This study elucidates that both perceived organizational and external readiness significantly influence the initial adoption of Green HRM, which is instrumental in its institutionalization. The moderation analysis reveals a nuanced interaction where CSR activities may slightly dampen the strength of the relationship between initial adoption and institutionalization, underlining the intricate role of CSR within the Green HRM process.



This research presents a detailed pathway through which Green HRM is adopted and becomes entrenched within the structures of Malaysian SMEs. It offers essential insights for practitioners and policymakers focused on nurturing sustainable practices within organizations, highlighting the critical stages of initial adoption and the influential role of CSR in the institutionalization process.





7. Implication of This Study


7.1. Theoretical Implications


The theoretical implications of this study on Green Human Resource Management (Green HRM) within Malaysian SMEs are multifaceted and grounded in established theoretical frameworks, including stakeholder theory, the E-Commerce Adoption Model, the Organizational Readiness for Change (ORC) framework, environmental determinism, and CSR theory.



Stakeholder theory posits that organizations must consider the interests and influences of a wide range of stakeholders in their decision-making processes. The findings of this study, particularly the supported hypotheses indicating the importance of Perceived Organizational Green Readiness (POG) and Perceived External Green Readiness (PEG) in the adoption of Green HRM, resonate with Stakeholder theory. The significant mediated relationships through the initial adoption of Green HRM (IAG) to the institutionalization of Green HRM (ING) underscore the need for organizations to align their Green HRM practices not only with internal stakeholder expectations but also external pressures and incentives.



The E-Commerce Adoption Model emphasizes the dual significance of organizational and external readiness in the adoption of innovations. This study’s findings enhance this model by demonstrating the parallel within the context of Green HRM, where both POG and PEG are shown to be predictive of IAG. The model is further supported by the non-significant direct paths from POG and PEG to ING, suggesting that readiness does not automatically translate into institutionalization without the mediating step of initial adoption.



The ORC framework focuses on Change Commitment and Change Efficacy. This study’s results highlight the relevance of this framework to Green HRM by showing how organizational commitment to green practices (as part of POG) is essential for the initial adoption of Green HRM. However, the framework could be extended to consider the intricacies revealed by the moderating effects of CSR on the relationship between IAG and ING.



Environmental determinism suggests that external factors, such as market forces and regulatory pressures, significantly influence organizational practices. This theory is exemplified in this study’s findings where PEG (comprising market forces and sustainability initiatives) influences the initial adoption of Green HRM. However, the direct impact of these external factors on the institutionalization process was not supported, hinting at a more complex interaction than traditional environmental determinism might suggest.



CSR theory advocates for the extension of organizational responsibilities to include ethical and environmental considerations. In line with CSR theory, this study found that CSR initiatives have a moderating effect on the institutionalization of Green HRM, reflecting the nuanced role that CSR plays in this process. Although CSR typically supports the institutionalization of Green HRM, its complex interaction with the adoption process highlights the multifaceted challenges organizations face in integrating CSR with operational practices.



In summary, this study contributes to the theoretical understanding of Green HRM by applying and extending several foundational theories. It reinforces the importance of stakeholder alignment, readiness for change, the influence of external factors, and the role of CSR in the adoption and institutionalization of Green HRM practices. These theoretical insights provide a scaffold for future research to explore the complexities of implementing sustainable practices within organizational structures, particularly in the evolving context of Malaysian SMEs and beyond.




7.2. Practical Implications


The findings from this study on Green Human Resource Management (Green HRM) in Malaysian SMEs present valuable practical insights for managers and organizational leaders aiming to improve their sustainability practices. These implications form a cohesive approach to implementing and institutionalizing Green HRM.



Organizations should incorporate Green HRM into their strategic planning, aligning sustainability initiatives with broader organizational goals. This alignment is crucial, as this study found a significant impact of Perceived Organizational Green Readiness (POG) on the initial adoption of Green HRM (IAG). This strategic integration ensures that green practices are not isolated efforts but part of the company’s core objectives.



Engaging stakeholders effectively is also key, aligning with stakeholder theory’s emphasis on aligning Green HRM practices with stakeholder expectations. Managers need to actively engage with employees, customers, suppliers, and the broader community to understand their environmental expectations, garnering support for green initiatives.



Assessing the organization’s readiness for change is another vital step. Evaluating both the commitment to and efficacy of change processes is essential in identifying potential barriers to adopting and institutionalizing Green HRM practices. This assessment helps in planning effective implementation strategies.



Capitalizing on external market dynamics and government sustainability initiatives is crucial, as Perceived External Green Readiness (PEG) significantly predicts IAG. Managers should stay informed about environmental regulations and market trends to leverage these to enhance Green HRM practices.



Corporate social responsibility (CSR) plays a moderating role in the relationship between the initial adoption and institutionalization of Green HRM. Managers should align CSR initiatives with Green HRM practices, considering the complexities that CSR might introduce into the adoption process.



Involving employees in the early stages of adopting green practices is essential, as is implementing training and development programs to enhance their green competencies. This involvement fosters a culture of sustainability and ensures that employees are equipped to participate in and support green initiatives.



Monitoring the performance of Green HRM practices and providing feedback for continuous improvement are also critical. Establishing metrics and monitoring systems allows for the measurement of Green HRM performance and guides ongoing refinement.



This study also underscores the need for the long-term integration of Green HRM practices. The direct relationship between POG and PEG with ING might not be significant, suggesting that adoption alone does not guarantee institutionalization. A focus on long-term integration into all organizational processes ensures that these practices become embedded in the organizational culture.



Lastly, the influence of strategic HR competencies and ethical leadership in adopting Green HRM practices cannot be understated. Managers and leaders should demonstrate ethical behavior and champion green initiatives, setting a precedent within the organization.



In summary, the practical implications drawn from this study provide a comprehensive framework for managers and organizational leaders to effectively implement and sustain Green HRM practices. By strategically aligning these practices with organizational objectives, engaging with stakeholders, leveraging external forces, and ensuring their long-term integration into the organizational culture, companies can enhance their sustainability efforts and achieve broader environmental and social goals.





8. Limitations of This Study


This study on Green Human Resource Management (Green HRM) in Malaysian SMEs offers valuable insights but also presents certain limitations that highlight areas for further research. One of the key limitations is its geographical scope, which is confined to Malaysian SMEs. This focus limits the generalizability of the findings to other regions and countries, where cultural, economic, and regulatory contexts might differ significantly. Therefore, expanding future research to include diverse geographical areas could provide a more comprehensive understanding of Green HRM practices globally. Another limitation stems from this study’s cross-sectional design, which captures data at a single point in time. This approach restricts the ability to establish causality and observe the evolution of Green HRM practices and their impacts over time. Longitudinal studies could offer more profound insights into the dynamic nature of Green HRM adoption and its long-term effects.



The reliance on self-reported data is another constraint, potentially leading to biases, like social desirability or response bias. Incorporating more objective measures or evaluations from third parties could enhance the validity and reliability of future research findings. This study’s focus on specific variables, such as organizational readiness and CSR, while informative, leaves out other potential influencers of Green HRM. Including additional variables like technological capabilities, market competitiveness, or different leadership styles in future research could provide a more holistic view of the factors influencing Green HRM implementation.



Moreover, this study’s quantitative approach, though effective in measuring general trends and relationships, may not capture the nuanced, qualitative aspects of implementing Green HRM. Qualitative research methods could reveal richer and more detailed insights into the experiences and attitudes of organizations toward Green HRM. The concentration on SMEs, while offering targeted insights, may not fully represent the experiences and challenges faced by larger organizations or multinational corporations in implementing Green HRM. Exploring Green HRM in a variety of organizational sizes and structures could yield a more diversified understanding of its application and effectiveness. Additionally, the research did not delve deeply into industry-specific challenges and opportunities related to Green HRM. Tailoring future studies to focus on specific sectors could uncover unique dynamics in Green HRM implementation and allow for the development of sector-specific strategies.



Lastly, while this study examined CSR’s role as a moderating variable in Green HRM, the complexities of this relationship might warrant a more detailed exploration. Future research could dissect different aspects of CSR and examine how they interact with other organizational variables in the context of Green HRM. While this study contributes significantly to the understanding of Green HRM in Malaysian SMEs, addressing these limitations in future research could further enrich the field, offering broader and deeper insights into the effective implementation and impact of Green HRM across different organizational contexts and regions.




9. Conclusions and Future Directions


This study on Green Human Resource Management (Green HRM) in Malaysian SMEs offers significant insights, contributing to the understanding of how internal and external factors influence the adoption and institutionalization of sustainable practices within organizations. The research underscores the critical role of Perceived Organizational Green Readiness (POG) and Perceived External Green Readiness (PEG) in fostering the initial adoption of Green HRM while highlighting the complexities introduced by corporate social responsibility (CSR) initiatives in the transition from adoption to institutionalization. These findings offer a nuanced understanding of the multifaceted nature of Green HRM and its integration within the fabric of an organization.



This study’s conclusion reaffirms the importance of aligning Green HRM with strategic planning and stakeholder expectations. It emphasizes the need for organizations to assess and enhance their readiness for change and to leverage external market forces and government initiatives. The moderating role of CSR and the importance of employee involvement, training, and ethical leadership are also underscored as pivotal in embedding Green HRM practices into the organizational culture.



Looking to the future, several directions for further research emerge. First, exploring the specific mediating variables between organizational and external readiness and the institutionalization of Green HRM could offer deeper insights. Understanding these mediators can help develop more targeted strategies for implementing Green HRM practices effectively.



Second, examining the impact of different industry sectors on the adoption and institutionalization of Green HRM would provide valuable sector-specific insights. Different industries face unique environmental challenges and pressures, and research in this area could lead to more tailored Green HRM strategies that address these specific needs.



Third, investigating the long-term impacts of Green HRM on organizational performance, including financial, environmental, and social outcomes, would be beneficial. This would provide a clearer understanding of the return on investment for Green HRM initiatives, supporting the business case for sustainability.



Additionally, cross-cultural studies could offer a comparative perspective on the adoption and effectiveness of Green HRM practices in different cultural contexts. Such studies could reveal how cultural norms and values influence the implementation and success of Green HRM initiatives.



Lastly, the evolving nature of CSR and its interplay with Green HRM is an area ripe for further exploration. Understanding how CSR strategies evolve in response to changing societal expectations and how they interact with Green HRM practices would provide valuable insights for both academics and practitioners.



In conclusion, this study contributes to the burgeoning field of Green HRM, offering theoretical and practical insights that enhance our understanding of the complexities involved in adopting and institutionalizing sustainable practices in organizations. The proposed future research directions aim to build on these foundations, exploring new avenues to advance the field of Green HRM and support organizations in their journey toward sustainability.
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Figure 1. Research framework. 
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Figure 2. Illustration of the measurement model (lower-order model). 
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Figure 3. Illustration of the structural model (higher-order model). 
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	Code
	Items and Construct
	OL
	VIF
	CA
	CR (rho_c)
	AVE



	POG
	Perceived Organizational Green Readiness
	
	
	0.922
	0.935
	0.619



	CC
	Change Commitment
	
	
	
	
	



	CC1
	My organization is committed to implementing the changes required for Green HRM.
	0.871
	2.132
	0.887
	0.93
	0.815



	CC2
	There is strong leadership support for Green HRM initiatives in my organization.
	0.924
	3.116
	
	
	



	CC3
	Employees in my organization are willing to embrace changes associated with Green HRM.
	0.913
	2.882
	
	
	



	CE
	Change Efficiency
	
	
	
	
	



	CE1
	My organization efficiently manages the resources required for Green HRM.
	0.866
	1.855
	0.8
	0.882
	0.715



	CE2
	There is an efficient process in place for integrating Green HRM practices.
	0.873
	1.947
	
	
	



	CE3
	My organization effectively measures the impact of changes made for Green HRM.
	0.795
	1.519
	
	
	



	SA
	Strategic Alignment
	
	
	
	
	



	SA1
	Green HRM practices are aligned with our overall business strategy.
	0.929
	3.426
	0.929
	0.955
	0.875



	SA2
	Our strategic goals include environmental sustainability objectives.
	0.938
	3.801
	
	
	



	SA3
	There is a clear connection between our business strategy and Green HRM initiatives.
	0.939
	3.896
	
	
	



	CSR
	Corporate Social Responsibilities
	
	
	0.871
	0.909
	0.715



	CSR1
	My organization actively engages in CSR activities.
	0.787
	2.429
	
	
	



	CSR2
	Environmental sustainability is a key part of our CSR initiatives.
	0.881
	2.642
	
	
	



	CSR3
	CSR activities in my organization include employee participation.
	0.813
	2.607
	
	
	



	CSR4
	My organization’s CSR efforts are well-communicated to all stakeholders.
	0.897
	2.898
	
	
	



	IAG
	Initial Adoption of Green HRM
	
	
	0.934
	0.945
	0.661



	RA
	Relative Advantage
	
	
	
	
	



	RA1
	Green HRM practices provide a competitive advantage to our organization.
	0.941
	4.296
	0.868
	0.919
	0.793



	RA2
	Adopting Green HRM practices improves our organizational efficiency.
	0.94
	4.205
	
	
	



	RA3
	Green HRM contributes positively to our organizational reputation.
	0.78
	1.609
	
	
	



	ILO
	Innovation and Learning Orientation
	
	
	
	
	



	ILO1
	My organization fosters an environment that encourages innovation in Green HRM.
	0.915
	2.859
	0.889
	0.931
	0.818



	ILO2
	We regularly update our Green HRM practices based on new learning.
	0.911
	2.768
	
	
	



	ILO3
	Continuous improvement is a part of our approach to Green HRM.
	0.887
	2.291
	
	
	



	MF
	Monitoring and Feedback
	
	
	
	
	



	MF1
	We regularly monitor the effectiveness of our Green HRM practices.
	0.921
	2.925
	0.891
	0.932
	0.821



	MF2
	Feedback on our Green HRM practices is actively sought and used for improvement.
	0.907
	2.641
	
	
	



	MF3
	There are established metrics for assessing Green HRM initiatives.
	0.889
	2.414
	
	
	



	PEG
	Perceived External Green Readiness
	
	
	0.923
	0.936
	0.62



	MFG
	Market Forces Green Adoption
	
	
	
	
	



	MFG1
	Market demand influences our adoption of Green HRM practices.
	0.872
	1.928
	0.828
	0.897
	0.743



	MFG2
	Competitor actions in sustainability affect our Green HRM strategies.
	0.873
	1.939
	
	
	



	MFG3
	Customer expectations drive us to adopt Green HRM practices.
	0.842
	1.801
	
	
	



	GSI
	Government Sustainability Initiative
	
	
	
	
	



	GSI1
	Government sustainability initiatives influence our Green HRM practices.
	0.9
	3.001
	0.888
	0.931
	0.818



	GSI2
	We align our Green HRM practices with national environmental policies.
	0.935
	3.646
	
	
	



	GSI3
	Government incentives encourage us to adopt Green HRM practices.
	0.877
	2.132
	
	
	



	SIR
	Support Industry Readiness
	
	
	
	
	



	SIR1
	Our industry is ready to support Green HRM practices.
	0.81
	1.643
	0.851
	0.91
	0.772



	SIR2
	There are adequate resources and support within our industry for Green HRM.
	0.918
	2.899
	
	
	



	SIR3
	Industry norms and standards encourage the adoption of Green HRM.
	0.904
	2.756
	
	
	



	ING
	Institutionalization of Green HRM
	
	
	0.872
	0.897
	0.497



	SR
	Selection and Recruitment
	
	
	
	
	



	SR1
	Environmental sustainability is considered in our recruitment process.
	0.921
	3.03
	0.916
	0.947
	0.856



	SR2
	We actively look for candidates with a commitment to sustainability.
	0.921
	3.21
	
	
	



	SR3
	Green criteria are part of our employee selection process.
	0.934
	3.538
	
	
	



	TD
	Training and Development
	
	
	
	
	



	TD1
	Training programs in our organization include sustainability topics.
	0.929
	3.755
	0.896
	0.935
	0.828



	TD2
	We provide development opportunities focused on Green HRM.
	0.924
	3.617
	
	
	



	TD3
	Employees receive training on how to implement sustainable practices.
	0.876
	2.096
	
	
	



	CR
	Compensation and Reward
	
	
	
	
	



	CR1
	Green HRM practices are linked to employee compensation in my organization.
	0.86
	1.992
	0.894
	0.934
	0.826



	CR2
	Employees who engage in sustainable practices are rewarded.
	0.937
	4.081
	
	
	



	CR3
	Environmental performance is a factor in our organization’s reward system.
	0.927
	3.851
	
	
	







OL -> Outer Loading, CA -> Cronbach’s Alpha CR (rho_c) -> Composite Reliability, AVE -> Average Variance Extracted, CC -> Change Commitment, CE -> Change Efficiency, CR -> Compensation and Reward, CSR -> corporate social responsibility, GSI -> Government Sustainability Initiative, IAG -> initial adoption of Green HRM, ILO -> Innovation and Learning Orientation, ING -> Institutionalization of Green HRM, MF -> Monitoring and Feedback, MFG -> Market Forces Green Adoption, PEG -> Perceived External Green Readiness, POG -> Perceived Organizational Green Readiness, RA -> Relative Advantage, SA -> Strategic Alignment, SIR -> Support Industry Readiness, SR -> Selection and Recruitment, TD -> training and development.













 





Table 2. Demographics of the respondents.
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Frequency (n = 425)

	
Percentage






	
Gender:




	
- Male

	
235

	
55.3%




	
- Female

	
190

	
44.7%




	
Age Group:




	
- Below 25

	
45

	
10.6%




	
- 26–35

	
150

	
35.3%




	
- 36–45

	
130

	
30.6%




	
- 46–55

	
70

	
16.5%




	
- Above 55

	
30

	
7.0%




	
Educational Level:




	
- High School Diploma or lower

	
55

	
12.9%




	
- Bachelor’s Degree

	
225

	
52.9%




	
- Master’s Degree

	
125

	
29.4%




	
- Doctorate or higher

	
20

	
4.7%




	
Position:




	
- Lower Management

	
100

	
23.5%




	
- Middle Management

	
200

	
47.1%




	
- Upper Management

	
125

	
29.4%




	
Years of Experience in Current Organization:




	
- Less than 2 years

	
85

	
20.0%




	
- 2–5 years

	
150

	
35.3%




	
- 6–10 years

	
120

	
28.2%




	
- More than 10 years

	
70

	
16.5%




	
Organization Size (Number of Employees):




	
- Less than 50

	
95

	
22.4%




	
- 51–200

	
180

	
42.4%




	
- 201–500

	
100

	
23.5%




	
- More than 500

	
50

	
11.7%











 





Table 3. Discriminant validity (Heterotrait–Monotrait ratio (HTMT) matrix).
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	CC
	CE
	CR
	CSR
	GSI
	ILO
	MF
	MFG
	RA
	SA
	SIR
	SR
	TD
	CSR

× IAG





	CC
	-
	
	
	
	
	
	
	
	
	
	
	
	
	



	CE
	0.662
	-
	
	
	
	
	
	
	
	
	
	
	
	



	CR
	0.333
	0.309
	-
	
	
	
	
	
	
	
	
	
	
	



	CSR
	0.695
	0.671
	0.331
	-
	
	
	
	
	
	
	
	
	
	



	GSI
	0.769
	0.717
	0.320
	0.678
	-
	
	
	
	
	
	
	
	
	



	ILO
	0.812
	0.757
	0.434
	0.724
	0.800
	-
	
	
	
	
	
	
	
	



	MF
	0.817
	0.722
	0.415
	0.680
	0.802
	0.768
	-
	
	
	
	
	
	
	



	MFG
	0.846
	0.835
	0.388
	0.725
	0.805
	0.887
	0.795
	-
	
	
	
	
	
	



	RA
	0.609
	0.482
	0.314
	0.593
	0.586
	0.757
	0.693
	0.623
	-
	
	
	
	
	



	SA
	0.762
	0.813
	0.399
	0.788
	0.754
	0.787
	0.756
	0.923
	0.602
	-
	
	
	
	



	SIR
	0.753
	0.655
	0.398
	0.664
	0.786
	0.817
	0.848
	0.838
	0.733
	0.824
	-
	
	
	



	SR
	0.568
	0.494
	0.252
	0.718
	0.575
	0.706
	0.653
	0.600
	0.796
	0.609
	0.652
	-
	
	



	TD
	0.712
	0.770
	0.452
	0.694
	0.704
	0.839
	0.809
	0.821
	0.537
	0.754
	0.754
	0.578
	-
	



	CSR × IAG
	0.308
	0.172
	0.246
	0.322
	0.255
	0.407
	0.354
	0.305
	0.343
	0.321
	0.338
	0.413
	0.380
	-







CC -> Change Commitment, CE -> Change Efficiency, CR -> Compensation and Reward, CSR -> corporate social responsibility, GSI -> Government Sustainability Initiative, IAG -> initial adoption of Green HRM, ILO -> Innovation and Learning Orientation, MF -> Monitoring and Feedback, MFG -> Market Forces Green Adoption, RA -> Relative Advantage, SA -> Strategic Alignment, SIR -> Support Industry Readiness, SR -> Selection and Recruitment, TD -> training and development.













 





Table 4. Discriminant validity (Fornell–Larcker criterion).
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	CC
	CE
	CR
	CSR
	GSI
	ILO
	MF
	MFG
	RA
	SA
	SIR
	SR
	TD





	CC
	0.903
	
	
	
	
	
	
	
	
	
	
	
	



	CE
	0.559
	0.845
	
	
	
	
	
	
	
	
	
	
	



	CR
	0.296
	0.262
	0.909
	
	
	
	
	
	
	
	
	
	



	CSR
	0.638
	0.584
	0.318
	0.846
	
	
	
	
	
	
	
	
	



	GSI
	0.685
	0.606
	0.286
	0.625
	0.904
	
	
	
	
	
	
	
	



	ILO
	0.722
	0.640
	0.386
	0.676
	0.714
	0.904
	
	
	
	
	
	
	



	MF
	0.728
	0.611
	0.370
	0.637
	0.716
	0.862
	0.906
	
	
	
	
	
	



	MFG
	0.726
	0.681
	0.331
	0.652
	0.696
	0.762
	0.770
	0.862
	
	
	
	
	



	RA
	0.540
	0.406
	0.285
	0.538
	0.523
	0.677
	0.623
	0.539
	0.890
	
	
	
	



	SA
	0.692
	0.703
	0.362
	0.742
	0.687
	0.805
	0.779
	0.811
	0.552
	0.935
	
	
	



	SIR
	0.658
	0.546
	0.345
	0.611
	0.687
	0.797
	0.739
	0.707
	0.633
	0.737
	0.879
	
	



	SR
	0.512
	0.421
	0.228
	0.646
	0.521
	0.638
	0.591
	0.526
	0.723
	0.562
	0.571
	0.925
	



	TD
	0.636
	0.653
	0.404
	0.650
	0.630
	0.749
	0.724
	0.707
	0.488
	0.778
	0.660
	0.525
	0.910







CC -> Change Commitment, CE -> Change Efficiency, CR -> Compensation and Reward, CSR -> corporate social responsibility, GSI -> Government Sustainability Initiative, ILO -> Innovation and Learning Orientation, MF -> Monitoring and Feedback, MFG -> Market Forces Green Adoption, RA -> Relative Advantage, SA -> Strategic Alignment, SIR -> Support Industry Readiness, SR -> Selection and Recruitment, TD -> training and development.













 





Table 5. Outer loading for the high-order formative construct.






Table 5. Outer loading for the high-order formative construct.





	Outer Loading
	Original Sample
	Standard Deviation
	T Statistics (|O/STDEV|)
	p-Values





	CC -> POG
	0.881
	0.026
	34.400
	0.000



	CE -> POG
	0.737
	0.030
	24.668
	0.000



	SA -> POG
	0.949
	0.012
	77.267
	0.000



	GSI -> PEG
	0.840
	0.023
	36.443
	0.000



	MFG -> PEG
	0.893
	0.022
	39.830
	0.000



	SIR -> PEG
	0.930
	0.018
	52.866
	0.000



	CR -> ING
	0.452
	0.074
	6.127
	0.000



	SR -> ING
	0.861
	0.041
	20.736
	0.000



	TD -> ING
	0.877
	0.034
	25.856
	0.000







CC -> Change Commitment, CE -> Change Efficiency, CR -> Compensation and Reward, GSI -> Government Sustainability Initiative, MFG -> Market Forces Green Adoption, PEG -> Perceived External Green Readiness, POG -> Perceived Organizational Green Readiness, SA -> Strategic Alignment, SIR -> Support Industry Readiness, SR -> Selection and Recruitment, TD -> training and development.













 





Table 6. Structural model (moderation and direct effect).
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	Hypo
	Path
	Original Sample
	Standard

Deviation
	T Statistics
	p-Values
	Support
	f2
	R2
	Q2





	H1
	POG -> IAG
	0.348
	0.073
	4.777
	0.000
	Yes
	0.121
	0.776
	0.769



	H2
	PEG -> IAG
	0.559
	0.070
	8.004
	0.000
	Yes
	0.311
	0.770
	0.686



	H3
	IAG -> ING
	0.418
	0.081
	5.155
	0.000
	Yes
	0.160
	
	



	H4
	POG -> ING
	0.182
	0.106
	1.723
	0.085
	No
	0.024
	
	



	H5
	PEG -> ING
	0.062
	0.084
	0.736
	0.462
	No
	0.003
	
	



	H6
	CSR × IAG -> ING
	−0.084
	0.022
	3.747
	0.000
	Yes
	0.054
	
	



	H7
	POG -> IAG -> ING
	0.146
	0.038
	3.823
	0.000
	Yes
	
	
	



	H8
	PEG -> IAG -> ING
	0.234
	0.058
	4.056
	0.000
	Yes
	
	
	







CSR -> corporate social responsibility, IAG -> initial adoption of Green HRM, ING -> institutionalization of Green HRM, PEG -> Perceived External Green Readiness, POG -> Perceived Organizational Green Readiness.
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