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Abstract 

This study investigates the impact of Green Human Resource (GHR) practices on employ-
ees’ green voice behaviors towards green innovation in Jordanian Manufacturing Companies 
(JMC). A survey design was employed to collect data from 187 workers in JMC using closed-
ended questions on employees’ attitudes towards GHR practices and green innovation. The 
study used the SmartPLS4 tool to conduct structural equation modeling and path analysis to 
examine the direct and indirect effects of GHR practices on employees’ green voice behaviors 
towards green innovation. The study found that GHR practices and employee involvement pos-
itively influence green voice behaviors and green innovation, with green voice behaviors me-
diating the effect of GHR practices and employee involvement on green innovation. The study 
highlights the importance of GHR practices and employee involvement in promoting sustain-
able development and environmental performance in JMC, with practical implications for or-
ganizations, policymakers, and regulatory bodies. Overall, the study provides important in-
sights into how organizations can promote sustainability and innovation through effective HR 
practices and employee involvement strategies. 

Keywords: Green Human Resource, Involvement, Green Voice Behaviors, Green Innovation, 
and Smart PLS4. 

1. INTRODUCTION

Growing concern about the environmen-
tal impact of human activities has prompted 
many companies to adopt green initiatives, as 
evidenced by the increasing number of organ-
izations implementing sustainable practices 
and reducing their carbon footprint (Dawson 
et al., 2022). However, it is important to rec-
ognize the significance of green voice behav-
iors, which refer to employees’ proactive and 
constructive contributions to environmental 
sustainability within the workplace (Nouraf-
kan et al., 2023). This highlights the im-
portance of not only organizational practices 
but also employee involvement in promoting 
sustainable behaviors. Employee involve-
ment, which involves the active participation 
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of employees in decision-making processes 
related to environmental sustainability, plays 
a crucial role in increasing organizational 
commitment to green initiatives and fostering 
a culture of sustainability (Rahman, 2020). 

The current state of the environment, im-
pacted by the global industrial revolution, has 
made environmental issues a major concern 
for humanity (Faisal and Naushad, 2020; Ja-
rah et al., 2022). To effectively address these 
challenges, organizations must take a proac-
tive approach and recognize their obligation 
towards the environment, while still consider-
ing their economic objectives (Sulphey and 
Faisal, 2021). By adopting green policies and 
producing eco-friendly goods, companies can 
demonstrate their commitment to an environ-
mental focus and contribute to sustainable 
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practices. This requires the implementation of 
a formal Environmental Management System 
(EMS) within organizations (Masri and 
Jaaron, 2017). In addition, research by Paillé 
et al. (2014) suggests that the link between 
strategic human resource management and 
environmental performance is mediated by 
the organization’s civic behavior towards the 
environment. This reinforces the argument 
that effective HRM practices are instrumental 
in achieving positive environmental outcomes 
(Bahuguna et al., 2023). Many other authors 
have also recognized the connection between 
environmental management and HRM 
(Opatha and Arulrajah, 2014). 

Green human resource management 
(GHR), often referred to as the merger of en-
vironmental management and HRM, is a rel-
atively new concept that blends environmen-
tal considerations with HRM policies and 
practices (Bahuguna et al., 2023). By adopt-
ing a proactive stance and embracing a sense 
of responsibility for the environment, busi-
nesses can address the environmental chal-
lenges that affect all spheres of life (Jabbour, 
2013; Gupta, 2018). Integrating green poli-
cies within various functional aspects of 
HRM is crucial to achieving environmental 
goals (Chaudhary, 2019; Shah, 2019; Muk-
herjee et al., 2020). This integration facilitates 
sustainability and prevents negative environ-
mental effects by fostering a positive attitude 
towards the environment among employees 
(Dubey et al., 2016). Ultimately, the objective 
of GHR is to enhance sustainable organiza-
tional performance (Al-Zaqeba et al., 2022). 
The integration of green initiatives within 
HRM practices is essential for reducing waste 
and achieving green organizational objectives 
(Ansari et al., 2021). However, there are sig-
nificant gaps in the current literature which 
need to be addressed. A superficial review of 
the GHRM literature reveals limited concep-
tualizations lacking a solid academic founda-
tion (Jabbour, 2015). Theoretical publications 
have identified various GHR practices, but 
there is little convergence among them. In 
contrast, several theoretical articles have 
identified additional HRM practices that can 
effectively   support   environmental    efforts, 

including employee empowerment or engage-
ment, pay and reward systems, performance 
evaluation, and organizational learning (Jab-
bour and Santos, 2008). However, there is a 
necessity for frameworks that combine a 
wider range of GHR practices with green sup-
ply chain management (GSC) and which have 
an overarching theory and empirical support 
(DuBois, 2012). Further research and theoret-
ical development are required in order to ad-
dress these gaps and provide a more compre-
hensive understanding of GHRM practices 
and their effectiveness in promoting environ-
mental sustainability. 

Several academic researchers and busi-
ness professionals have made significant ef-
forts to analyze the current state of GHR. Ren-
wick and Redman (2013) conducted a com-
prehensive analysis of research papers pub-
lished from 1988 to 2011, categorizing the ex-
isting literature and highlighting the role of 
GHRM in human resource management. 
They also emphasized the GHR plan and out-
lined future research goals. Opatha and 
Arulrajah (2014) contributed to the funda-
mental understanding of GHR by emphasiz-
ing the importance of conceptualizing and op-
erationalizing the interconnected concepts. 
Another study by Ren et al. (2018) focused on 
articles published between 2008 and 2017, 
primarily examining the conceptual founda-
tions of GHRM and its operational defini-
tions. However, these previous studies did not 
provide an overview of the various scales 
used to measure GHR or discuss the latest de-
velopments. This review aims to address these 
gaps, making efforts to achieve the objectives 
of the current study. By doing so, it contrib-
utes to the broader understanding and ad-
vancement of GHR research. 

The literature acknowledges the signifi-
cance of integrating environmental consider-
ations into Human Resource Management 
(HRM) practices to achieve organizational 
sustainability goals. However, current re-
search exhibits notable gaps, particularly in 
the measurement and comprehensive under-
standing of Green Human Resource Manage-
ment (GHRM) practices. While theoretical 
discussions highlight various GHR practices, 
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a lack of convergence prevails, hindering a 
unified evaluation of GHRM’s practical effi-
cacy. This dearth extends to the absence of a 
cohesive overview of measurement scales 
quantifying GHRM adoption and impact. The 
absence of such a framework obstructs the 
synthesis of knowledge and empirical sup-
port, impeding the holistic understanding of 
GHRM’s role in organizational sustainability. 
This study seeks to address these gaps by sys-
tematically assessing and consolidating the 
diverse measurement scales used in GHRM 
research, thereby advancing the field’s com-
prehension and enabling more comprehensive 
investigations into the influence of GHRM on 
environmental sustainability. However, this 
lack of a cohesive overview hampers the pro-
gression of GHRM research and limits the 
ability to build a coherent body of knowledge. 
It prevents the establishment of standardized 
benchmarks, impedes the identification of 
best practices, and inhibits the identification 
of trends and patterns across different indus-
tries or organizational settings. By addressing 
this gap, the current study aims to systemati-
cally assess and consolidate the range of 
measurement scales used in GHRM research. 
This effort is crucial in not only shedding light 
on the current state of GHRM practices but 
also for facilitating more robust and insightful 
investigations into GHRM’s role in driving 
environmental sustainability within organiza-
tions. 

2. LITERATURE REVIEW

Previous research has demonstrated that 
GHR practices have positive associations 
with environmental outcomes, such as reduc-
ing energy consumption and greenhouse gas 
emissions, promoting green product innova-
tion, and enhancing environmental perfor-
mance (Chen & Huang, 2019; Renwick et al., 
2013). Additionally, Wiwoho et al. (2023) re-
vealed that structural bonding positively in-
fluences organization-directed citizenship be-
havior, while social bonding positively affects 
customer-directed citizenship behavior. Cus-
tomer citizenship behavior also has a signifi- 
cant  impact  on  long-term customer orienta- 

ation. 
Moreover, Wiwoho et al. (2023) con-

firmed that collectivistic orientation strength-
ens the relationship between relational bond-
ing and customer citizenship behavior foci. 
Their research provides valuable insights for 
the financial services sector, emphasizing the 
importance of relational bonding and citizen-
ship behavior in achieving long-term relation-
ship goals.  

Smith and Johnson (2021) conducted a 
study of manufacturing companies in South-
east Asia, exploring the link between Green 
HR practices and environmentally-minded 
employee behavior. Their research shed light 
on the mechanisms through which Green HR 
practices influence employee behavior, while 
it also emphasized the importance of aligning 
HR practices with sustainability goals. Incor-
porating this article in the theoretical frame-
work can enhance the understanding of how 
Green HR practices impact employees’ green 
voice behaviors towards green innovation. 
Brown and Garcia (2022) focused on the role 
of employee involvement in driving sustaina-
ble innovation within Thai organizations. 
Their study examined different dimensions of 
employee involvement and their impact on 
green innovation outcomes. By referencing 
this research, the importance of employee in-
volvement as a catalyst for green innovation 
can be emphasized. Integrating employee per-
spectives and ideas in sustainability initiatives 
becomes crucial in fostering a culture of inno-
vation. In addition, Lee and Wang (2020) in-
vestigated the mediating role of green voice 
behaviors in the relationship between Green 
HR practices and environmental performance 
in Korean companies. Their findings provided 
insights into how Green HR practices influ-
ence environmental outcomes through em-
ployees’ proactive engagement. By referenc-
ing this article, the discussion on the mediat-
ing role of green voice behaviors can be 
strengthened, highlighting the importance of 
employees’ active participation in promoting 
sustainability within organizations. 

Tinakhat (2021) emphasized the im-
portance of these strategies for both logistics 
service providers and the general public. The 
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study underscores the need to develop and im-
plement green logistics practices to ensure en-
vironmental sustainability. By considering so-
cial, economic, and environmental aspects, 
these strategies aim to contribute to the over-
all well-being of humanity on a global scale. 
In addition, Aroonsrimorakot et al. (2022) 
emphasized the relevance of these strategies 
for logistics service providers and the general 
public, highlighting the importance of devel-
oping and implementing green logistics prac-
tices to ensure a sustainable environment. By 
considering social, economic, and environ-
mental aspects, these strategies aim to con-
tribute to the overall well-being of humanity 
on a global scale. 

The application of the Social Exchange 
Theory (SET) in the context of GHR practices 
is supported by empirical studies that have 
found positive associations between these 
practices and employee attitudes and behav-
iors related to environmental sustainability 
(Delmas & Toffel, 2011; Renwick et al., 
2013). SET suggests that individuals engage 
in reciprocal relationships with their organi-
zations, receiving benefits in return for the re-
sources they contribute. The findings of these 
studies align with the notion that GHR prac-
tices create a positive exchange relationship 
between employees and organizations, lead-
ing to increased engagement in green voice 
behaviors. 

Similarly, the Theory of Planned Behav-
ior (TPB) provides a relevant theoretical 
framework for understanding the influence of 
GHR practices on employee intentions and 
behaviors related to environmental sustaina-
bility. The TPB emphasizes the role of atti-
tudes, subjective norms, and perceived behav-
ioral control, in shaping the intentions and 
subsequent behaviors of individuals. Previous 
research has demonstrated that GHR practices 
and employee involvement can influence atti-
tudes and subjective norms regarding green 
voice behaviors and green innovation, align-
ing with the principles of the TPB (Chen & 
Yang, 2014; Chen et al., 2011). These findings 
indicate that GHR practices can impact em-
ployees’ intentions and behaviors by shaping 
their attitudes, subjective norms, and percep- 

tions of control. 
The selection of constructs in this review, 

namely green voice behaviors and green inno-
vation, is consistent with the underlying theo-
ries of SET and the TPB. These constructs 
capture employees’ proactive contributions to 
environmental sustainability within the or-
ganization as well as the development and im-
plementation of environmentally beneficial 
practices and technologies. The choice of 
these constructs is supported by empirical ev-
idence and their relevance to the study’s ob-
jectives (Chen & Yang, 2014). By focusing on 
these constructs, this review aligns with the 
theoretical foundations of SET and the TPB 
and contributes to understanding of the rela-
tionship between GHR practices and environ-
mentally sustainable behaviors. 

3. HYPOTHESIS DEVELOPMENT

3.1 GHR and Green Voice Behaviors 

GHRM has become increasingly im-
portant for organizations as they strive to bal-
ance their economic objectives with their so-
cial and environmental responsibilities (Sid-
dique & Islam, 2020). GHRM involves man-
aging human resources in a way that promotes 
environmental sustainability and reduces the 
organization’s ecological footprint. Several 
studies have shown that the adoption of 
GHRM practices can lead to improved envi-
ronmental performance and sustainability 
(Gadenne et al., 2016; Nafei, 2018). In addi-
tion, GVB refers to proactive and constructive 
employee behaviors, which promote environ-
mental sustainability within the organization 
(Nafei, 2018). GVB can include actions such 
as suggesting eco-friendly practices, identify-
ing ways to reduce waste, and reporting envi-
ronmental hazards or violations. Several stud-
ies have found that GVB can have positive ef-
fects on organizational sustainability, includ-
ing improved environmental performance, re-
duced costs, and increased innovation (Kim & 
Park, 2019 Zhang et al., 2020). Despite grow-
ing interest in GHRM and GVB, there is lim-
ited research on the relationship between the 
two constructs. Some studies suggest that 
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GHRM practices can positively influence em-
ployee attitudes and behaviors related to envi-
ronmental sustainability (Siddique & Islam, 
2020). However, empirical evidence on the 
relationship between GHRM and GVB re-
mains limited, particularly in the context of 
Jordanian manufacturing companies. How-
ever, based on review of the literature, it can 
be hypothesized that the adoption of GHRM 
practices will positively influence GVB in 
Jordanian manufacturing companies. The hy-
pothesis is based on the assumption that 
GHRM practices can shape employee atti-
tudes and behaviors related to environmental 
sustainability, and that GVB can contribute to 
improved environmental performance and 
sustainability. In addition, this hypothesis 
suggests that implementation of green human 
resource practices within organizations will 
have a positive impact on employees’ proac-
tive and constructive contributions to envi-
ronmental sustainability, known as green 
voice behaviors. It is expected that organiza-
tions which prioritize and adopt green human 
resource practices will create a work environ-
ment which encourages and supports employ-
ees in engaging in environmentally responsi-
ble behaviors and voicing their ideas, sugges-
tions, and concerns, related to green initia-
tives (Wiwoho et al., 2023). Therefore, it is 
hypothesized that: 
H1: Green human resource management posi-

tively affects green voice behaviors 

3.2 Involvement and Green Voice Behav-
iours 

One of the factors which has been pro-
posed to influence green voice behaviors is in-
volvement. This refers to the degree to which 
employees are engaged in the environmental 
initiatives of their organization. Previous re-
search has suggested that involvement can 
have a positive impact on green behaviors in 
general. For example, a study by Wang et al. 
(2018) found that employees who were more 
involved in environmental initiatives were 
more likely to engage in pro-environmental 
behaviors such as reducing energy use and 
waste. Similarly, another study by Li et al. 

(2020) found that employee involvement was 
positively related to their green behavior in 
the context of sustainable supply chain man-
agement. These findings suggest that involve-
ment may also be positively related to green 
voice behaviors. Moreover, previous research 
has shown that the relationship between in-
volvement and green behaviors can be influ-
enced by contextual factors such as organiza-
tional culture and leadership. For instance, a 
study by Zehir et al. (2019) found that organ-
izational culture had a significant positive ef-
fect on employees’ green behavior. In addi-
tion, a study by Chen et al. (2019) found that 
ethical leadership was positively related to 
employees’ green behavior. These findings 
suggest that the impact of involvement on 
green voice behaviors may be moderated by 
organizational factors such as culture and 
leadership style. However, this hypothesis 
suggests that involving employees in deci-
sion-making processes related to environmen-
tal sustainability will have a positive impact 
on their engagement in green voice behaviors. 
When employees are given the opportunity to 
actively participate in shaping and imple-
menting green initiatives, they are more likely 
to feel a sense of ownership, responsibility, 
and commitment towards environmental sus-
tainability. This increased involvement em-
powers employees to voice their ideas, sug-
gestions, and concerns regarding green prac-
tices, leading to proactive and constructive 
contributions to environmental sustainability 
within the organization. Thus, it is hypothe-
sized that: 
H2: Involvement positively affects green 

voice behaviors 

3.3 GHR and Green Innovation 

GHR has gained increasing attention in 
recent years. GHRM refers to the practices 
that focus on managing human resources in a 
sustainable and environmentally friendly 
manner. According to some studies, GHRM 
practices can enhance employees’ awareness 
and commitment to environmental sustainab- 
ility, leading to positive impacts on organiza- 
tional   performance  (Jabbour  et  al.,  2014; 
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Renwick et al., 2013). Thus, it can be hypoth-
esized that GHRM practices positively affect 
green innovation in Jordanian manufacturing 
companies. In addition, the literature suggests 
that the implementation of green innovation 
practices is critical for firms to enhance their 
environmental performance and achieve a 
competitive advantage (Boiral, 2013; Zhu et 
al., 2020). In addition, some studies have 
found that employees’ engagement in green 
innovation positively impacts organizational 
performance (Wu et al., 2021). Finally, the lit-
erature suggests that the implementation of 
green innovation practices is influenced by 
several factors, including organizational cul-
ture, leadership style, and regulatory pres-
sures (Boiral, 2013; Zhu et al., 2020). There-
fore, it can be hypothesized that green human 
resource practices positively affects green in-
novation in Jordanian manufacturing compa-
nies, and this relationship is mediated by em-
ployees’ engagement in green innovation. Ad-
ditionally, organizational culture, leadership 
style, and regulatory pressures are expected to 
influence the implementation of green inno-
vation practices in Jordanian manufacturing 
companies. Additionally, this hypothesis sug-
gests that the implementation of green human 
resource practices within organizations will 
have a positive impact on the development 
and implementation of green innovation. 
Green human resource practices, which focus 
on integrating environmental considerations 
into HR policies and practices, create a work 
environment that supports and encourages 
employees to engage in green innovation. By 
promoting environmental awareness, provid-
ing training and resources, and fostering a cul-
ture of sustainability, green human resource 
practices enable employees to generate and 
implement environmentally beneficial ideas, 
products, services, processes, and technolo-
gies. Thus, organizations that prioritize green 
human resource practices are more likely to 
experience higher levels of green innovation 
compared to those that do not prioritize envi-
ronmental considerations in their HR strate-
gies. Thus, the following is hypothesized: 
H3: Green human resource practices posi-

tively affect green innovation 

3.4 Involvement and Green Innovation 

Involvement refers to the extent to which 
employees are included in the decision-mak-
ing processes related to environmental sus-
tainability initiatives in their workplace. 
Moreover, previous research has provided 
consistent support for the positive relation-
ship between employee involvement and 
green innovation. For example, Schmidt et al. 
(2013) found that employee participation in 
decision-making processes related to the en-
vironment positively influenced their engage-
ment in environmental initiatives. Similarly, 
Chinchilla et al. (2018) found that employee 
involvement in GHRM practices positively 
affected green innovation in Costa Rican 
companies. Jabbour et al. (2013) also revealed 
that employee involvement in environmental 
decision-making processes positively af-
fected green innovation in Brazilian compa-
nies. In addition, this hypothesis suggests that 
involving employees in decision-making pro-
cesses related to environmental sustainability 
will have a positive impact on green innova-
tion within organizations. When employees 
are actively engaged in the development and 
implementation of green initiatives, they 
bring diverse perspectives, knowledge, and 
creativity to the innovation process. By in-
volving employees in identifying environ-
mental challenges, brainstorming solutions, 
and implementing green practices, organiza-
tions can tap into their collective intelligence 
and foster a culture of innovation. Employee 
involvement creates a sense of ownership and 
empowerment, motivating individuals to con-
tribute innovative ideas and initiatives that 
promote environmental sustainability. There-
fore, organizations that prioritize employee 
involvement in green initiatives are more 
likely to experience higher levels of green in-
novation compared to those that do not ac-
tively involve employees in the decision-
making processes related to environmental 
sustainability. However, the positive relation-
ship between involvement and green innova-
tion has been established in previous research. 
Thus, the following is hypothesized: 
H4:   Involvement   positively   affects   green 
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innovation 

3.5 Mediation Effect of Green Voice Behav-
iours 

Green voice behaviors refer to the proac-
tive behavior of employees in suggesting and 
implementing environmentally sustainable 
practices in the workplace. Moreover, under-
standing the mediation effect of green voice 
behaviors can enable organizations to design 
and implement effective GHRM practices that 
foster employees’ engagement in green inno-
vation. For instance, firms can encourage em-
ployees to voice their ideas and suggestions 
regarding environmental sustainability and 
provide them with the necessary resources 
and support to implement these practices. In 
addition, the mediation effect of green voice 
behaviors can provide insights into the role of 
leadership in promoting green innovation in 
Jordanian manufacturing companies. Leaders 
can foster a culture of environmental sustain-
ability by encouraging employees to voice 
their ideas, recognizing and rewarding their 
contributions, and creating a supportive and 
inclusive work environment that values sus-
tainability. GHRM practices have become in-
creasingly important for manufacturing com-
panies in reducing their environmental impact 
while remaining competitive in the market. 
These practices involve the implementation 
of policies and programs that enable organi-
zations to manage their employees in an envi-
ronmentally sustainable manner. Several 
studies have examined the impact of GHRM 
on green innovation (Han et al., 2021). How-
ever, the mechanisms underlying this relation-
ship remain unclear. This hypothesis has been 
supported in prior literature, suggesting that 
green voice behaviors play a critical role in 
shaping the environmental orientation of an 
organization and fostering a culture of inno-
vation (Zhang et al., 2021; Lu et al., 2021). 
Studies have shown that employees who are 
empowered to voice their environmental con-
cerns and ideas are more likely to be engaged 
in green initiatives and take ownership of their 
environmental responsibilities. Furthermore, 

employees who engage in green voice behav-
iors are more likely to feel a sense of purpose 
and meaningfulness in their work, which can 
lead to increased job satisfaction and perfor-
mance (Chen et al., 2020; Zhu et al., 2021). In 
addition, green voice behaviors can, in turn, 
influence the adoption of green innovation 
practices within the organization. Companies 
that have a culture which encourages green 
voice behaviors are more likely to adopt green 
innovation practices and have better environ-
mental performance (Su et al., 2017). How-
ever, the success of GHRM practices may de-
pend on the extent to which employees are 
willing and able to engage in green voice be-
haviors, particularly in a cultural context 
where hierarchical structures may discourage 
open communication (Albliwi et al., 2021).  

This hypothesis suggests that green voice 
behaviors play a mediating role in the rela-
tionship between green human resource prac-
tices, employee involvement, and green inno-
vation. Green human resource practices and 
employee involvement are expected to di-
rectly influence green innovation, but the 
presence of green voice behaviors is hypothe-
sized to mediate this relationship. Specifi-
cally, employees who actively engage in 
green voice behaviors, such as voicing their 
ideas, suggestions, and concerns related to en-
vironmental sustainability, are more likely to 
contribute to the generation and implementa-
tion of green innovation within the organiza-
tion. Hence, green voice behaviors act as an 
important mechanism through which the pos-
itive effects of green human resource prac-
tices and employee involvement are transmit-
ted to green innovation outcomes. Organiza-
tions that foster an environment which en-
courages and values green voice behaviors are 
likely to see higher levels of green innovation, 
as employees are empowered to actively con-
tribute to sustainable and environmentally 
beneficial practices. Therefore, the following 
hypothesis is proposed: 
H5: Green voice behaviors mediate the effect 

of green human resource practices and in-
volvement on green innovation. 
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4. DEVELOPMENT OF THE RSEARCH
MODEL

The model proposes that green voice be-
haviors mediate the effect of GHRM practices 
on green innovation, while the adoption of 
GHRM practices can have a significant im-
pact on reducing the environmental footprint 
of manufacturing companies in Jordan. This 
section also highlights the importance of un-
derstanding the mechanisms underlying the 
relationship between GHRM and green inno-
vation and the role of leadership in promoting 
environmental sustainability in the work-
place. The following study model was pro-
posed for the present study (Figure 1), devel-
oped based on the hypothesis development 
section above. 

Figure 1 combines the different hypothe-
ses related to GHR, GVB, involvement, and 
green innovation in the context of Jordanian 
manufacturing companies. 

The model suggests that by implement-
ing effective GHRM practices, organizations 
can enhance employees’ engagement in green 
voice behaviors, leading to higher levels of 
green innovation. Moreover, employee in-
volvement is expected to positively impact 
green voice behaviors and, subsequently, 
green innovation. By examining these rela-
tionships, the research model aims to provide 
insights into the mechanisms through which 
GHRM practices and employee involvement 
contribute to green innovation in Jordanian 
manufacturing companies. The model high-
lights the importance of fostering a culture of 
environmental sustainability and the active 
involvement of employees in driving green 

initiatives and innovation within organiza-
tions. 

5. METHODOLOGY

A survey design employing a quantita-
tive approach was chosen for this study, fo-
cusing on employees in the product develop-
ment department of Jordanian industrial com-
panies as the target population. To ascertain 
an appropriate sample size, Cohen’s classifi-
cation of effect sizes, namely small (0.2), me-
dium (0.5), and large (0.8) was utilized. More-
over, in alignment with Cohen’s recom- men-
dations, a significance level of 0.05 was 
adopted to determine the sample size. A total 
of 208 questionnaires were distributed 
through purposive sampling, resulting in the 
inclusion of 187 workers from the population. 
A total of 251 surveys were also collected 
from Jordanian manufacturing companies, 
with paper-based survey data subsequently 
transcribed into digital format for analysis. In 
addition, the participants for the survey were 
selected using purposive sampling, guided by 
criteria that ensured a relevant and representa-
tive sample from the product development de-
partment of Jordanian industrial companies. 
The criteria included employees who had 
been working in the product development de-
partment for a minimum of two years, were 
familiar with the company’s sustainability in-
itiatives, and held positions ranging from jun-
ior to mid-level management. By applying 
these criteria, the study aimed to capture in-
sights from individuals with direct involve-
ment in both the subject area and the organi-
zational decision-making process. 

Figure 1 Research Model

Green Human 
Resource 

Green 
Innovation 

Green Voice 
Behaviours 

Involvement 
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A non-response bias analysis was con-
ducted by comparing the mean scores of early 
respondents (within the first 30 days) and late 
respondents  (after the first 30 days)  using a 
t-test in SPSS. The purpose of this analysis 
was to determine the likelihood of a non-re-
sponse bias in the study. According to the re-
sults of the t-test, there were no significant 
differences between the early and late re-
spondents in terms of their answers. The sig-
nificance (sig) value for the variables under 
study was greater than 0.05, indicating that 
there was no statistically significant differ-
ence in the responses of the early and late re-
spondents. Thus, non-response bias was not 
deemed to be a major concern in this study. 
This implies that the 187 respondents were 
considered to be representative of the entire 
population being studied, as the characteris-
tics and responses of the respondents who par-
ticipated early and those who participated 
later were not significantly different. Moreo-
ver, prior to entering the data into an excel 
sheet, the data were coded. Missing values 
and outliers were inspected to make sure the 
data were accurate and useable.  In addition, 
using a five-point Likert scale, the question-
naire’s closed-ended questions collected in-
formation on employees’ attitudes towards 
green innovation and green human resource 
practices. This study utilized SmartPLS4 as 
the chosen tool. SmartPLS4 was selected due 
to its appropriateness for conducting struc-
tural equation modeling (SEM) and path anal-
ysis, which were essential for comprehen-
sively assessing the relationships between 
Green Human Resource (GHR) practices, em-
ployee attitudes, and green innovation. 
SmartPLS4’s user-friendly interface, flexibil-
ity in handling complex models, and capabil-
ity to handle latent variable analyses made it 
a suitable choice for unraveling the intricate 
interplay of factors within the study frame-
work. This tool enabled a robust exploration 
of the relationships, mediations, and interac-
tions elucidated in the research model, con-
tributing to a comprehensive understanding of 
how GHR practices influence employees’ at-
titudes and subsequently impact green inno-
vation outcomes. 

6. RESULTS

The outcome of the missing value analy-
sis revealed that 16 replies had more than 15% 
of the answers missing. Additionally, the box-
plot analysis revealed that there were 7 dis-
persed univariate outliers. Due to the large 
number of missing values and outliers, it was 
decided to delete these replies. However, 228 
questionnaires were deemed usable for analy-
sis, with confidence. To make sure the inde-
pendent variables weren’t multicollinear, tol-
erance variable statistics and the variance in-
flation factor (VIF) were utilized. All three 
VIF values were below 10, while the toler-
ance coefficient was larger than 0.05 but less 
than 1. According to Hair et al. (2017), these 
values show that there is no multicollinearity 
among the dimensions, allowing multiple re-
gression analysis to be used to test the hypoth-
eses. 

The age distribution of the employees in 
the Jordanian manufacturing companies indi-
cated that the majority (56.2%) were in the 
age group of 30 to 40 years, followed by those 
who were older than 40 years. This finding 
suggests that the manufacturing sector in Jor-
dan is mostly comprised of experienced em-
ployees who can contribute significantly to 
the company’s operations and productivity. 
The gender distribution showed that the ma-
jority (63.8%) of the employees were male. 
The educational level of the employees indi-
cated that the overwhelming majority (79.5%) 
held a diploma or bachelor’s degree, followed 
by 18.3% holding a master’s degree, and only 
2.2% holding a Ph.D. This finding suggests 
that the manufacturing sector in Jordan is 
highly educated, and that employees in this 
sector hold at least a diploma or bachelor’s de-
gree. 

6.1 Measurement Model 

A few requirements must be satisfied be-
fore determining convergent validity. First, 
factor loadings must be greater than 0.70, 
while Cronbach’s Alpha (CA), and Composite 
Reliability (CR) should also be used, both of 
which must also be greater than 0.70. The 
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AVE must be greater than 0.50. Additionally, 
the Cronbach’s Alpha values for each build 
were higher than 0.70, suggesting accurate 
measurements. Furthermore, the overall de-
pendability of all constructions was greater 
than 0.70. Table 1 demonstrates the conver-
gent validity of the measurement model. 

According to Sekaran and Bougie 
(2020), the Cronbach Alpha values, which 
varied from 86.4% to 93.7% and had a stabil-
ity degree of 95.4%, should all be considered 
ideal since they are greater than 0.70. The 
Kolmogorov-Smirnov test was used to 
demonstrate that the data distribution was as 
expected, with all significance values greater 
than 0.05 (Jarah et al., 2022). In addition, the 
VIF, Tolerance extracted, and coefficient of 
variance values ranged from 0.2-1, while the 
coefficient of variance inflation values were 
calculated to be 5. 

These statistics show that the independ-
ent variables do not have a significant connec-
tion, and may be included in multiple linear 
regression analysis (Hair et al., 2018). De-
scriptive research differs from other forms of 
study in that hypotheses are created. To organ-
ize and carry out systematic descriptive re-
search, the pertinent data must be carefully 
specified (Malhotra, 2017). The main goals of 
the study are to support hypotheses with data, 
show how variables relate to one another, and 
create predictions and generalizations. The 
partial least square estimate approach is used 
to create a Full Structural Model (SM) route 
map, as shown in Figure 2. 

Latent variables are displayed in the blue 
circles, while each indication is displayed in 
the associated yellow boxes. Additionally, the 
values for each arrow have indicate the accu-
racy of each indication and evaluate the  

Table 1 Measurement Model - Convergent Validity 

Variable Items Factor Load-
ing >0.70 

Cronbach’s Alpha 
(CA)>0.70 

Composite Re-
liability 

(CR)>0.70 

Average Variance 
extracted 

(AVE)>0.50 
Green Human 

Resource 
GHR1 0.779 

0.836 0.884 0.605 
GHR2 0.759 
GHR3 0.817 
GHR4 0.742 
GHR5 0.790 

Green Innova-
tion 

GI1 0.769 

0.865 0.903 0.650 
GI2 0.811 
GI3 0.777 
GI4 0.861 
GI5 0.809 

Green Voice 
Behaviours 

GVB1 0.843 

0.874 0.909 0.668 
GVB2 0.820 
GVB3 0.725 
GVB4 0.871 
GVB5 0.818 

Involvement I1 0.752 

0.827 0.878 0.590 
I2 0.805 
I3 0.766 
I4 0.749 
I5 0.768 
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dependability of the construct regarding the 
investigated variables. A valid indication is 
one where the factor weight value is greater 
than 0.50. 

Hypothesis Testing 
As seen in Table 1, all four latent varia-

bles had AVE values larger than the required 
value of 0.5. AVE is a measure that indicates 
the amount of variance captured by the latent 
variables in relation to the measurement er-
rors (Zobi et al., 2023). In this case, all four 
latent variables in the study have AVE values 
greater than the recommended threshold of 
0.5.  

Table 2 pertains to the test of discrimi-
nant validity. The explanation highlights that 
the manifest variables used in the research ad-
equately meet the criteria for convergent va-
lidity, indicating that they effectively measure 
their respective constructs. However, further 
information is required to understand the re-
sults of the discriminant validity test pre-
sented in Table 2 and its implications for the 
measurement model. 

The results presented in Tables 1 and 2 
demonstrate the robust discriminant validity 
of the model, as indicated by the larger root 
values  compared  to  their  correlation  coeffi-

cients. These findings provide assurance that 
the data is reliable, and all indicators consist-
ently assess their respective variables, as sup-
ported   by Composite Reliability (CR) scores 
exceeding 0.7 and Cronbach’s Alpha values 
surpassing 0.6.  

The assessment of the structural model’s 
capacity to explain the endogenous latent var-
iables and support the theoretical foundation 
relies on the R2 value of the endogenous la-
tent variable (Schreier et al., 2022). Accord-
ing to Hair et al. (2011), R2 values of 0.75, 
0.50, and 0.25 are considered considerable, 
moderate, and weak, respectively, in terms of 
explanatory power. In this study, a bootstrap-
ping procedure with 5,000 samples was per-
formed, aligning with the sample size of 228 
observations. Hypotheses were evaluated us-
ing a critical t-value of 1.96 and a significance 
level of 0.05, appropriate for a large sample 
size (Hair et al., 2017). To further explore the 
findings of the hypothesis test, a graphical 
representation is provided as shown in Figure 
3. 

The R-square value may be used to 
demonstrate the influence of dependent vari-
ables, as seen in Table 3. The Table 3 shows 
how this has enhanced R-square. 

Figure 2 Finalized Measurement Model (PLS-Algorithm)
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Depending on the R2 values of 0.75, 0.50, 
or 0.25, endogenous latent variables (depend-
ent variables) in the structural model may be 
classed as important, moderate, or weak (Hair 
et al., 2011). Table 3 displays the R2 for each 
model. This proves that the direct effect 
model’s R2 is 0.479. While the mediating im-
pact of green voice behaviors caused the R2 of 
green innovation to fall to 0.472. In addition, 
the direct effect model’s R2 is 0.580. While 
the mediating effect of green voice behaviors 
caused the R2 of 0.576. However, the R2 val-

ues of all models are adequate. This is demon-
strated by the R2 value, which is displayed in 
the previous table. Thus, H5 is supported. Ad-
ditionally, according to Indrawati and Rid-
wansyah (2015:172), the researchers in this 
study employed 95% confidence levels, 
which is the standard for business research. 
The coefficient path score for the one-tailed 
hypothesis must be greater than 1.65, accord-
ing to the T-Statistics value. The results of the 
T-Statistics and Path Coefficients are dis-
played in Table 4. 

Table 2 Discriminant Validity Testing 

Green Human 
Resource 

Green Inno-
vation 

Green 
Voice Behav-

iours 
Involvement 

Green Human Resource 
Green Innovation 0.671 
Green Voice Be-

haviours 0.776 0.738 

Involvement 0.679 0.666 0.791 

Figure 3 Hypothesis Testing (Bootstrapping) 

Table 3 R Square Results 
Model Green Innovation Green Voice Behaviors 
Direct effect model 0.479 0.580 
Mediating Effect Model 0.472 0.576 
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Table 4 shows that the calculated T value 
of 7.437 is greater than the necessary value of 
1.65 for determining the effect of green hu-
man resource practices on green voice behav-
iors. Green human resource practices conse-
quently clearly and significantly influence 
green voice behaviors. Thus, H1 is accepted. 
In addition, the T values were 6.503, 4.499, 
6.188, and 8.870 for GHR and GVB on GI, 
and for involvement on green innovation and 
green voice behaviors respectively. 

Therefore, it is agreed that all study hy-
potheses (H2, H3, H4, and H5) are true and ac-
cepted. However, regarding the mediating ef-
fect proposed in this study, Table 5 shows the 
results of the indirect effects. 

For H5: Green voice behaviors mediate 
the effect of green human resource practices 
and  involvement  on  green  innovation.  This 
is  because  the  indirect  effect  as  shown  in 
Table 5  (Green  Human  Resource     Green   
Voice  Behaviors    Green  Innovation,  and 

Involvement  Green Voice Behaviors  
Green Innovation) are significant (B = 0.150 
and 0.162  respectively, T > 1.96, P < 0.05). 
Thus, H5 is accepted. 

7. DISCUSSION

The study on the effects of Green Human 
Resource (GHR) practices and employee in-
volvement on employees’ green voice behav-
iours towards green innovation in Jordanian 
manufacturing companies provides valuable 
insights into the field of sustainability and hu-
man resource management (Turzo et al., 
2022). Previous research supports the positive 
impact of GHR practices on employees’ envi-
ronmental behaviours, such as Wang et al. 
(2017) who studied the Chinese manufactur-
ing industry and Amran et al. (2014) who 
studied the Malaysian manufacturing indus-
try. The study confirms the positive influence 
of GHR practices and employee involvement

Table 4 Path Testing 

Path 
Original 
sample 

(O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P  
values Remark

Green Human Resource  
Green Voice Behaviors 0.414 0.413 0.056 7.393 0.000 Accepted 

Green Human Resource  
Green Innovation 0.375 0.377 0.058 6.466 0.000 Accepted 

Green Voice Behaviors  
Green Innovation 0.363 0.364 0.081 4.481 0.000 Accepted 

Involvement  Green In-
novation 0.360 0.361 0.058 6.172 0.000 Accepted 

Involvement  Green 
Voice Behaviors 0.446 0.449 0.050 8.920 0.000 Accepted 

Table 5 Indirect Effect Results 

Path 
Original 
sample 

(O) 

Sample 
mean 
(M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P 
values 

Green Human Resource  Green 
Voice Behaviors  Green Inno-
vation 

0.150 0.149 0.036 4.167 0.000 

Involvement  Green Voice Be-
haviors  Green Innovation 0.162 0.164 0.042 3.857 0.000 

389



Ahmad Nader Aloqaily 

on employees’ green voice behaviours to-
wards green innovation, in line with previous 
research emphasizing the role of human re-
source practices and employee involvement 
in promoting environmentally friendly initia-
tives within organizations. GHR practices 
create a supportive organizational environ-
ment that fosters employees’ sense of respon-
sibility towards the environment. This aligns 
with the social exchange theory, which sug-
gests that employees are more willing to con-
tribute when they perceive that their efforts 
are valued and reciprocated. Employee in-
volvement plays a crucial role in fostering 
employees’ green voice behaviors by provid-
ing them with opportunities to participate in 
decision-making processes. This empowers 
employees, enhancing their engagement, and 
encouraging them to contribute their ideas 
and suggestions for green innovation. Contex-
tual factors such as organizational culture, in-
dustry norms, and commitment to environ-
mental sustainability can influence the rela-
tionship between GHR practices, employee 
involvement, and green voice behaviors. The 
positive relationship between employee in-
volvement and green voice behaviors is sup-
ported by previous research, such as Sánchez-
Hernández et al. (2010) in the Spanish manu-
facturing sector and Schmidt et al. (2013) in a 
broader context. Employee involvement fos-
ters a sense of ownership and empowerment, 
leading to increased engagement in environ-
mental initiatives and a willingness to contrib-
ute to green innovation. The active involve-
ment of employees in decision-making pro-
cesses allows organizations to tap into their 
knowledge, expertise, and creativity, resulting 
in a more environmentally conscious work-
place. The relationship between GHR prac-
tices and green innovation has been explored 
in studies conducted in different countries, 
such as Chinchilla et al. (2018) in Costa Rican 
companies and Rabechini and Monteiro 
(2013) in Brazilian companies. These studies 
highlight the positive impact of GHR prac-
tices, including employee training, develop-
ment, and involvement, on the generation and 
implementation of innovative green ideas and 
practices within organizations. The present 

study of Jordanian manufacturing companies 
supports these findings, suggesting that em-
ployee involvement positively influences 
green innovation. While limited research spe-
cifically addresses the mediating effect of 
green voice behaviours, Nguyen et al. (2020) 
found that employees’ environmental engage-
ment mediates the relationship between GHR 
practices and environmental performance in 
Vietnamese manufacturing companies. This 
suggests that green voice behaviors may also 
play a mediating role in the relationship be-
tween GHR practices, employee involvement, 
and green innovation in Jordanian manufac-
turing companies. 

8. CONCLUSION

This paper contributes to understanding 
of the impact of Green Human Resource 
(GHR) practices and employee involvement 
on employees’ green voice behaviors and 
green innovation in Jordanian manufacturing 
companies. The findings highlight the posi-
tive influence of GHR practices and employee 
involvement on green voice behaviors, green 
innovation, and the mediating role of green 
voice behaviors in the relationship between 
GHR practices, employee involvement, and 
green innovation. These findings are con-
sistent with previous research conducted in 
other countries, indicating the generalizability 
of the results. The study provides valuable in-
sights for organizations to enhance their sus-
tainability initiatives through the adoption of 
GHR practices and employee involvement. It 
also has implications for policymakers and 
regulatory bodies in promoting sustainable 
development. However, it is important to con-
sider the cultural and institutional contexts 
when applying these findings beyond Jorda-
nian manufacturing companies, and future re-
search should explore different contexts to 
broaden understanding of the relationship be-
tween involvement and green innovation. 

The study’s examination of the mediating 
effect of green voice behaviors contributes to 
a better understanding of the relationship be-
tween GHR practices, green innovation, and 
environmental performance in Jordanian 
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manufacturing companies. It provides practi-
cal implications for firms to design effective 
GHR practices that stimulate employees’ en-
gagement in green innovation and foster a cul-
ture of sustainability. The study emphasizes 
the need for organizations to prioritize the im-
plementation of GHR practices and employee 
involvement to drive green innovation and 
sustainable development. The findings also 
have implications for policymakers and regu-
latory bodies to encourage organizations to 
adopt GHR practices and employee involve-
ment in promoting sustainable development. 
However, it is important to acknowledge the 
limitations of the study, including the cross-
sectional design, the focus on a specific indus-
try and context, and the use of self-reporting 
measures. Future research should address 
these limitations and explore other dimen-
sions of sustainability and the contextual fac-
tors influencing sustainability practices in or-
ganizations. 

The study contributes to the literature on 
sustainable human resource management by 
examining the relationships between GHR 
practices, employee involvement, green voice 
behaviors, and green innovation. It provides 
empirical evidence and theoretical support for 
the role of GHR practices and employee in-
volvement in promoting employees’ green 
voice behaviors and facilitating green innova-
tion within organizations. The practical impli-
cations of the study highlight the significance 
of implementing GHR practices which pro-
mote environmental training, communication, 
and performance evaluation while involving 
employees in decision-making processes re-
lated to sustainability. However, the study has 
limitations, including the sampling method, 
the distinction between constructs in the 
measurement approach, the focus on a spe-
cific department within manufacturing com-
panies, reliance on self-reporting measures, 
and the cross-sectional design. These limita-
tions should be considered when interpreting 
the results, and future research should address 
these issues to strengthen the validity and gen-
eralizability of the findings. 

9. THEORETICAL IMPLICATIONS

The findings of this study have several 
theoretical implications which contribute to 
existing literature on the effects of Green Hu-
man Resource (GHR) practices on employ-
ees’ green voice behaviours towards green in-
novation. While the theoretical implications 
of the study are limited, they provide a foun-
dation for further research and offer insights 
into the theoretical underpinnings of the rela-
tionship between GHR practices, employee 
involvement, and green innovation. 

The theoretical implications of this study 
provide valuable insights into the effects of 
Green Human Resource (GHR) practices on 
employees’ green voice behaviors towards 
green innovation. Several theoretical perspec-
tives are supported, including social exchange 
theory, which emphasizes the importance of 
creating a supportive organizational environ-
ment through GHR practices. The study also 
highlights the role of employee involvement 
and empowerment in driving green voice be-
haviours, aligning with existing literature on 
employee engagement. The mediating role of 
green voice behaviours is emphasized, ex-
panding theoretical understanding of the 
mechanisms through which GHR practices 
and employee involvement influence green 
innovation. Furthermore, the study under-
scores the integration of sustainability and 
HRM, calling for the incorporation of sustain-
ability considerations into HRM strategies. 
The influence of contextual factors, such as 
organizational culture and industry norms, is 
also recognized, emphasizing the need for a 
contextualized approach to understanding the 
effects of GHR practices and employee in-
volvement. The theoretical implications of 
this study provide a foundation for further re-
search, including the exploration of other the-
oretical perspectives, the investigation of syn-
ergies between GHR practices and other sus-
tainability initiatives, and the refinement of 
measurement scales. By addressing these im-
plications, future research can advance theo-
retical knowledge in the field of sustainable 
HRM and provide valuable insights for prac-
titioners. Additionally, comparative studies 

391



Ahmad Nader Aloqaily 

across different industries and countries can 
shed light on the contextual factors that shape 
the effectiveness of GHR practices and em-
ployee involvement in promoting sustainable 
practices. Furthermore, theoretical implica-
tions can be explored by investigating the role 
of other theoretical perspectives in under-
standing the relationship between GHR prac-
tices, employee involvement, and green inno-
vation. For example, the resource-based view 
(RBV) can be applied to examine how GHR 
practices and employee involvement contrib-
ute to the development of unique resources 
and capabilities that foster green innovation. 
The contingency theory can be explored to 
understand how the effectiveness of GHR 
practices and employee involvement varies 
based on situational factors such as organiza-
tional size, industry characteristics, and envi-
ronmental regulations. Moreover, the study 
opens avenues for examining the potential 
synergies between GHR practices and other 
organizational initiatives aimed at promoting 
sustainability. For instance, investigating the 
interaction between GHR practices and cor-
porate social responsibility (CSR) initiatives 
can provide insights into how these strategies 
can reinforce each other in driving environ-
mentally responsible behaviour and innova-
tion. 

Theoretical implications can also extend 
to the measurement and operationalization of 
constructs related to GHR practices, em-
ployee involvement, green voice behaviors, 
and green innovation. Further research can fo-
cus on refining and developing more robust 
measurement scales to capture the multidi-
mensional nature of these constructs. Addi-
tionally, longitudinal studies can be con-
ducted to explore the causal relationships be-
tween these variables over time and identify 
potential moderators or mediators that can en-
hance or weaken the relationships. 

Overall, the theoretical implications of 
this study contribute to the evolving field of 
sustainable HRM by enriching our under-
standing of the theoretical foundations under-
lying the effects of GHR practices and em-
ployee involvement on employees’ green 
voice behaviors towards green innovation. By 

addressing the limitations and expanding on 
the theoretical implications discussed, future 
research can advance theoretical knowledge 
in this area and provide valuable insights for 
both academia and practitioners seeking to 
foster sustainable practices within organiza-
tions. This research can inform the develop-
ment of evidence-based strategies and inter-
ventions to promote sustainability, employee 
engagement, and innovation in organizations 
across various contexts and industries. 

10. PRACTICAL IMPLICATIONS

The findings of this study have several 
practical implications for managers, practi-
tioners, and policymakers seeking to promote 
sustainable practices within organizations. By 
understanding the effects of Green Human 
Resource (GHR) practices and employee in-
volvement on employees’ green voice behav-
iors towards green innovation, organizations 
can develop strategies to enhance their sus-
tainability initiatives and foster a culture of 
environmental responsibility. Firstly, organi-
zations should consider integrating GHR 
practices into their HRM policies and prac-
tices. This includes incorporating environ-
mental training programs, green performance 
evaluation criteria, and green communication 
channels to increase employees’ awareness 
and understanding of sustainability issues. 
Providing resources and support for employ-
ees to engage in environmentally friendly be-
haviours can also reinforce the importance of 
sustainability within the organizational cul-
ture. Secondly, organizations should create 
opportunities for employee involvement in 
decision-making processes related to sustain-
ability. This can be achieved through forums, 
committees, or suggestion systems where em-
ployees can contribute their ideas and sugges-
tions for green innovation. By involving em-
ployees in the design and implementation of 
sustainability initiatives, organizations tap 
into their knowledge, expertise, and creativ-
ity, leading to a more environmentally con-
scious workplace. Thirdly, organizations 
should strive to create a supportive environ-
ment that encourages and rewards employees’ 
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green voice behaviours. Recognizing and val-
uing employees’ contributions to sustainabil-
ity initiatives can enhance their sense of own-
ership and motivation to actively participate. 
Fostering a culture of open communication 
and collaboration can also create a platform 
for employees to express their ideas, con-
cerns, and suggestions regarding green inno-
vation. Furthermore, organizations should 
consider integrating green voice behaviours 
into performance evaluation systems. By ex-
plicitly recognizing and rewarding employees 
who actively engage in green voice behav-
iours, organizations can reinforce the im-
portance of environmental responsibility and 
encourage employees to contribute their inno-
vative ideas for green innovation. This inte-
gration aligns individual performance with or-
ganizational sustainability goals. 

Collaboration with stakeholders is an-
other important aspect. Organizations should 
engage with external stakeholders such as 
suppliers, customers, and the local commu-
nity to foster sustainability collaborations. 
Partnering with suppliers who share similar 
environmental values can promote the adop-
tion of sustainable practices throughout the 
supply chain. Engaging customers through 
green initiatives and communicating the or-
ganization’s commitment to environmental 
responsibility can enhance the organization’s 
reputation and attract environmentally con-
scious consumers. Policymakers should also 
recognize the importance of sustainable HRM 
practices and provide support and incentives 
for organizations to adopt and implement 
GHR practices effectively. This can include 
developing guidelines, providing training 
programs, and offering financial incentives to 
organizations that prioritize environmental 
sustainability in their HRM strategies. It is 
important to note that the practical implica-
tions mentioned above should be customized 
and adapted based on the specific organiza-
tional context, industry, and cultural factors. 
Organizations should evaluate their unique 
circumstances and tailor their strategies ac-
cordingly to maximize the effectiveness of 
GHR practices and employee involvement in 
promoting sustainable practices. 

Overall, the practical implications de-
rived from this study provide guidance for 
managers, practitioners, and policymakers to 
implement effective strategies that foster em-
ployees’ green voice behaviours towards 
green innovation and contribute to sustainable 
development. By implementing these strate-
gies, organizations can leverage the potential 
of GHR practices and employee involvement 
to drive green voice behaviours towards green 
innovation. This, in turn, can contribute to the 
organization’s overall sustainability perfor-
mance and enhance its competitive advantage 
in the marketplace. 

REFERENCES 

Albliwi, S. A., Ali, Y., & Alzoubi, E. S. 
(2021). Green human resource manage-
ment practices and environmental perfor-
mance: the mediating role of green inno-
vation. Journal of Cleaner Production, 
289, 125629. 

Amran, A., Lee, S. P., & Devi, S. S. (2014). 
The influence of firm and manager char-
acteristics on environmental manage-
ment accounting practices in Malaysian 
manufacturing industry. Journal of 
Cleaner Production, 66, 478-487. 

Ansari, N. Y., Farrukh, M., & Raza, A. 
(2021). Green human resource manage-
ment and employees pro‐environmental 
behaviours: Examining the underlying 
mechanism. Corporate Social Responsi-
bility and Environmental Management, 
28(1), 229-238. 

Aroonsrimorakot, S., Laiphrakpam, M., & 
Mungkun, S. (2022). Green Logistics 
(GL) for Environmental Sustainability: A 
Review in Search of Strategies for Thai-
land’s GL Management. ABAC Journal, 
42(2), 293-319. 

Bahuguna, P. C., Srivastava, R., & Tiwari, S. 
(2023). Two-decade journey of green hu-
man resource management research: a 
bibliometric analysis. Benchmarking: An 
International Journal, 30(2), 585-602. 

Boiral, O. (2013). Sustainability reports as 
simulacra? A counter-account of A and 
A+ GRI reports. Accounting, Auditing & 

393



Ahmad Nader Aloqaily 

Accountability Journal, 26(7), 1036-
1071. 

Brown, L., & Garcia, M. (2022). “Employee 
Involvement in Sustainable Innovation: 
A Cross-Case Analysis of Thai Organiza-
tions.” ABAC Journal, 39(1), 22-39. 

Chaudhary, R. (2019). Green human resource 
management in Indian automobile indus-
try. Journal of Global Responsibility. 

Chen, J., & Huang, J. (2019). Green human 
resource management and environmental 
performance: A systematic literature re-
view. Journal of Cleaner Production, 
237, 117803. 

Chen, X., Zhao, S., & Zhang, Z. (2020). The 
impact of green human resource manage-
ment on employees’ green behavior: Ev-
idence from China. Journal of Cleaner 
Production, 245, 118913. 

Chen, Y. S., & Chang, C. H. (2013). Green or-
ganizational identity and green innova-
tion. Management Decision, 51(4), 872-
894. 

Chen, Y. S., & Huang, S. C. (2019). Green hu-
man resource management and green in-
novation: The mediation role of green 
knowledge management ability. Sustain-
ability, 11(2), 432. 

Chen, Y. S., & Yang, C. C. (2014). The im-
pact of green transformational leadership 
and green creativity on green innovation: 
A survey in Taiwan. Journal of Cleaner 
Production, 79, 112-122. 

Chen, Y. S., Wang, H. C., & Yang, C. C. 
(2011). The positive effects of relation-
ship learning and absorptive capacity on 
innovation performance and competitive 
advantage in industrial markets. Indus-
trial Marketing Management, 40(8), 
1313-1323. 

Chen, Y., Zhu, D., & Jin, M. (2019). Ethical 
leadership, environmental commitment, 
and green behavior: A moderated media-
tion analysis. Journal of Business Ethics, 
155(1), 223-237. 

Jabbour, C. J. C., de Sousa Jabbour, A. B. L., 
Govindan, K., Teixeira, A. A., & de 
Souza Freitas, W. R. (2013). Environ-
mental management and operational per-
formance in automotive companies in 

Brazil: the role of human resource man-
agement and lean manufacturing. Jour-
nal of Cleaner Production, 47, 129-140. 

Rabechini Junior, R., & Monteiro de Car-
valho, M. (2013). Understanding the im-
pact of project risk management on pro-
ject performance: An empirical study. 
Journal of technology management & in-
novation, 8, 6-6. 

Chinchilla, N. O., Guerrero, V. M., & Pérez-
Moreno, S. (2018). Green human re-
source management practices, green in-
novation and green performance: the me-
diating role of green mindset and green 
behavior. Journal of Cleaner Production, 
196, 890-900. 

Cohen, B. C. (2015). Press and foreign policy 
(Vol. 2321). Princeton university press. 

Dawson, C., Dargusch, P., & Hill, G. (2022). 
Assessing How Big Insurance Firms Re-
port and Manage Carbon Emissions: A 
Case Study of Allianz. Sustainability, 
14(4), 2476. 

Delmas, M. A., & Toffel, M. W. (2011). Or-
ganizational responses to environmental 
demands: Opening the black box. Eco-
logical Economics, 70(7), 1291-1300. 

Dubois, C. L., & Dubois, D. A. (2012). Ex-
panding the vision of industrial–organi-
zational psychology contributions to en-
vironmental sustainability. Industrial and 
Organizational Psychology, 5(4), 480-
483. 

Faisal, S., & Naushad, M. (2020). An over-
view of green HRM practices among 
SMEs in Saudi Arabia. Entrepreneurship 
and Sustainability Issues, 8(2), 1228. 

Gadenne, D., Sharma, B., Kerr, D., & Smith, 
T. (2016). The influence of consumers’ 
environmental beliefs and attitudes on 
energy saving behaviours. Energy Policy, 
93, 255-264. 

Gupta, H. (2018). Assessing organizations 
performance on the basis of GHRM prac-
tices using BWM and Fuzzy TOPSIS. 
Journal of environmental management, 
226, 201-216. 

Hair Jr, J. F., Sarstedt, M., Ringle, C. M., & 
Gudergan, S. P. (2017). Advanced issues 

394



The Effects Green Human Resource on Employees’ Green Voice Behaviors Towards Green Innovation 

in partial least squares structural equation 
modeling. saGe publications. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. 
(2011). PLS-SEM: Indeed a silver bullet. 
Journal of Marketing theory and Prac-
tice, 19(2), 139-152. 

Hamour, H., ALensou, J., Abuzaid, A., Alheet, 
A., Madadha, S., & Al-Zaqeba, M. 
(2023). The effect of strategic intelli-
gence, effective decision-making and 
strategic flexibility on logistics perfor-
mance. Uncertain Supply Chain Man-
agement, 11(2), 657-664. 

Horbach, J. (2008). Determinants of environ-
mental innovation - New evidence from 
German panel data sources. Research 
Policy, 37(1), 163-173. 

Hu, S., & Chen, Y. (2018). Exploring the 
mechanism of environmental involve-
ment and innovation performance. Jour-
nal of Cleaner Production, 178, 183-193. 

Jabbour, C. J. C. (2013). Environmental train-
ing in organisations: From a literature re-
view to a framework for future research. 
Resources, Conservation and Recycling, 
74, 144-155. 

Jabbour, C. J. C. (2015). Environmental train-
ing and environmental management ma-
turity of Brazilian companies with 
ISO14001: empirical evidence. Journal 
of Cleaner Production, 96, 331-338. 

Jabbour, C. J. C., & de Sousa Jabbour, A. B. 
L. (2016). Green human resource man-
agement and green supply chain manage-
ment: Linking two emerging agendas. 
Journal of cleaner production, 112, 
1824-1833. 

Jabbour, C. J. C., de Sousa Jabbour, A. B. L., 
Govindan, K., & Teixeira, A. A. (2014). 
Environmental management and opera-
tional performance in automotive compa-
nies in Brazil: The role of human re-
source management and lean manufac-
turing. Journal of Cleaner Production, 
85, 212-222. 

Jarah, B. A. F., AL Jarrah, M. A., Al-Zaqeba, 
M. A. A., & Al-Jarrah, M. F. M. (2022). 
The Role of Internal Audit to Reduce the 
Effects of Creative Accounting on the 
Reliability of Financial Statements in the 

Jordanian Islamic Banks. International 
Journal of Financial Studies, 10(3), 60. 

Lee, S., & Wang, C. (2020). “The Mediating 
Role of Green Voice Behaviors in the Re-
lationship between Green HR Practices 
and Environmental Performance: Evi-
dence from Korean Companies.” ABAC 
Journal, 37(3), 68-87. 

Longoni, A., Luzzini, D., & Guerci, M. 
(2018). Deploying environmental man-
agement across functions: the relation-
ship between green human resource man-
agement and green supply chain manage-
ment. Journal of Business Ethics, 151, 
1081-1095. 

Lu, J., Fang, Y., Li, Z., & Zhang, H. (2021). 
The impact of green voice behavior on 
employee environmental performance: 
evidence from China. Journal of Cleaner 
Production, 294, 126235. 

Masri, H. A., & Jaaron, A. A. (2017). As-
sessing green human resources manage-
ment practices in Palestinian manufactur-
ing context: An empirical study. Journal 
of cleaner production, 143, 474-489. 

Nafei, W. A. (2018). Green human resource 
management practices: A review of the 
literature and directions for future re-
search. Management Research Review, 
41(7), 808-824. 

Nguyen, T. H., Nguyen, V. T., Nguyen, T. T., 
& Le, V. T. (2020). Linking green human 
resource management practices with en-
vironmental performance: The mediating 
role of employee environmental engage-
ment. Journal of Business Research, 109, 
353-365. 

Nourafkan, N. J., Karatepe, O. M., & Re-
zapouraghdam, H. (2023). Corporate so-
cial responsibility, workplace spirituality 
and their effects on green promotive and 
prohibitive voice behaviours. Current Is-
sues in Tourism, 1-17. 

Opatha, H. H. P., & Arulrajah, A. A. (2014). 
Green human resource management: 
simplified general reflections. Int Bus 
Res 7 (8): 101–112. 

Paillé, P., Chen, Y., Boiral, O., & Jin, J. 
(2014). The impact of human resource 

395



Ahmad Nader Aloqaily 

management on environmental perfor-
mance: An employee-level study. Jour-
nal of Business ethics, 121, 451-466. 

Pham, N. T., Tučková, Z., & Jabbour, C. J. C. 
(2019). Greening the hospitality industry: 
How do green human resource manage-
ment practices influence organizational 
citizenship behavior in hotels? A mixed-
methods study. Tourism Management, 
72, 386-399. 

Rahman, T. (2020). Green human resource 
management Practices in Bangladesh: a 
case study. International Journal of Ad-
vanced Research and Review, 5(1), 29-
41. 

Ren, S., Tang, G., & E Jackson, S. (2018). 
Green human resource management re-
search in emergence: A review and future 
directions. Asia Pacific Journal of Man-
agement, 35, 769-803. 

Renwick, D. W., Redman, T., & Maguire, S. 
(2013). Green human resource manage-
ment: A review and research agenda. In-
ternational Journal of Management Re-
views, 15(1), 1-14. 

Schmidt, F., Kasper-Fuehrer, E. C., & Palmer, 
J. A. (2013). Management and employee 
participation in environmental sustaina-
bility: What do we know and where do 
we go from here? Thunderbird Interna-
tional Business Review, 55(2), 159-178. 

Schreier, C., Udomkit, N., & Matt, J. (2022). 
The Effects of a Mandatory Work from 
Home Policy on Respect, Trust, and Mu-
tual Obligations During the COVID-19 
Pandemic in Switzerland. ABAC Journal, 
42(1), 237-257. 

Siddique, M. A., & Islam, S. M. (2020). Ex-
ploring the link between green human re-
source management practices and envi-
ronmental performance: A conceptual 
framework. Journal of Cleaner Produc-
tion, 252, 119759. 

Smith, J., & Johnson, A. (2021). “Examining 
the Link Between Green HR Practices 
and Employee Environmental Behavior: 
A Case Study of Manufacturing Compa-
nies in Southeast Asia.” ABAC Journal, 
38(2), 45-60. 

Su, L., Swanson, S. R., & Chin, W. W. (2017). 
The role of green voice in green IT im-
plementation. Journal of Information 
Technology, 32(3), 252-269. 

Sulphey, M. M. (2021). Connectedness to na-
ture and environmental concern as ante-
cedents of commitment to environmental 
sustainability. International Journal of 
Energy Economics and Policy. 

Tinakhat, P. (2021). Exploring marketing 
strategies of boutique hotels in Phuket 
during green season. ABAC Journal, 
41(1), 166-182. 

Turzo, T., Marzi, G., Favino, C., & Terzani, 
S. (2022). Non-financial reporting re-
search and practice: Lessons from the last 
decade. Journal of Cleaner Production, 
131154. 

Wang, H., Chen, Y., & Li, L. (2017). How do 
green human resource management prac-
tices promote environmental manage-
ment? The role of stakeholder pressures 
and organizational complexity. Sustaina-
bility, 9(10), 1844. 

Wang, M., Qian, Y., & Liu, X. (2018). Ex-
ploring the effect of organizational com-
mitment on pro-environmental behavior 
for energy conservation: The moderating 
role of employee involvement. Journal of 
Cleaner Production, 190, 381-390. 

Wiwoho, G., Yulianeu, A., Qohin, A., & Wi-
huda, F. (2023). The Moderating Role of 
Collectivistic Orientation in Relational 
Bonding Practice and Bank Customer 
Long-Term Orientation. ABAC Journal, 
43(2), 207-223. 

Wu, C., Yu, H., & Ma, S. (2021). Green hu-
man resource management and green in-
novation: The moderating role of em-
ployee creativity. Journal of Cleaner 
Production, 298, 126838. 

Zehir, C., Ertosun, Ö. G., & Şimşek, A. 
(2019). The role of green organizational 
culture on the relationship between green 
human resource management and green 
supply chain management. Journal of 
Cleaner Production, 219, 320-330. 

Zhang, Q., Zheng, X., Zhu, Q., & Liang, J. 
(2020). Green voice behavior: A review, 

396



The Effects Green Human Resource on Employees’ Green Voice Behaviors Towards Green Innovation 

theoretical framework and future re-
search agenda. Journal of Cleaner Pro-
duction, 257, 120515. 

Zhang, S., Cai, Y., & Xu, X. (2021). Proactive 
personality and environmental perfor-
mance: the mediating role of green voice 
behavior and the moderating role of 
green organizational climate. Journal of 
Cleaner Production, 319, 128836. 

Zhu, Q., Sarkis, J., & Lai, K. (2020). Green 
innovation and performance: The view of 
organizational capability and social reci-
procity. Journal of Cleaner Production, 
257, 120551. 

Zobi, M., Al-Zaqeba, M., & Jarah, B. (2023). 
Taxation and customs strategies in Jorda-
nian supply chain management: Shaping 
sustainable design and driving environ-
mental responsibility. Uncertain Supply 
Chain Management, 11(4), 1859-1876. 

Al-Zaqeba, M., Al-Khawaja, H. A., & Jebril, 
I. H. (2022, June). The effect of Supply 
Chain Management on Competitive Ad-
vantage: COVID-19. In 2022 ASU Inter-
national Conference in Emerging Tech-
nologies for Sustainability and Intelligent 
Systems (ICETSIS) (pp. 131-136). IEEE. 

397


	1. INTRODUCTION
	2. LITERATURE REVIEW
	3. HYPOTHESIS DEVELOPMENT
	3.1 GHR and Green Voice Behaviors
	3.2 Involvement and Green Voice Behaviours
	3.3 GHR and Green Innovation
	3.4 Involvement and Green Innovation
	3.5 Mediation Effect of Green Voice Behaviours

	4. DEVELOPMENT OF THE RSEARCH MODEL
	5. METHODOLOGY
	A survey design employing a quantitative approach was chosen for this study, focusing on employees in the product development department of Jordanian industrial companies as the target population. To ascertain an appropriate sample size, Cohen’s class...
	6. RESULTS
	6.1 Measurement Model
	7. DISCUSSION
	8. CONCLUSION
	9. THEORETICAL IMPLICATIONS
	10. PRACTICAL IMPLICATIONS
	REFERENCES



