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Abstract 

This study examines the effect of Green Human Resource Management (GHRM) practices on 
Sustainability Performance in UAE manufacturing firms. Drawing on the Resource-Based 
View, the study argues that environmentally aligned human resource practices can function as 
internal organisational capabilities that enhance environmental, economic, and social 
outcomes. Specifically, the study investigates the direct effects of Green Hiring, Green 
Training and Involvement, and Green Performance Management and Compensation on 
Sustainability Performance. Data were collected through a structured questionnaire from 306 
managerial-level respondents in UAE manufacturing firms and analysed using partial least 
squares structural equation modelling (PLS-SEM). The findings reveal that all three GHRM 
dimensions have positive and significant effects on Sustainability Performance. Green Hiring 
showed the strongest direct effect, indicating that recruiting employees with environmental 
awareness and sustainability-oriented values is a critical foundation for sustainable 
organisational outcomes. Green Training and Involvement also contributed significantly by 
enhancing employees’ environmental knowledge and participation in sustainability initiatives. 
In addition, Green Performance Management and Compensation positively influenced 
Sustainability Performance by aligning employee evaluation and rewards with environmental 
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objectives. The model explained 73.3% of the variance in Sustainability Performance and 
demonstrated strong predictive relevance. The study contributes to the GHRM and 
sustainability literature by providing empirical evidence from the underexplored UAE 
manufacturing context. Practically, the findings suggest that manufacturing firms can 
improve sustainability performance by embedding environmental objectives into recruitment, 
training, employee involvement, performance appraisal, and compensation systems. 

Keywords: Green Human Resource Management, Green Hiring, Green Training and 
Involvement, Green Performance Management and Compensation, Sustainability 
Performance, UAE Manufacturing Sector. PLS-SEM. 
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1. Introduction 

The manufacturing sector remains a major driver of economic development, employment 
creation, industrial capability, export performance, and technological advancement. At the 
same time, it is one of the sectors most closely associated with environmental pressures, 
including high energy consumption, intensive raw material use, greenhouse gas emissions, 
waste generation, and pollution. This dual role has made sustainable manufacturing an 
important concern for policymakers, managers, and researchers. As climate concerns, 
environmental regulations, and stakeholder expectations continue to intensify, manufacturing 
firms are increasingly expected to reduce environmental harm while maintaining 
competitiveness, productivity, and operational efficiency (Porter & van der Linde, 1995; Hart, 
1995; Bashir et al., 2024). 

Sustainability performance has therefore become a strategic priority for manufacturing firms. 
It is commonly understood through the triple bottom line perspective, which includes 
environmental, economic, and social dimensions. Environmental performance involves 
reducing emissions, waste, pollution, and resource consumption. Economic performance 
relates to efficiency, cost reduction, competitiveness, and long-term financial value. Social 
performance concerns employee wellbeing, workplace safety, community responsibility, and 
broader social contributions (Lozano, 2015; Purvis et al., 2019; Shoukat et al., 2024). 
Achieving these outcomes requires more than compliance with environmental regulations or 
investment in cleaner technologies. It also requires organisational systems that shape 
employee behaviour, build environmental capabilities, and embed sustainability into daily 
work routines. 

Green Human Resource Management (GHRM) has emerged as an important internal 
mechanism for supporting sustainability performance. GHRM refers to the integration of 
environmental objectives into HR practices such as green hiring, green training and 
involvement, green performance management, and green compensation (Renwick et al., 2013; 
Tang et al., 2018; Yong et al., 2020). Through these practices, firms can strengthen 
employees’ environmental awareness, develop green skills, encourage responsible workplace 
behaviour, and align employee actions with organisational sustainability goals (Shafaei et al., 
2020; Zacher et al., 2023). From the Resource-Based View perspective, GHRM can be 
understood as a strategic organisational capability that helps firms develop valuable and 
difficult-to-imitate human resources for sustainability-oriented competitiveness (Barney, 
2000; Hart, 1995). 

The role of GHRM is particularly important because sustainability transformation is not 
driven by technology alone. Manufacturing firms may invest in cleaner production systems, 
resource-efficient processes, and environmental management tools, but the success of these 
initiatives depends heavily on employee knowledge, commitment, participation, and 
accountability. Employees are responsible for implementing environmental procedures, 
identifying opportunities for waste reduction, supporting energy-saving practices, and 
maintaining responsible production behaviour. Therefore, HR practices that recruit 
environmentally aware employees, provide green training, involve staff in sustainability 
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initiatives, and reward environmental performance can directly contribute to improved 
sustainability outcomes (Renwick et al., 2013; Guerci et al., 2016; Tang et al., 2018). 

Although the relationship between GHRM and sustainability performance has attracted 
growing scholarly attention, the existing evidence remains uneven across regions and sectors. 
Prior studies show that GHRM can enhance employee green behaviour, environmental 
performance, and sustainable organisational outcomes (Mousa & Othman, 2020; Acquah et 
al., 2021; Al-Shammari et al., 2022; Ali et al., 2024; Bindeeba et al., 2025). However, much 
of the empirical evidence has been generated in Western and Asian contexts, while the 
Middle East and North Africa region remains comparatively underrepresented. This gap is 
important because institutional conditions, labour systems, industrial structures, regulatory 
environments, and sustainability priorities differ across countries. As a result, findings from 
other contexts may not fully explain how GHRM contributes to sustainability performance in 
the UAE manufacturing sector. 

The UAE provides a relevant context for examining this issue. The country has placed 
sustainability and industrial diversification at the centre of its national development agenda 
through initiatives such as the UAE Green Agenda 2030, UAE Energy Strategy 2050, Dubai 
Industrial Strategy 2030, and UAE Net Zero 2050. These initiatives emphasise resource 
efficiency, clean energy, sustainable industrial development, innovation, and long-term 
carbon reduction. Manufacturing is a key component of this national transformation, 
contributing to economic diversification and industrial growth (Crupi & Schilirò, 2023). 
However, the sector also faces environmental challenges due to energy-intensive production, 
material waste, emissions, and uneven adoption of green practices. Evidence from the UAE 
context suggests that firms continue to face barriers in translating sustainability objectives 
into operational practice (Bashir et al., 2024). 

Despite strong national policy direction, many UAE manufacturing firms still face challenges 
in embedding sustainability into organisational routines. These challenges include limited 
green skills, insufficient environmental awareness, weak employee involvement in 
sustainability initiatives, and performance systems that often prioritise productivity over 
environmental outcomes. In many firms, HR practices remain largely traditional, with limited 
integration of environmental criteria into recruitment, training, appraisal, and reward systems. 
This suggests that the adoption of GHRM in UAE manufacturing remains uneven, even 
though such practices may be essential for improving environmental, economic, and social 
performance (Guerci et al., 2016; Renwick et al., 2013; Yong et al., 2020; Shafaei et al., 
2020). 

This creates an important research gap. While previous studies indicate that GHRM can 
support sustainable organisational outcomes, limited empirical evidence explains the direct 
effects of specific GHRM dimensions on sustainability performance in UAE manufacturing 
firms. In particular, more research is needed to examine whether green hiring, green training 
and involvement, and green performance management and compensation contribute to 
sustainability performance in this context. Addressing this gap is important because UAE 
manufacturing firms are under increasing pressure to align human resource systems with 
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national sustainability priorities and stakeholder expectations (Crupi & Schilirò, 2023; Bashir 
et al., 2024). 

Accordingly, this study examines the impact of Green Human Resource Management on 
Sustainability Performance in UAE manufacturing firms. GHRM is conceptualised through 
three dimensions: green hiring, green training and involvement, and green performance 
management and compensation. Sustainability performance is examined through 
environmental, economic, and social outcomes. By focusing on these direct relationships, the 
study provides a clearer understanding of how environmentally aligned HR practices 
contribute to sustainable organisational outcomes in the UAE manufacturing sector. 

This study makes several contributions. First, it extends the GHRM literature by providing 
empirical evidence from an underexplored Middle Eastern manufacturing context. Second, it 
contributes to sustainability performance research by examining how specific green HRM 
dimensions influence environmental, economic, and social outcomes. Third, it advances the 
Resource-Based View by showing how green-oriented HR practices can function as internal 
organisational capabilities that support sustainability performance (Barney, 2000; Hart, 1995). 
Finally, the study offers practical insights for UAE manufacturing firms seeking to strengthen 
sustainability outcomes by embedding environmental objectives into recruitment, training, 
employee involvement, performance appraisal, and compensation systems. 

2. Development of Conceptual Framework 

This section develops the conceptual framework of the study by explaining the relationships 
between Green Human Resource Management dimensions and Sustainability Performance. 
The framework is based on the assumption that sustainability performance in manufacturing 
firms is influenced not only by technology, regulation, or operational systems, but also by the 
way employees are recruited, trained, involved, evaluated, and rewarded. Therefore, this 
study examines three dimensions of Green Human Resource Management: Green Hiring, 
Green Training and Involvement, and Green Performance Management and Compensation. 
These dimensions are consistent with prior GHRM literature, which views green HRM as a 
bundle of HR practices designed to promote environmental awareness, green behaviour, and 
sustainable organisational outcomes (Renwick et al., 2013; Tang et al., 2018; Yong et al., 
2020; Shafaei et al., 2020). 

The framework is theoretically supported by the Resource-Based View. From this perspective, 
human resources are important internal capabilities that can help firms achieve superior 
organisational outcomes (Barney, 2000; Hart, 1995). When firms develop environmentally 
aware, skilled, and motivated employees, they are more likely to improve environmental, 
economic, and social performance. In addition, Stakeholder Theory suggests that firms face 
increasing pressure from governments, customers, employees, communities, and regulators to 
operate responsibly. Green HRM practices can help firms respond to these expectations by 
embedding sustainability into employee behaviour and organisational routines (Guerci et al., 
2016). Sustainability Performance in this study reflects environmental, economic, and social 
outcomes, consistent with the triple bottom line perspective (Lozano, 2015; Purvis et al., 
2019). 
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In this study, Green Hiring, Green Training and Involvement, and Green Performance 
Management and Compensation are treated as independent variables, while Sustainability 
Performance is treated as the dependent variable. The proposed model suggests that each 
GHRM dimension has a direct positive effect on Sustainability Performance. This assumption 
is supported by prior studies showing that green HRM practices contribute to sustainable 
performance by shaping employee behaviour, strengthening organisational capabilities, and 
aligning HR systems with environmental goals (Mousa & Othman, 2020; Acquah et al., 2021; 
Al-Shammari et al., 2022; Ali et al., 2024; Bindeeba et al., 2025). 

2.1 Green Hiring and Sustainability Performance 

Green Hiring refers to the integration of environmental criteria into recruitment and selection 
practices. It involves attracting and selecting employees who possess environmental 
awareness, sustainability-oriented values, and the ability to support green organisational goals 
(Renwick et al., 2013; Tang et al., 2018). In manufacturing firms, employees’ daily decisions 
and work practices can influence resource use, waste generation, energy consumption, and 
compliance with environmental procedures. Therefore, hiring employees with green 
knowledge and environmental commitment can strengthen the firm’s ability to achieve 
sustainability outcomes. 

Green Hiring can contribute to Sustainability Performance in several ways. First, it helps 
firms build a workforce that understands and supports environmental objectives. Second, it 
reduces the need for extensive behavioural correction after recruitment because employees 
already possess some degree of environmental awareness. Third, it supports the development 
of a green organisational culture, where sustainability becomes part of normal workplace 
behaviour. Prior studies indicate that employees’ green values and behaviours are important 
foundations for organisational environmental performance and sustainability outcomes 
(Zacher et al., 2023; Shafaei et al., 2020).Based on this reasoning, the following hypothesis is 
proposed: 

H1: Green Hiring has a positive effect on Sustainability Performance. 

2.2 Green Training and Involvement and Sustainability Performance 

Green Training and Involvement refers to the provision of environmental training and the 
active participation of employees in sustainability-related activities. Green training develops 
employees’ knowledge of environmental management, waste reduction, energy efficiency, 
pollution prevention, and sustainable work practices. Employee involvement allows staff to 
contribute ideas, participate in green initiatives, and support continuous environmental 
improvement (Renwick et al., 2013; Yong et al., 2020). 

This dimension is important because sustainability performance cannot be achieved through 
policies alone. Employees must understand what sustainability means in their specific roles 
and how their actions affect organisational outcomes. In manufacturing firms, where 
operational activities often involve high resource consumption and environmental impact, 
employee training and involvement are particularly important. Previous research shows that 
green training and employee involvement can improve employee green behaviour, 
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environmental awareness, and organisational sustainability performance (Mousa & Othman, 
2020; Acquah et al., 2021; Ali et al., 2024). 

When employees are trained and involved, they are more likely to identify inefficiencies, 
reduce waste, comply with environmental standards, and participate in improvement 
initiatives. This can improve environmental performance, reduce operating costs, enhance 
productivity, and strengthen social responsibility. Therefore, Green Training and Involvement 
is expected to improve Sustainability Performance. Accordingly, the following hypothesis is 
proposed: 

H2: Green Training and Involvement has a positive effect on Sustainability 
Performance. 

2.3 Green Performance Management and Compensation and Sustainability Performance 

Green Performance Management and Compensation refers to the integration of 
environmental objectives into employee performance appraisal, evaluation, incentives, and 
reward systems. This practice ensures that employees are not only encouraged to support 
sustainability goals but are also held accountable for their environmental behaviour and 
contributions (Renwick et al., 2013; Tang et al., 2018). 

Performance management systems influence employee priorities. If environmental goals are 
included in appraisal criteria, employees are more likely to pay attention to 
sustainability-related responsibilities. Similarly, compensation and reward systems can 
motivate employees to participate in green initiatives, reduce waste, conserve energy, and 
support organisational sustainability targets. This is consistent with the view that green HRM 
practices are most effective when environmental expectations are reinforced through 
appraisal, rewards, and organisational accountability systems (Guerci et al., 2016; Yong et al., 
2020). 

In manufacturing firms, this dimension is especially relevant because sustainability outcomes 
depend on consistent employee behaviour across production, operations, quality control, 
maintenance, and management functions. When green performance expectations are clearly 
defined and rewarded, employees are more likely to align their behaviour with the firm’s 
sustainability objectives. Prior studies have shown that green HRM systems can enhance 
sustainable performance by linking employee motivation and organisational routines to 
environmental objectives (Al-Shammari et al., 2022; Ali et al., 2024; Bindeeba et al., 2025). 
Therefore, Green Performance Management and Compensation is expected to enhance 
Sustainability Performance. Thus, the following hypothesis is proposed: 

H3: Green Performance Management and Compensation has a positive effect on 
Sustainability Performance. 

2.4 Proposed Conceptual Framework 

The proposed conceptual framework positions the three dimensions of Green Human 
Resource Management as direct predictors of Sustainability Performance. Green Hiring, 
Green Training and Involvement, and Green Performance Management and Compensation 
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represent the independent variables, while Sustainability Performance represents the 
dependent variable. Sustainability Performance reflects the firm’s environmental, economic, 
and social outcomes, consistent with the triple bottom line perspective of sustainability 
(Lozano, 2015; Purvis et al., 2019). 

The model suggests that firms can improve Sustainability Performance by embedding 
environmental objectives into key HRM practices. Green Hiring helps firms attract and select 
environmentally responsible employees who possess environmental awareness, green values, 
and sustainability-oriented competencies (Renwick et al., 2013; Tang et al., 2018). Green 
Training and Involvement develops employees’ environmental knowledge, green skills, and 
participation in sustainability-related activities, thereby strengthening their ability to support 
organisational sustainability goals (Yong et al., 2020; Shafaei et al., 2020; Zacher et al., 2023). 
Green Performance Management and Compensation reinforces green behaviour by linking 
employee appraisal, rewards, and incentives to environmental objectives (Renwick et al., 
2013; Guerci et al., 2016; Tang et al., 2018). 

Together, these practices create an integrated HRM system that supports sustainable 
organisational performance. From the Resource-Based View, such green-oriented HR 
practices can be understood as internal organisational capabilities that help firms develop 
valuable human resources for sustainability performance (Barney, 2000; Hart, 1995). Prior 
empirical studies also support the argument that GHRM practices contribute positively to 
sustainable performance by shaping employee behaviour, organisational routines, and 
environmental responsibility (Mousa & Othman, 2020; Acquah et al., 2021; Al-Shammari et 
al., 2022; Ali et al., 2024; Bindeeba et al., 2025). 

 

Figure 1. Proposed conceptual framework 

Note. Green Hiring → Sustainability Performance; Green Training and Involvement → Sustainability 
Performance; Green Performance Management and Compensation → Sustainability Performance. 

 
3. Framework Modelling and Assessment  

This study employed a cross-sectional survey design involving UAE manufacturing firms. 
Data were collected from managerial and professional respondents who had sufficient 
knowledge of human resource practices and sustainability-related activities within their 
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organisations. Out of 450 distributed questionnaires, 361 were returned. After removing 
incomplete responses and outliers, 306 valid responses were retained, representing a final 
usable response rate of 68.0%. This sample size was considered adequate for analysis using 
PLS-SEM. 

The proposed framework was assessed using a two-stage PLS-SEM procedure. In the first 
stage, the measurement model was evaluated to establish the reliability and validity of the 
constructs. In the second stage, the structural model was assessed to test the hypothesised 
relationships between Green Hiring, Green Training and Involvement, Green Performance 
Management and Compensation, and Sustainability Performance. The results of these 
assessments are presented in the following subsections. 

3.1 Measurement Model Assessment 

Before testing the hypothesised relationships, the measurement model was assessed to 
establish reliability and validity. Internal consistency reliability was examined using 
Cronbach’s alpha and composite reliability, while convergent validity was assessed using 
indicator loadings and the average variance extracted (AVE). 

As shown in Table 1, all constructs demonstrated acceptable internal consistency reliability. 
Cronbach’s alpha values ranged from 0.672 to 0.806, while composite reliability values 
ranged from 0.792 to 0.861. These values indicate that the constructs achieved an acceptable 
level of reliability. 

Convergent validity was also assessed through indicator loadings and AVE values. The 
loading ranges for all constructs were above 0.60, indicating that the indicators contributed 
adequately to their respective constructs. The AVE values for Green Hiring, Green Training 
and Involvement, and Green Performance Management and Compensation were above the 
recommended threshold of 0.50, confirming adequate convergent validity for these 
constructs. 

However, Sustainability Performance recorded an AVE value of 0.433, which is slightly 
below the conventional threshold of 0.50. Despite this, the construct was retained because its 
composite reliability value was above 0.70, its indicator loadings were acceptable, and the 
construct was theoretically important to the study. Therefore, the measurement model was 
considered adequate for structural model assessment. 

 

Table 1. Reliability and convergent validity of measurement model 

Construct Loading range Cronbach’s alpha Composite reliability AVE 
GH 0.701–0.754 0.693 0.813 0.521 
GTI 0.684–0.757 0.806 0.861 0.508 
GPM 0.699–0.737 0.767 0.843 0.518 
SP 0.621–0.712 0.672 0.792 0.433 

Note. GH = Green Hiring; GTI = Green Training and Involvement; GPM = Green Performance Management 
and Compensation; SP = Sustainability Performance. 
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Overall, the results indicate that the measurement model achieved acceptable reliability and 
sufficient convergent validity, supporting its suitability for testing the hypothesised structural 
relationships. 

3.2 Structural Model Assessment 

After confirming the adequacy of the measurement model, the structural model was assessed 
to test the hypothesised relationships between the three dimensions of Green Human 
Resource Management and Sustainability Performance. Specifically, the model examined the 
direct effects of Green Hiring (GH), Green Training and Involvement (GTI), and Green 
Performance Management and Compensation (GPM) on Sustainability Performance (SP). 
The assessment included collinearity diagnostics, path coefficient estimation, effect size, and 
hypothesis testing. 

Collinearity was first examined using the variance inflation factor (VIF). The VIF values for 
the predictor constructs were below the conservative threshold of 3.3 and the commonly 
accepted threshold of 5.0, indicating that multicollinearity was not a concern in the structural 
model. Therefore, the estimated path coefficients were considered reliable for hypothesis 
testing. 

Bootstrapping with 5,000 resamples was used to evaluate the significance of the 
hypothesised paths. As shown in Table 2, all three hypothesised relationships were positive 
and statistically significant. 

Green Hiring had a positive and significant effect on Sustainability Performance (β = 0.774, t 
= 41.600, p < 0.001), supporting H1. This suggests that firms that incorporate environmental 
criteria into recruitment and selection are more likely to achieve stronger sustainability 
outcomes. 

Green Training and Involvement also had a positive and significant effect on Sustainability 
Performance (β = 0.401, t = 8.259, p < 0.001), supporting H2. This indicates that providing 
employees with environmental training and involving them in sustainability-related initiatives 
contributes positively to organisational sustainability performance. 

Green Performance Management and Compensation had a positive and significant effect on 
Sustainability Performance (β = 0.365, t = 9.622, p < 0.001), supporting H3. This implies 
that integrating environmental criteria into performance appraisal and reward systems 
encourages employee behaviours that support sustainability outcomes. 

The effect size results further indicate that the three predictors made meaningful contributions 
to Sustainability Performance. Overall, the findings provide empirical support for the 
proposed model and confirm that the dimensions of Green Human Resource Management 
significantly enhance Sustainability Performance in manufacturing firms. 
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Table 2. Structural model results and hypothesis testing 

Hypothesis Relationship β SE t-value p-value 95% CI f² Decision 
H1 GH → SP 0.774 0.019 41.600 <0.001 [0.759, 0.833] 0.495 Supported
H2 GTI → SP 0.401 0.052 8.259 <0.001 [0.325, 0.529] 0.344 Supported
H3 GPM → SP 0.365 0.038 9.622 <0.001 [0.291, 0.439] 0.563 Supported

Note. GH = Green Hiring; GTI = Green Training and Involvement; GPM = Green Performance Management 
and Compensation; SP = Sustainability Performance; CI = confidence interval. 

 

The explanatory power of the model was assessed using the coefficient of determination. As 
reported in Table 3, the three dimensions of Green Human Resource Management, namely 
Green Hiring, Green Training and Involvement, and Green Performance Management and 
Compensation, explained 73.3% of the variance in Sustainability Performance (R² = 0.733; 
adjusted R² = 0.731). This indicates that the model has substantial explanatory power, as the 
predictor constructs account for a large proportion of the variation in Sustainability 
Performance. Predictive relevance was assessed using the Q² statistic. The Q² value for 
Sustainability Performance was 0.702, which is greater than zero. This indicates that the 
model has strong predictive relevance and is capable of predicting Sustainability 
Performance. 

 

Table 3. Explanatory power and predictive relevance 

Endogenous construct R² Adjusted R² Q² 
SP 0.733 0.731 0.702 

Note. SP = Sustainability Performance. 

 

Overall, the results show that the structural model has strong explanatory and predictive 
capability. This suggests that the three GHRM dimensions provide a meaningful basis for 
explaining Sustainability Performance. 

4. Discussion of Findings 

This study examined the influence of three dimensions of Green Human Resource 
Management [Green Hiring, Green Training and Involvement, and Green Performance 
Management and Compensation] on Sustainability Performance. The structural model results 
provide strong empirical support for the proposed model. All three hypothesised relationships 
were positive and statistically significant, indicating that green-oriented HR practices play an 
important role in improving sustainability outcomes. This finding is consistent with prior 
GHRM studies which show that environmentally aligned HR practices can strengthen 
employee green behaviour, organisational environmental responsibility, and sustainable 
performance (Renwick et al., 2013; Tang et al., 2018; Mousa & Othman, 2020; Yong et al., 
2020; Shafaei et al., 2020; Ali et al., 2024; Bindeeba et al., 2025). 
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The model also demonstrated strong explanatory and predictive power. The three GHRM 
dimensions explained 73.3% of the variance in Sustainability Performance, with an adjusted 
R² value of 0.731. In addition, the Q² value of 0.702 confirms that the model has strong 
predictive relevance. These results suggest that GHRM practices are not only statistically 
significant predictors of Sustainability Performance but also practically meaningful for 
manufacturing firms. The interpretation of explanatory power and predictive relevance is 
consistent with established PLS-SEM guidance (Hair et al., 2022; Henseler et al., 2016; 
Ringle et al., 2020). However, because the study uses survey data, the results should also be 
interpreted with awareness of potential common method issues, as highlighted in 
methodological literature (Podsakoff et al., 2012). 

4.1 Effect of Green Hiring on Sustainability Performance 

The results show that Green Hiring has a positive and significant effect on Sustainability 
Performance (β = 0.774, t = 41.600, p < 0.001), supporting H1. This was the strongest path 
coefficient in the model, indicating that recruitment and selection practices that incorporate 
environmental values and competencies are highly important for improving sustainability 
outcomes. 

This finding suggests that firms that prioritise environmental awareness, green knowledge, 
and sustainability-oriented attitudes during hiring are more likely to build a workforce 
capable of supporting environmental, economic, and social performance. Sustainability 
performance is commonly understood through environmental, economic, and social 
dimensions, consistent with the triple bottom line view (Lozano, 2015; Purvis et al., 2019; 
Shoukat et al., 2024). Employees selected with green values may be more willing to comply 
with environmental policies, participate in sustainability initiatives, reduce waste, and support 
responsible organisational practices. 

From the Resource-Based View perspective, Green Hiring helps firms acquire valuable 
human resources that can support sustainability-oriented capabilities (Barney, 2000; Hart, 
1995). In the manufacturing context, this is especially important because sustainability 
performance depends heavily on employees’ operational decisions, environmental awareness, 
and day-to-day work behaviour. Therefore, hiring employees with the right environmental 
mindset can create a strong foundation for sustainability performance. This also aligns with 
the argument that environmental responsibility and competitiveness can reinforce each other 
when firms develop appropriate internal capabilities (Porter & van der Linde, 1995). 

4.2 Effect of Green Training and Involvement on Sustainability Performance 

Green Training and Involvement also had a positive and significant effect on Sustainability 
Performance (β = 0.401, t = 8.259, p < 0.001), supporting H2. This result indicates that 
training employees on environmental practices and involving them in sustainability-related 
activities contributes meaningfully to organisational sustainability outcomes. 

Green training improves employees’ knowledge of environmental policies, resource 
efficiency, waste reduction, energy conservation, and sustainable work practices. When 
employees understand how their actions affect environmental and organisational outcomes, 
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they are more likely to behave in ways that support sustainability. Employee involvement 
also plays an important role because employees who participate in green initiatives are more 
likely to feel responsible for sustainability goals. This supports earlier findings that GHRM 
practices can promote green behaviour and sustainability-oriented employee participation 
(Guerci et al., 2016; Zacher et al., 2023). 

This finding implies that sustainability performance cannot be achieved through top-down 
policies alone. Employees must be trained, informed, and actively involved. In manufacturing 
firms, where production processes often involve energy use, material consumption, emissions, 
and waste generation, employee participation is particularly important. Green Training and 
Involvement therefore serves as a mechanism through which sustainability objectives are 
translated into practical workplace behaviour. This is consistent with previous evidence 
showing that GHRM contributes to sustainable performance by strengthening employee 
capability and organisational commitment to environmental goals (Acquah et al., 2021; 
Al-Shammari et al., 2022; Ali et al., 2024). 

4.3 Effect of Green Performance Management and Compensation on Sustainability 
Performance 

The results further show that Green Performance Management and Compensation has a 
positive and significant effect on Sustainability Performance (β = 0.365, t = 9.622, p < 0.001), 
supporting H3. This means that firms that include environmental criteria in performance 
appraisal and reward systems are more likely to achieve stronger sustainability outcomes. 

This finding highlights the importance of accountability and incentives. When employees are 
evaluated and rewarded based on environmental goals, they are more likely to take 
sustainability responsibilities seriously. Green performance appraisal clarifies expectations, 
while green compensation reinforces desired behaviour. Together, these practices can 
encourage employees to reduce waste, conserve resources, follow environmental procedures, 
and contribute to organisational sustainability targets. This supports the view that green HR 
systems work best when recruitment, training, appraisal, and rewards are aligned with 
environmental objectives (Renwick et al., 2013; Tang et al., 2018; Yong et al., 2020). 

Although the path coefficient for Green Performance Management and Compensation was 
lower than that of Green Hiring, its effect size was the largest in the model (f² = 0.563). This 
suggests that performance and reward systems make a strong substantive contribution to 
explaining Sustainability Performance. In practical terms, this means that firms should not 
only hire and train environmentally responsible employees but also ensure that appraisal and 
compensation systems reinforce green behaviour. 

4.4 Overall Interpretation 

Overall, the findings show that the three dimensions of Green Human Resource Management 
significantly enhance Sustainability Performance. Green Hiring had the strongest direct 
relationship with Sustainability Performance, suggesting that selecting employees with 
environmental awareness and green values is a critical starting point. Green Training and 
Involvement further strengthens sustainability outcomes by developing employee knowledge 
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and participation. Green Performance Management and Compensation reinforce 
sustainability by aligning employee evaluation and rewards with environmental objectives. 

The substantial R² value indicates that the model explains a large proportion of Sustainability 
Performance. This suggests that GHRM is an important organisational mechanism for 
improving environmental, economic, and social outcomes. The strong Q² value further 
confirms that the model has predictive relevance, meaning that the three GHRM dimensions 
provide a useful basis for predicting sustainability performance in manufacturing firms. 

The findings also support the argument that sustainability performance is not only a 
technological or regulatory issue. It is also a human resource issue. Manufacturing firms may 
invest in cleaner technologies and environmental systems, but these investments are unlikely 
to produce strong sustainability outcomes unless employees are selected, trained, involved, 
evaluated, and rewarded in ways that support sustainability goals. This is especially relevant 
in the UAE, where industrial diversification and sustainability transformation are important 
national priorities, but firms still face practical barriers in embedding sustainability into 
organisational routines (Crupi & Schilirò, 2023; Bashir et al., 2024). 

4.5 Practical Implications 

The findings offer several practical implications for manufacturing firms. First, firms should 
integrate environmental criteria into recruitment and selection processes. Job descriptions, 
interview questions, and selection criteria should reflect the organisation’s sustainability 
priorities. 

Second, firms should invest in regular green training programmes. These programmes should 
not only provide general environmental awareness but also focus on practical skills related to 
waste reduction, energy efficiency, pollution prevention, and sustainable production practices. 

Third, employees should be actively involved in sustainability initiatives. Firms can create 
green teams, suggestion systems, environmental improvement projects, and employee 
participation platforms to encourage bottom-up sustainability contributions. 

Fourth, performance appraisal and compensation systems should include environmental 
indicators. Employees should be evaluated and rewarded for supporting green practices, 
reducing waste, improving resource efficiency, and contributing to sustainability targets. 
These implications are consistent with prior GHRM research showing that sustainability 
outcomes improve when environmental objectives are embedded into the full HRM system 
rather than treated as isolated initiatives (Mousa & Othman, 2020; Shafaei et al., 2020; 
Acquah et al., 2021; Bindeeba et al., 2025). 

5. Conclusion 

This study examined the effect of Green Human Resource Management dimensions on 
Sustainability Performance in UAE manufacturing firms. Specifically, the study tested the 
direct influence of Green Hiring, Green Training and Involvement, and Green Performance 
Management and Compensation on Sustainability Performance. The findings provide strong 
empirical support for the proposed model, confirming that all three GHRM dimensions have 
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positive and significant effects on Sustainability Performance. 

The results show that Green Hiring has the strongest direct relationship with Sustainability 
Performance. This indicates that recruiting and selecting employees with environmental 
awareness, green values, and sustainability-related competencies is a critical foundation for 
improving organisational sustainability outcomes. Green Training and Involvement also 
significantly improves Sustainability Performance, suggesting that employees need to be 
equipped with environmental knowledge and actively involved in sustainability initiatives. In 
addition, Green Performance Management and Compensation positively influences 
Sustainability Performance, showing that appraisal and reward systems linked to 
environmental objectives can motivate employees to support sustainability goals. 

The model demonstrated substantial explanatory power, with the three GHRM dimensions 
explaining 73.3% of the variance in Sustainability Performance. The Q² value of 0.702 also 
confirmed strong predictive relevance. These results indicate that environmentally aligned 
HR practices are not only statistically significant but also practically important for improving 
sustainability performance in manufacturing firms. 

The study contributes to the Green Human Resource Management literature by providing 
empirical evidence from the UAE manufacturing sector, a context that remains relatively 
underexplored. It also supports the Resource-Based View by showing that green-oriented HR 
practices can function as strategic internal capabilities that enhance environmental, economic, 
and social performance. By examining specific GHRM dimensions rather than treating 
GHRM as a single broad construct, the study provides a clearer understanding of which HR 
practices contribute to sustainability outcomes. 

From a managerial perspective, the findings suggest that UAE manufacturing firms should 
integrate sustainability objectives into core HR functions. Firms should include 
environmental criteria in recruitment and selection, provide regular green training, involve 
employees in sustainability initiatives, and link performance appraisal and compensation 
systems to environmental goals. Such practices can help firms build a workforce that is 
capable, motivated, and accountable for achieving sustainability performance. 

Despite its contributions, the study has some limitations. First, the data were collected using a 
cross-sectional survey design, which limits the ability to establish causal relationships over 
time. Future studies could use longitudinal designs to examine how GHRM practices 
influence sustainability performance across different stages of organisational development. 
Second, the study focused on manufacturing firms in the UAE, which may limit the 
generalisability of the findings to other sectors or countries. Future research could compare 
different industries or examine similar relationships in other GCC or MENA economies. 
Third, the study examined three GHRM dimensions as direct predictors of Sustainability 
Performance. Future studies may extend the model by including mediating or moderating 
variables such as green innovation, green organisational culture, environmental leadership, or 
employee green behaviour. 

Overall, this study concludes that Green Human Resource Management is an important driver 
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of Sustainability Performance in UAE manufacturing firms. The findings demonstrate that 
sustainability performance is not achieved through technology and regulation alone; it also 
depends on how firms manage, develop, involve, evaluate, and reward their employees. By 
embedding environmental objectives into HR practices, manufacturing firms can strengthen 
their environmental, economic, and social performance while supporting broader national 
sustainability goals. 

References 

Acquah, I. S. K., Agyabeng-Mensah, Y., & Afum, E. (2021). Examining the link among green 
human resource management practices, green supply chain management practices and 
performance. Benchmarking: An International Journal, 28(1), 267–290. 
https://doi.org/10.1108/BIJ-05-2020-0205 

Al-Shammari, A. S. A., Alshammrei, S., & Nawaz, N. (2022). Green human resource 
management and sustainable performance: The mediating role of green innovation. Frontiers 
in Environmental Science, 10, Article 901235. https://doi.org/10.3389/fenvs.2022.901235 

Ali, M., Puah, C. H., Ali, F., & Raza, S. A. (2024). The impact of green human resource 
management and green supply chain management on sustainable performance: The mediating 
role of operational efficiency. Environmental Science and Pollution Research, 31(5), 
7890–7910. 

Barney, J. B. (2000). Firm resources and sustained competitive advantage. In J. A. C. Baum 
& F. Dobbin (Eds.), Economics meets sociology in strategic management (pp. 203–227). 
Emerald. https://doi.org/10.1016/S0742-3322(00)17018-4 

Bashir, H., Al-Hawarneh, A., Haridy, S., Shamsuzzaman, M., & Aydin, R. (2024). Barriers to 
environmental sustainability in UAE construction. Sustainability, 16(16), Article 6779. 
https://doi.org/10.3390/su16166779 

Bindeeba, D. S., Bakashaba, R., Tukamushaba, E. K., & Atuhaire, S. (2025). From green 
HRM to sustainable business performance: A two-stage meta-analytic SEM of the mediating 
role of green innovation. Cogent Business & Management, 12(1), Article 2536678. 
https://doi.org/10.1080/23311975.2025.2536678 

Crupi, A., & Schilirò, D. (2023). The UAE economy and diversification strategies. 
International Journal of Business Management and Economic Research, 14(5), 2286–2300. 

Guerci, M., Longoni, A., & Luzzini, D. (2016). Stakeholder pressures and green HRM. The 
International Journal of Human Resource Management, 27(2), 262–289. 
https://doi.org/10.1080/09585192.2015.1065431 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2022). A primer on partial least 
squares structural equation modeling (PLS-SEM) (3rd ed.). Sage. 
https://doi.org/10.1007/978-3-030-80519-7 

Hart, S. L. (1995). A natural-resource-based view of the firm. Academy of Management 
Review, 20(4), 986–1014. https://doi.org/10.2307/258963 



International Journal of Social Science Research 
ISSN 2327-5510 

2026, Vol. 14, No. 3 

http://ijssr.macrothink.org 298

Henseler, J., Hubona, G., & Ray, P. A. (2016). Using PLS path modeling in new technology 
research. Industrial Management & Data Systems, 116(1), 2–20. 
https://doi.org/10.1108/IMDS-09-2015-0382 

Lozano, R. (2015). A holistic perspective on corporate sustainability drivers. Corporate 
Social Responsibility and Environmental Management, 22(1), 32–44. 
https://doi.org/10.1002/csr.1325 

Mousa, S. K., & Othman, M. (2020). The impact of green HRM on sustainable performance. 
Journal of Cleaner Production, 243, Article 118595. 
https://doi.org/10.1016/j.jclepro.2019.118595 

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias. 
Annual Review of Psychology, 63, 539–569. 
https://doi.org/10.1146/annurev-psych-120710-100452 

Porter, M. E., & van der Linde, C. (1995). Toward a new conception of the 
environment-competitiveness relationship. Journal of Economic Perspectives, 9(4), 97–118. 
https://doi.org/10.1257/jep.9.4.97 

Purvis, B., Mao, Y., & Robinson, D. (2019). Three pillars of sustainability. Sustainability 
Science, 14(3), 681–695. https://doi.org/10.1007/s11625-018-0627-5 

Renwick, D. W., Redman, T., & Maguire, S. (2013). Green human resource management: A 
review. International Journal of Management Reviews, 15(1), 1–14. 
https://doi.org/10.1111/j.1468-2370.2011.00328.x 

Ringle, C. M., Sarstedt, M., Mitchell, R., & Gudergan, S. P. (2020). Partial least squares 
structural equation modeling in HRM research. The International Journal of Human 
Resource Management, 31(12), 1617–1643. https://doi.org/10.1080/09585192.2017.1416655 

Shafaei, A., Nejati, M., & Yusoff, Y. M. (2020). Green human resource management: A 
two-study investigation of antecedents and outcomes. International Journal of Manpower, 
41(7), 1041–1060. https://doi.org/10.1108/IJM-08-2019-0406 

Shoukat, M. H., Selem, K. M., & Cao, D. (2024). How do corporate social responsibility 
initiatives enhance sustainability performance? Evidence from tobacco firms. Environment, 
Development and Sustainability, 26(12), 31371–31399. 
https://doi.org/10.1007/s10668-024-04477-w 

Tang, G., Chen, Y., Jiang, Y., Paillé, P., & Jia, J. (2018). Green human resource management 
practices: Scale development and validity. Asia Pacific Journal of Human Resources, 56(1), 
31–55. https://doi.org/10.1111/1744-7941.12147 

Yong, J. Y., Yusliza, M. Y., & Fawehinmi, O. O. (2020). Green human resource management: 
A systematic literature review. Benchmarking: An International Journal, 27(7), 2005–2027. 
https://doi.org/10.1108/BIJ-12-2018-0438 

Zacher, H., Rudolph, C. W., & Katz, I. M. (2023). Employee green behavior. Annual Review 



International Journal of Social Science Research 
ISSN 2327-5510 

2026, Vol. 14, No. 3 

http://ijssr.macrothink.org 299

of Organizational Psychology and Organizational Behavior, 10(1), 465–494. 
https://doi.org/10.1146/annurev-orgpsych-120920-050421 

 

Copyrights 

Copyright for this article is retained by the author(s), with first publication rights granted to 
the journal. 

This is an open-access article distributed under the terms and conditions of the Creative 
Commons Attribution license (http://creativecommons.org/licenses/by/4.0/). 


