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ABSTRACT 

 

 The purpose of this study is to identify inadequacies by examining the state of GHRM 

practises in Malaysian manufacturing organizations. It proposes methods to tackle the 

shortcomings and identify important drivers for employees to exemplify environmentally 

responsible conduct and practise. Further, it proposes a theoretical framework to fill the 

identified gaps and build a sustainable organization.  

 The qualitative research approach was utilized by the researcher in this study. Data were 

collected from the informants and further included in the analysis by the researcher. In order 

to collect all relevant information and data from the informants, the researcher conducted semi-

structured interviews for the purpose of this study. To assist the researcher in achieving the 

intended goals, the researcher has conducted interviews using open-ended questions.  

 This study highlights status of green human resource practices such as green 

recruitment and selection, green training and development, and green rewards and 

compensation. The findings suggest that there is further scope to utilize the full potential of 

GHRM practices for encouraging pro-environmental behavior in the organizations. Analyses 

of data also reveal that top-management support and mutual learning among departments are 

crucial to facilitate green behaviors among employees.  

 This study provides a comprehensive literature review of green human resource 

management practices. It suggests an interdisciplinary framework for building holistic 

sustainable organizations by integrating learnings from green human resource management, 

green supply chain management, competitive advantage strategy and green corporate social 

responsibility. It highlights gaps in the system and provides insights to managers and policy 

makers on building holistic sustainable organizations.  

 

Keywords : Green human resource management, Green supply chain management, 

Sustainable development, Green competitive advantage, Green corporate social responsibility, 

Green organizations, Sustainable organizational development  
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1.0  Introduction  

1.1 Background of Study  

  A national administration statistic shows that about 23% of the GDP is contributed by 

the Malaysian manufacturing industry (Khan et al., 2019). On the 7th March of 2019, almost 

6,000 people were reported sick due to the industrial pollution in Sungai Kim Kim, Johor. 

Subsequent to the incident, the societal concern in Malaysia towards ecological sustainability 

has shown significant increase. Organizations have started to emphasize sustainable practices 

and environmental efficiency to achieve competitive advantage (Klendofer et all, 2005; Pagell 

and Gobeli, 2009; Porter and Van der Linde, 1995; Sroufe, 2003; Yang et al., 2010). The 

adoption of green practices affected the environmental, economic and intangible dimensions 

of performance positively (Laosirihongthong et al, 2013).   

  Studies on environmental and human resource management by Ahmad (2016); Bhutto 

(2016); Jabbour and Jabbor (2016); and Jackson et al. (2011) are some recently conducted 

researches. The efforts of implementing green practices are promoted to gain competitive 

advantage (Yang et al., 2011). HR elements that have been integrated into the environment and 

HR policies include green recruitment and selection, green education and development, green 

success monitoring, green incentive structure, green engagement and green organizational 

principles administration. (Fernandez et al., 2003; Madsen and Ulhoi, 2001; Masri and Jaaron, 

2017). According to Abdullah et al. (2017) green development is, however, nascent in 

Malaysia's manufacturing sector.  

 Environmentally responsible attitudes of workforce can be encouraged by 

organizations, through the implementation of GHRM procedures. The GHRM is an inclusion 

of HR practices and procedures into the wider ecological strategy of the organisation for the 

preservation and management of natural resources. By deploying these HRM activities, such 

as recruiting, selection, performance assessment and curriculum alignment, it lends structure 

to environmental management initiatives (Renwick et al., 2008). Green HRM has the 

components of company HR operations to protect and conserve environmental assets 

(Bombiak & Marciniuk-Kluska, 2018). Masri and Jaroon (2017) also claimed that GHRM 

requires the use of different HRM activities to improve environmental targets and build an 

environmentally conscious workforce committed to environmental sustainable growth.  
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  Opatha and Arulrajah (2014) reported that the aims and priorities of GHRM are 

typically included in all activities related to creating, enforcing, and sustaining employees' 

green behaviour (EGB). As adulated by Norton et al.(2015), EGB can be defined as a 

workplace-specific type of pro-environmental behaviour as it can be nurtured and extracted 

from home. Dubois and Dubois (2012) reported that EGB is one of the many strategies adopted 

by organizations to improve their environmental performance and meet sustainability targets. 

It is incredibly necessary for workers to behave in an inspired way because of how this sort of 

behavior will affect the atmosphere positively (Unsworth et al., 2013). In addition to this, 

Stern's research in his book "Consequences of Intentional Behavior In Organizations" also 

concluded that EGB could positively affect the negative impacts of human activity through the 

intentional behavior of employees such as practices of 3R, conserving water, and the efficient 

use of resources.  

 

1.2  Problem Statement  

  Environmental management is viewed as the result of a larger, so-called "triple bottom 

line" accounting agenda that incorporates social, environmental and financial elements 

(Elkington, 2006). The performance of an organisation in larger context rather than only profit-

making is evaluated  in the triple bottom line. The environmental factor strikes a balance 

between employee growth and the preservation of natural resources for future generations 

(Ramus, 2012). While it is stated that environmental sustainability is a significant goal, the 

organisations' approach for achieving this does not correspond. It is consequently critical to 

evaluate companies' effort to avoid environmental disruptions and promote long-term growth. 

Due to the paucity of research in this field, there are gaps and potential solutions worth 

highlighting (Renwick et al., 2013).  

 According to researchers, some individuals are frequently the source of environmental 

disruptions. Exploration and adjustment of causal human behaviour can thus be a critical 

technique for decreasing such disturbances (Ones and Dilchert, 2012). The role of human 

behaviour in environmental disturbances is often overlooked by many organisations, according 

to Davis and Challenger (2013) Many organisations do not examine internal factors such as the 

role of humans in environmental protection. They believe that environmental development 

activities extend outside their borders. Green Human Resource Management (GHRM) is a 

green management concept that emphasises the role of human behaviour in environmental and 
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sustainable development. According to Opatha and Arulrajah (2014), GHRM is a set of 

standard operating procedures, practises, and systems that green its employees for the benefit 

of individuals, communities, nature, and companies. GHRM is intended to produce a workforce 

that understands and supports a variety of pro-environmental human resource activities, such 

as hiring and selection, performance assessment, compensation and benefits, and training.  

 Furthermore, when strategic planning for environmental management and 

environmental sustainability is aligned with the organization's human resource practises, it will 

undoubtedly be a success (Collins and Clark, 2007).  Employee availability and competency 

are dependent on the effectiveness of any plan execution (Jiang et al., 2012). Efficient labour 

and HR systems are critical for a meaningful environmental growth strategy. As GHRM links 

people to environmental sustainable development, it can influence the technical and managerial 

skills required to successfully implement environmental management systems (Daily and 

Huang, 2001; Renwick et al., 2013). GHRM research can suggest strategic measures to 

improve staff abilities and create a supportive culture to encourage environmentally friendly 

behaviour. 

 While numerous researchers emphasised the relevance of GHRM in supporting 

employee environmental conduct, its area is yet under-recognized (Harold, 2018). In addition, 

the published literatures and studies on GHRM gives primarily insights on the western culture 

(Renwick et al., 2013). Taking into account the importance of the Asian sustainable growth 

and environmental issue, exploring the same thing in the Asian context is equally significant. 

GHRM is an under-investigated topic in Malaysia, while the requirement of time lies with 

green initiatives. Therefore, exploring GHRM in Malaysia has become necessary. The aim of 

this study is to identify inadequacies by examining the state of GHRM practises in Malaysian 

manufacturing organizations. It proposes methods to tackle the shortcomings and identify 

important drivers for employees to exemplify environmentally responsible conduct and 

practise. In conclusion, the researcher has made an attempt to propose an interdisciplinary 

framework in order to achieve greening of organizations.   
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1.3  Research Objectives 

The objectives of this study will be focused into two viewpoints, which is the general objective 

and specific objectives.  

 

 1.3.1  General Objective  

The general objective of this qualitative study is to study the implementation of GHRM 

practices in Malaysian manufacturing industry.  

 

 1.3.2  Specific Objectives  

1. To explore the extent of implementation of three GHRM practices namely, green 

recruitment and selection; green training and development; and green 

compensation and rewards, in manufacturing industry; and   

2. To study the key motivating factors for the employees to exhibit environmental-

friendly behaviors and practices within the organization 

 

1.4  Research Questions  

Following questions are set as guidelines to satisfy the objectives.   

1. How is the extent of implementation of GHRM practices in the selected 

manufacturing industry?   

2. What are the key factors, which may further motivate implementation of GHRM 

practices in the selected manufacturing industries? 
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1.5  Definition of Terms 

1.5.1  Human Resource Management  

Human resources management is characterized as a method of operation and   strategies 

aimed at the e ffective management of employees at each level of an   organisation 

(Byars & Rue, 2006).  

1.5.2  Green   

Green in management refers to natural or environmental practices (Farid and El-Sawalhy, 

2018).  

 1.5.3  Green Human Resource Management   

According to the work of Jabbour, Santos and Nagano (2010), GHRM was  described as 

the "greening of job descriptions, recruitment, selection, training, performance 

evaluation and rewards." GHRM is the green focus of all human resource functions or 

practices of an entire organisation by reconsidering the basic principles of HRM, its 

goals, functions, procedures, operations and  policies in an environmentally sustainable 

way to meet the needs of ecological sustainability (Arulrajah and Opatha, 2016).  

 1.5.4  Manufacturing Industry  

A sector of industrialization focused on the manufacture, processing or preparation of 

raw materials and commodities goods. This includes all food, chemicals, garments, 

machinery and equipment. This includes all refined metals and minerals obtained from 

mined ores. This includes all items made from timber, wood and pulp.  

 1.5.5  Employee Green Behaviour  

Employee green activity applies to all environmentally friendly behavior of workers at 

the workplace (Ones and Dilchert, 2012). According to Norton et al. (2015), EGB refers 

to employee actions (ordained and volunteered) at work to maintain the natural world by 

eliminating negativity and/or bringing positivity to the ecosystem.  
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1.6 Significance of Study 

 The study is intended to benefit employees who are engaged in pro-environmental 

initiatives or companies who want to integrate GHRM practices into their organization. The 

research will provide an overview of how companies enforce GHRM practices and what key 

factors impact their employees' green behaviour. These aspects (green recruiting and selection, 

green training and development, and green compensation and rewards) will be evaluated for 

the purposes of this study. It also presents evidence that Malaysian manufacturers are engaged 

in green practices. It demonstrates a noble intention to resolve the general public's social and 

environmental issues by reacting to demands for needs.  

 The findings of this study are intended to lead to a deeper understanding of the GHRM 

to readers and also to society. This study will help to increase the awareness and practice of 

GHRM in the context of manufacturing industry in Malaysia. The study will add new insight 

to the at present insufficient information on implementation of GHRM  by analyzing the 

practices of three types of GHRM practices and revealing key factors for implementing 

environmental actions among employees in Malaysian manufacturing industries. The study 

contributes to the body of information on HRM in the greening of the organisation.  

 

1.7 Scope of study  

  The central issue that the researcher acknowledges through the research is to study the 

implementation GHRM practices in the manufacturing industry of Malaysian context.  The 

practices to be assessed include green recruitment and selection; green training and 

development; and green compensation and rewards. The level of execution of the GHRM 

practices in the business and key motivating factors for the employees to exhibit environmental 

friendly behaviours will researched in this study.  
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2.0  Literature review  

  Degradation of the environment is a critical issue that needs immediate business 

response and action to establish constructive environmental management practices (Jabbour et 

al., 2010). Green management and environmental management programs are becoming a vital 

factor in oragnizations’ success and sustainability (Daily and Huang, 2001). That is due to the 

heightened understanding of the potential environmental effects of organizational activities 

(Renwick et al., 2015). Moreover, the protection of the natural world is now branded as a 

corporate "megatrend" (Longoni et al., 2016). Consequently, as a part of their corporate 

strategy recognized as green management, organizations are establishing duties and activities 

related to the growth of environmental knowledge.  

  In order to build green management capability in organizations, scholars and 

practitioners argues that an organization's own employees need to read and learn about 

environmental management efforts (Jabbour and Santos, 2008; Renwick et al., 2013). This is 

because these activities are the ones that can enforce and guarantee that the organizational goals 

are well implemented (Du et al., 2015; Santhosh and Baral, 2015). Therefore, the introduction 

of HRM procedures that focus on the environmental aspects of a company’s business activities 

is one way of achieving this initiative. The above definition is referred to as green human 

resource management or GHRM.  

 

2.1   Green human resource management (GHRM)  

 It is crucial that we first create and bring up a clear understanding of this concept 

regarding HRM practices in order to discuss and describe the practices incorporated into 

GHRM in this study. Organization's human resource processes, programs and techniques are 

referred as HRM (Osman et al., 2011), which primarily includes selection and recruitment, 

training and development, performance evaluation, compensation and rewards in particular. 

Although they are inseparable, they work in an appropriate way with organizations to attract, 

develop and sustain human resources to shape up and make the HRM system better. (Sheopuri 

and Sheopuri, 2015).  

 GHRM is seen as a better version HRM  which emphasizes green practices, although 

they focus on the same practices. More specifically, GHRM focuses on the application 

throughout the organization of innovation towards sustainability, social concern, waste 
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reduction and a competitive lead (Haden et al., 2009). GHRM focuses the achievement of goals 

in the organisation on integrating HRM practices which support the reduction of environmental 

undesirable impacts and improving the positive environmental effects of organizational 

activities. According to Haddock-Millar et al. (2016), GHRM was depicted as a plan to and 

systematically align the HRM practices of an organization with their environmental objectives. 

Sheopuri and Sheopuri (2015) suggested, GHRM uses its HRM policies to encourage the 

sustainable use of resources among business organisations.   

 According to Sheopuri and Sheopuri (2015), GHRM denotes to the usage of workers 

and employee-relevant business elements to encourage sustainable environmental practices by 

growing employee understanding and involvement on environmental sustainability issues. 

Implementation of efficient, environmentally sustainable human resource (HR) practices that 

result in higher productivity, higher cost savings, and improved retention and involvement of 

employees, among others are the benefits involved. Renwick et al. (2008) had stated that some 

HRM activities and strategies intended for performance administration and assessment, 

recruiting, training and growth, compensation and reward and employee relations are 

influential instruments that can help align workers with the environmental policy of 

organisation.  

 Mukherjee et al. (2020) have stated GHRM as a process of harmonizing HRM policy 

and practical approaches to policies and practices that are environmentally friendly. GHRM 

was portrayed as a concept considering all of the organizational activities involved in 

developing, maintaining and implementing a system aimed at promoting and developing 

"green" employees implied Renwick et al. (2013). This explanation clarifies the alignment of 

human resources with the environmental changes at workplace (Renwick et al., 2008) and also 

reveals the practical dimensions of HRM in the aspect of the organization ( Jabbour et al., 

2010). These aspects of this definition reflect how HRM can impact on HRM processes and 

policies at the organizational level. The practices of such employees support the organization's 

performance.   
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A table of the meanings of Green Human Resource Management (GHRM) involved in the 

literature is provided. 

 

Table I – Definitions of GHRM 
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A number of GHRM practices have been outlined in the recent studies. In the present study, 

researcher will conceptualize three different GHRM practices, as discussed below:  

 

2.2  Green recruitment and selection  

 To better meet sustainability targets, green recruiting strategies and hiring criteria are 

designed to retain and hire environmentally conscious workers (Renwick et al., 2013). 

Portraying the recruiting process with the organization's environmental priorities guarantees 

that workers hold principles related to environmental protection (Jackson and Seo, 2010). In 

order to achieve sustainability goals, staff must be aware of the corporate environmental 

culture. Green staffing should involve the personality traits of the workers being recruited 

(Dilchert and Ones, 2011). They have also researched employee green practices with a number 

of best practices. Individuals' green skills are important in environmentally friendly actions 

(Subramanian et al., 2016).  

 Researchers (Mandip, 2012; Renwick et al., 2013) note that the green recruiting process 

reflects on how companies identify the aspirations of potential green workers during role 

review, job requirement, and job specification. Razab et al. (2015) also pointed out that while 

interviewing potential candidates, sustainable organization must emphasise on ecological 

questions. Ensuring the fitness of the person, company will direct workers to behave 

themselves in compliance with the organization's guidelines. Recruiting and hiring green 

workers would lead them to share green ideals, philosophies and culture with employers and 

result in both jobs and a wider use of green goods and services.   

 However, environmental-friendly and "green" organisations are likely to attract 

candidates. The researchers proposed that sustainable organisation, which wants to attract 

potential candidates, should build their image and public position as an environmental 

friendliness organisation (Kapil, 2015a; Guerci et al., 2016; Mani et al., 2018). The study by 

Brekke and Nyborg (2008) took a theoretical approach and created a model for the attraction 

of responsible staff by environmentally friendly organisation. They argued that people would 

more likely join socially responsible organisation if all the other conditions were identical. The 

company's environmental commitment had a positive impact on its brand image and applicants 

value the organisation's green strategies (Grolleau et al., 2012).  
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2.3  Green training and development  

 Green recruitment and selection is integrated by organisations to attract new employees, 

but green training and development involves the existing employees of the organisation. Green 

training and development are carried out as a response to necessary changes in environmental 

organizational operations. Conducting environmental education and training as well as 

instructing eco-culture among employees is the best way to increase employee involvement in  

the organisation's environmental participations (Jackson et al., 2011; Renwick et al., 2013). 

GHRM increase employees' awareness of the environment, instill green values and empower 

staffs to practice green attitudes (Zoogah, 2011). It encourages the workforce to balance their 

behaviors with their impact on the environment. Environmental issues must be tackled, and the 

potential steps should be implemented to minimize their harmful impacts (Zoogah, 2011).  

  The organizational performance depends on the individual's ability, motivation, and 

opportunity to contribute, according to Theory of Ability, Motivation and Opportunities 

(AMO) (Appelbaum et al., 2000; Jackson et al., 2014). Green education and development will 

likely help employees to address environmental issues and thus allow them to be 

psychologically more accessible, leading to conduct that supports the organizational goals with 

the AMO theory's ability element.  In addition, it is likely that employees will find their work 

more meaningful to identify and address organizational environmental challenges which will 

allow them to conduct better job-related green behaviours.  

  Green training and advancement for all categories of staff, from mechanical to safety 

and health, help plan strategies to encounter environmental issues at management and executive 

levels (Sheopuri and Sheopuri, 2015). Moreover, the vision and mission of the company should 

be sufficiently communicated by these activities to the environmental initiatives. Green 

education is increasingly practiced in many organizations. Seminars and conferences with the 

goal of encouraging the development of an environmentally sustainable workforce should be 

hosted. Training in environmental consciousness and environmental sustainability are 

examples that may include (Renwick et al., 2013; Jackson et al., 2014). By attending the 

different training programs that the company deliver, workers can capture waste data and 

improve their eco-literacy (Renwick et al., 2013). Implementation of recycling and waste 

disposal systems are also an additional effort that workers may pursue through the 

enlightenment from the trainings (Jackson et al., 2011). 
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2.4  Green compensation and reward  

 Compensation and incentive systems are essential human resources mechanisms that 

pay employees for their success. Goal of the individual and the organization is tuned by this 

system. It encourages the employees to make additional efforts to meet the results. It means 

aligning the system with green actions implemented within the organization by means of a 

green compensation and reward system. Organizations should pay and compensate staff for 

sustainability activities and also make them feel the commitment to the environment (Jabbour 

and Jabbour, 2016). Employees should be applauded for creating an environmentally 

sustainable community (Liebowitz, 2010).   

 From an economic and financial standpoint, it can be profitable to design green 

incentives. Monetary (cash) benefits include gifts, rewards and promotions, while non-

monetary (non-monetary) benefits can include appreciation. Organizations may grant a certain 

amount of monthly incentives to workers who follow stringent environmental protocols 

(Sheopuri and Sheopuri, 2015). Paid breaks, gift cards, preferred parking, and thanking staff 

for their environmental efforts are other examples of management strategies that can be used 

(Renwick et al., 2008).  

  According to Arulrajah and co-workers (2015), green appreciation benefits should be 

provided to various employees at different levels of management within the company. Green 

awards honour and thank the most dedicated workers who inspire their colleagues to carry out 

sustainability programs (Kapil, 2015a; Arulrajah et al., 2015). Additionally, Ahmad says that 

green incentives such as cash should also be used to provide workers with an incentive basis 

for pushing forward green ideas about their work.  
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3.0  Research Methodology  

3.1   Research Design  

 The qualitative research approach was utilized by the researcher in this study. A 

qualitative research technique has been applied in the study as qualitative approaches are 

particularly effective in finding the significance of events that individuals experience 

(Merriam, 1998). Outcomes or discoveries generated from  qualitative study do not entail 

processes or statistical calculations (Strauss and Corbin, 1998). According to Morse et al. 

(1996), qualitative research enables us to understand logic, characterise and explain the society, 

as well as build descriptive theoretical frameworks.  For this study, data were collected from 

the informants and further included in the analysis by the researcher.  

 

3.2   Population, Sample & Sampling Procedure      

 The population, according to Banerjee and Chaudhury (2010), is an entire group that 

must be defined by specific statistics such as age and gender, as well as other qualities and 

variables such as occupation, religion, and ethnic group.  

 Data was gathered from three manufacturing companies. The companies operated as 

manufacturers of paints, foods and beverages and electronics. The manufacturing sector was 

chosen for two major reasons. Malaysia has a number of economic and environmental issues 

to address. The country's manufacturing sector is heavily involved in the use of natural 

resources. There is an urgent need to monitor industrial pollution in this sector. Malaysia needs 

to take action to improve its environment. 

 The researcher utilised convenience sampling to perform the analysis in this study. 

Convenience sampling occurs when a sampled population is willing to participate in the 

research based on their situation and willingness (Etikan., Musa et. Al, 2015). A total of twelve 

human resource professionals with more than one year of experience from three companies 

were questioned. At least three human resources specialists from each company were assured. 

 The process for data collection began with receiving an approval letter from the faculty, 

followed by obtaining the informants' agreement. The researcher then performed an interview 

with the participants. The interview duration ranged from 30 to 50 minutes. English, Malay 

and Tamil were the languages of communication. Interviews were recorded in situations where 
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the respondents granted permission. In all of the interviews, field notes were taken. Finally, the 

information obtained during the interview was assessed. In this study, the data analysis 

employed is the method of content analysis. 

 

3.3  Research Instrument  

  In order to collect all relevant information and data from the informants, the researcher 

conducted semi-structured interviews for the purpose of this study. To assist the researcher in 

achieving the intended goals, the researcher has conducted interviews using open-ended 

questions. Informants can share their opinions without being influenced by the researcher when 

they are asked open questions (Foddy, 1993). According to Turner (2010), this open-ended 

question allows participants to provide as much or as little detail as they like. 

  The informants were asked to response to a set of questions the researchers posed about 

the study during the interview meeting. The questions from the interview were set to understand 

the present situation of GHRM initiatives in organisations and to derive factors that influence 

employees green behaviours. The open-ended questions asked were as such: 

• Did the organization provide any environmental training?  

• In regards to the environmental initiatives, were there any feedback mechanism to 

collects insights and thoughts of employees? 

• What kind of measures were taken by the organization to implement employee 

feedback? 

 

3.4   Pilot Study  

 Pilot studies can be utilised to "establish relevant question setting" and to improve data 

collection techniques and processes before the real research is conducted (Yin, 2009). 

However, because participants were more difficult to obtain than the researcher anticipated, a 

pilot study was not conducted prior to the actual research. It was understood that certain 

questions might be altered during actual interviews. This adaptability enabled semi-

structured, qualitative techniques in data collection. 
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3.5  Validity & Reliability  

 Qualitative research technique may allow us to detect a mysterious or confusing 

scenario (Eisner, 1991). For the qualitative researcher, validity and reliability are key elements 

for planning a study and analysing data. 

 Reliability is sometimes criticised for qualitative research. In general, the proportion to 

which discoveries can be duplicated relates to reliability. Denscombe (2002) noted that two 

key concerns for the determination of reliability in research study are the data validity and the 

approaches dependabilty.  

 The researcher controlled personal bias by following a comprehensive strategy of 

continual comparison while coding, maintaining theoretical sensitivity and reflexivity, to 

maximize the trust on the research results. Moreover, the researcher summarized 

the understanding from the responses of the informants after every interview to the consent HR 

representative to clear any misunderstandings. Data quality were improved and self-serving 

bias was controlled through that process.  

 

3.6 Ethics of The Study  

 Before the interview began, the participants were given an informant consent form in 

order to allow informants to accept to the interview session procedures. The researcher ensured 

that every informant was willingly participating in the research. In order to avoid incomplete 

and incorrect information, the researcher did not compel any informants to respond to interview 

questions. 

 The initial interview procedure involved a long explanation of the study's objective, 

who would have access to the participant's response, the risks and rights of the participant, and 

when the answers obtained would be deleted. The idea was to read the introduction in the 

interview to each participant verbally. However, in order to get the initial interview process 

started in a timely and convenient manner, the researcher often improvised this opening 

verbally. The initial interview protocols was sent to all twelve participants prior to the actual 

interview, so the researcher felt at ease to touch the key points stated in the introduction and to 

allow participants to clear their doubts if they had any before the interview began.  
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 3.7  Data Collection Procedure  

 While the data collecting and data analysing operations were intertwined throughout 

this phase of the project, they will be discussed separately for clarity. Interviews and field notes 

were the major sources of data for this study.  

 The interviews were mainly conducted via video calls, except for the two interviews 

which were conducted through phone call to accomodate the convenience of the 

participants.  The video conference and phone call were effective methods of conducting the 

interviews during the Covid-19 pandemic.  

 The research reemphasize the aim of the study, interview protocols and assurance of 

the confidentiality at the beginning of the interview process. The interviews were recorded with 

the consent of the participants.  

 During all interviews, detailed notes were collected, allowing the researcher to keep 

track of significant points to return to later in the interview and for data analysis. Field notes 

were used to supplement the data in this investigation. 

 

3.8  Data Analysis Procedure  

 Content analysis method is the data analysis approach utilised in this qualitative 

research. Content analysis is a method for investigating the presence of specific words, subject 

or ideas in a given qualitative data, such as text. Researchers can use content analysis 

techniques to measure and assess the existence and significance of such terms, themes or 

concepts and their relationships. The major source of data for this research is the interview 

records and field notes. 
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4.0 Findings 

 

4.1 Implementation of GHRM practices 

 Informations on the three GHRM practices extracted from the global trends were 

collected from twelve informants from three different organizations through interviews. The 

information on the implementation of three GHRM practices in the three manufacturing 

organizations are presented in Figure I. 

 

 

Figure I - Status of GHRM practices across three organizations 
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4.1.1  Green recruitment and selection 

 The aim of the data collection was to identify environmental friendly practices during 

recruitment and selection in the three organizations. Researcher collected necessary 

information to figure out whether the three manufacturers record the papers used in the process 

of recruitment and selection for its optimal usage; to find out if social networking sites are used 

to advertise recruitment; and to discover the importance given to pro-environmental factors 

like candidates’ connection to nature and awareness on the environment during selection. 

 For selecting candidates and hiring new employees, all the three organizations 

confirmed the usage of social media and online job portals. For instance, Informant 7 from 

Organization 2 mentioned, “My company extensively promotes job vacancies on social 

media”. Twitter, Facebook, Linked-In and other such social media websites are great platforms 

for advertising and attracting talents confirmed Organizations 2 and 3. On the other hand, 

online job portals such as Jobstreet, Monster Jobs and Graduan are the ultimate choice for 

recruitment and selection in Organization 1. 

 The amount of paper used at the time of recruitment and selection were not noted at 

any of the three organizations or at least was not known by the informants. Moreover, not even 

one of the organizations took initiative to assess the pro-environmental attitudes of the 

candidates during selection. 
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4.1.2 Green training and development 

 The purpose of the data collection was to explore the training and development 

activities that the organizations actively engage to increase awareness on the environment and 

instilling green behaviours in employees. Researcher collected necessary information to find 

out the organizations’ investment, time and money, in the verge to increase awareness and 

competence of employees to practice pro-environmental behaviour like the environmental 

training programs. The research also focused whether the feedbacks from the training programs 

have been evaluated and implemented in future activities, as well as whether any other similar 

kind of environmental development activities were organized. 

 Information on the amount of money invested by the three organizations to provide 

opportunities for professional green behaviour development could not be obtained by the 

researcher. Furthermore, only representatives from Organization 3 stated that formal 

environmental sustainability training had been provided. For future references, feedback from 

the attendees on the usefulness   and importance of the training program were collected and 

filed. All three organizations have been often involved in other environmental learning and 

awareness activities, such as internal meetings and campaigns. 

 Informant 3 from Organization 1 mentioned that the management of the company 

recently organized an activity which emphasized on “awareness on the environment and 

worldwide best practices”. Additionally, Informant 10 and 11 said the organization associated 

with an NGO, which holds “Save the Fauna”. The employees were enlightened on the 

importance and awareness on conserving Mother Nature through the organizations attempt to 

engage its staff with the NGO. From the similar organization, Informant 12 stated, 

“Infographics and posters promoting awareness to save the trees are positioned strategically at 

our office. Our management send volunteers to pro-environment activities organised by an 

NGO.” Informant 9 of Organization 2 informed: 

After working hours, the security team switches off unnecessary lights […] Our 

manager once showed us details about the amount of energy and money that would 

be saved only through turning off desktops, televisions, lights, and plug points after 

charging handphones, etc. We were recommended to make energy saving a habit 

and practice it everywhere, even at homes for the greater good.    
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4.1.3  Green rewards and compensation 

 The purpose of the data collection was to identify whether the green behaviours of 

employees in three organizations were shown approval in any manner, like praises, cash 

rewards, promotions or recognition. The three organizations involved in this research agreed 

that the pro-environmental behaviours were applauded. 

 Moreover, Organization 3 acknowledged employees who volunteered in the “Save the 

Fauna” campaign organized by an NGO operating to conserve nature. The related informant 

stated, “Photos and interviews of those involved were included in the news update of the 

company” (Informant 10, Organization 3). A representative from Organization 1 mentioned,  

 “[….] Monetary rewards, praises and ‘Employee of the Year’ award shall be 

rewarded to those who share ideas on efficiently managing the wear and tear of 

machineries.” (Informant 1, Organization 1). 
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4.2 Motivating factors of GHRM practices 

 The researcher attempted to gather insights from informants on the factors that could 

normalize GHRM practices in the organizations. The informants were also asked to offer their 

insights on the factors which may further motivate the implementation of GHRM practices 

essential to greening of the organizations. The two main factors that were emphasized by 

unanimity were strong and visible support from senior management; and reciprocal learning 

and green practices integration across the departments.  

 

4.2.1 Top-management strong and visible support 

 The support and the efforts of top management are important for encouraging 

environmentally responsible behaviours among employees agreed all representatives from the 

three manufacturers. Representatives also highlighted the necessity for high-level 

management to define the responsibilities of the human resource professionals to promote  

positive ecological behaviour in an organization. Informant 4 from Organization 1 stated: 

I assist staffs to connect and carpool with the power I have in my role, but I need 

more clarification on how I can help […] more officialization and support are 

necessary for greater repercussions.  

According to Informant 5, “It is essential for the top-management to willingly support 

these policy level decisions”. Some other informants have also highlighted the importance of 

leader’s involvement. 

[…] Environmental responsibilities should be included in job descriptions to 

formalize its implementation. Channelling green initiatives in such a way 

encourages employees to perform green habits voluntarily and helps increase 

environmental awareness. Without top management, this is not achievable 

(Informant 2, Organization 1). 

[…] Most preventative and reactive activities are needed, however without top-

management support and effective management, it is merely just one’s nightmare. 

It is a major problem with serious consequences (Informant 3, Organization 1). 
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When top executives actively participate, the severity of a new project is 

immediately enhanced (Informant 6, Organization 2). 

Switching lights off, using less papers, saving water and carpooling are basic green 

attitudes that should be practiced out of habit […] It is therefore vital for leaders 

to show such a socially responsible conduct. Since this is connected to people’s 

habit, training and learning must be conducted to improve awareness and change 

attitude (Informant 9, Organization 2). 

However, informants from Organization 3 mentioned that they have an encouraging top-

management when it comes to backing green practices. 

The company magazine typically contains a section on the current environmental 

issues edited by the head of corporate social responsibility (CSR) department or his 

staff. Besides, an email was also sent to us by the CSR division head on Earth Day 

(Informant 10, Organization 3). 

When exploring the contents of the email, it was stated, 

The email informed employees about several actions and the future aims of the 

organization on regards to conserving Mother Nature. The support and 

involvement of employees were praised and he further encouraged everyone to be 

supportive on such initiatives. Knowing him, he is an environmentalist. He often 

shares nature related content in his blogs. (Informant 10, Organization 3). 

 In other situations, although leadership support was deemed an essential element, the 

informants from the three organizations were uncertain of the leadership’s perspective on this 

subject. However, all the representatives agreed that the senior management attaches great 

importance to ISO certification. 

 The researcher also studied the three manufacturing company’s vision and goal 

statements as those would directly reflect the thoughts of top-management. It was noted that 

two of the three organizations, in their vision or mission statement, stressed the significance 

of greening. For instance, on its website, Organization 2 emphasizes “green products”. 

Organization 3 stated “Fighting global warming and safeguarding the environment” as its 

main objectives. Although vision and goal statements reflect leader’s ideals, the informants 

stressed the need for actual measures and support from leaders to promote pro-environmental 

action among employees.  
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4.2.2 Reciprocal learning and integration of green practices across departments 

 Besides that, the absence of reciprocal learning and integration of green initiatives in 

all departments was another prevalent problem. The representative said: “To learn and to work 

together towards the same aim is the notion for holistic development” (Informant 3, 

Organization 1). Another stated, “It is important to link staffs in the process, technology and 

supply chain for an effective greening of the organization” (Informant 8. Organization 2). The 

other excerpt echoing the idea was: “[…] If we want the organization to be ‘green’, then we 

must cooperate and take measures commonly aimed to the greening goal” (Informant 11, 

Organizationn3). 

Figure II – Two key factors to motivate implementation of GHRM practices 
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5.0 Discussion 

 In this chapter, the researcher has two goals. The first is to describe and summarize 

the understanding of the researcher on the findings of the research. Next, the researcher 

recommends a few strategies which can solve the two primary challenges that impede 

greening Malaysian manufacturing industry. 

 The researcher aimed to investigate the extent of GHRM practices in the Malaysian 

manufacturing sector and to identify variables to promote green behaviour. The analysis 

indicate that organisations have certain established GHRM practices, however these practices 

are not officially structured or actively pursued by GHRM efforts. While attempts are made 

by all organizations to increase environmental consciousness among employees through 

internal seminars, presentations and other informal means, one organization hosted formal 

training programmes to instill pro-environmental attitudes in the organization. In addition, no 

environmental training budget was available.  

 The main reason why organizations resort to informal outlets in sensitising green 

attitudes is that it is cheaper than official traditional environmental training. Moreover, there 

was no attempt made to assess the success of such an informal awareness raising method. Barr 

(2013) questioned the effectiveness of informal methods in bringing changes to the behaviour 

of employees. Regardless of the possible expense, manufacturers must offer their staff with 

formal education and training programmes to encourage pro-environmental conduct. Also, 

responses and appraisals should be recorded on formal training programmes. 

 Currently, it has been derived that companies solely utilise the online job portals and 

social media for recruiting and selecting. The assessment of candidates’ green attitudes and 

competencies has not been taken into account in the selecting process. It was also found that 

only factors relating to the appropriate operation and maintenance of machineries were related 

with compensation. Rewards for the pro-environmental conduct were not successfully 

implemented. Only two of the three organizations have connected their rewards to green 

behaviours, for example to voluntarily plant trees and educate their peers to cut wastes. One 

reason why an award system is not used sufficiently is because employees are driven on 

several grounds ans it is thus difficult to design a winning system that meets the needs of 

everyone (Fernandez et al., 2018). 
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5.1  Two main factors  

 The informants suggested that strong and visible support from senior management and 

reciprocal learning and green practices integration across the departments as two main factors 

that may help motivate GHRM implementation. Although all representatives agreed that the 

top-management support was critical for inspiring employees and promoting pro-

environmental actions, only one organization which is Organization 3 that its representatives 

agreed on the presence of top-management support. Senior management support is essential 

in Malaysian organizations due to the country’s power-distance culture, in which employees 

seek their superior’s approval and preference before beginning any new activity. Influence 

from top-management can increase the message’s visibility and relevance.  

 Furthermore, top leaders’ cooperation will promote other desired environmental 

practices, such as employee engagement, eco groups, and public environment awareness 

campaigns. Leaders play an important role in encouraging green practices according to 

numerous researches. The green behavioural patterns of leaders, their management style, and 

their demonstration of environment friendly actions all play a significant role in the greening 

of organizations (Robertson and Barling, 2013). Leaders’ support is crucial for instilling green 

ideals in workers (Siebenhuner and Arnold, 2007). Greening the organisations need a 

supportive environment-friendly culture, which necessitates new leadership competencies, 

behaviours and mentalities (Rimanoczy and Pearson, 2010).  

 Although research has shown that vision and mission statement are cues from the top 

management to staffs (Ramus and Steger,2020), and vision and mission statement of two out 

of the three organizations did include pro-environmental elements, the informants stressed on 

the importance of active involvement and senior management’s physical perceptibility. This 

clearly shown that pro-environmental vision and mission statements alone would not 

encourage employees to engage in environmentally beneficial activities. The top-management 

should make sound presence and be actively involved. 

 Besides that, the other major worry was that, while all of the informants agreed on the 

need of cross-departmental learning and integration of greening techniques, no room was 

made for it at any of the three manufacturing companies. One possible explanation for this is 

a lack of standardisation and strategic actions about greening project. The absence of top-

management engagement will also impede the emergence of such a coordinated 

interconnected system.  
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 Researcher recommends strategies for top-management support and integration of 

multiple divisions in this research, as these were the two main issues raised during the 

interviews. 

 

5.2  Strategies to arouse top-management support 

 Top-management support can be prompt through numerous strategies. Academic 

institutions and government authorities should host conferences on this matter as initiative 

measures. Ways and outlets for knowledge exchange should be established between those 

leaders of major corporations who are already sensitive to the environment and those who 

need to be enlightened to green management practices and sustainable growth plans. Other 

actions may be taken at a more primitive level, such as incorporating GHRM-specific courses 

into business school curricula.  

 There are academic evidences that have proven the beneficial effect of education in 

developing social responsibility and sustainable development (Mercer et al.,2017; Erhabor 

and Don, 2016; Stern et al., 2014). The Quintuple Helix innovation model considers the 

ecological systems of socio-economic development as drivers of knowledge generation and 

innovation. (Carayannis et al., 2012). Leaders should be introduced to such sensitive 

ecological models. Entrepreneurship education, like paper/plastic recycling, waste 

management, and organic production, should be encouraged since it not only promotes 

environmental progress but also provides a support structure for dealing with rubbish. Lastly, 

stringent government guidelines may help in increasing top-management support. 

 

5.3  Strategies to initiate mutual learning and green practices integration across 

departments 

 The researcher recommends aligning green human resource management (GHRM), 

green corporate social responsibility (GCSR), green supply chain management (GSCM), and 

green competitive advantage strategy (Diagram III) concerning the second key issue, 

reciprocal learning and green practices integration across departments. The integration of 

different practices inside the company will aid in reciprocal learning, which is essential for 

the development of a holistic green organisation (Kerr, 2006; Siebenhuner and Arnold, 2007). 
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Furthermore, the advantages generated by integrating GHRM, GCSR, GSCM  and green 

competitive advantage strategy will strengthen and unite the system.  

 GSCM methods involving manufacturing and logistical operations may ensure that the 

company is functioning in a sustainable manner. A sustainable supply chain led to long-term 

profitability and a strategic advantage. A sustainable structure also aids in the attraction and 

retention of talent. GHRM may learn from certain existing GSCM techniques while also 

providing a stable foundation for promoting an organization’s culture, which encourages 

greening. Such integration is critical in today’s highly globalised corporate environment, 

when natural resources are scarce, economic benefits are centralized, and having appropriate 

personnel is a question of sustainability. 

 

 

 

Figure III – Integration of different departments 

 

Integration of GHRM, 

Green CSR, GSCM & 

Green competitive  

Advantage Strategy 
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6.0 Limitations and recommendations for future research  

 The probable drawback of this study may include the common criticism that 

qualitative research is "impressionistic and subjective" (Bryman, 2004, p. 284). Research 

might be predetermined by the potential bias of the researcher (McKinnon, 1988). In this 

research, efforts were implemented to control personal inclination through a rigorous 

comparison procedure during coding, maintaining theoretical sensitivity and reflexivity. In 

addition, the researcher had summarised their interpretation to the respondents concerned after 

every interview, rectifying any misunderstandings. The procedure contributed to the 

improvement of data quality and controlled automatic bias. Another problem concerning 

qualitative studies is that it raises doubts about a widespread approach (Bryman, 2004). But 

Kvale (1996) has explained that qualitative research is generalised by analytical logic. 

 Moreover, the study focuses only on the selected manufacturing firm and results will 

not represent all manufacturing industry in Malaysia as which limits the extent of generalizing 

the study findings. Paying attention to a wide-range of industrial set ups helps to improve the 

generalizability of the findings. Besides, this research reflects the views of HR managers on 

the practises of the GHRM applied in their respective manufacturing companies. The point of 

view of all workforce groups is advisable (including non-managerial staff). Another drawback 

is that this research gives an example of the construction of a holistic organisation in only four 

domains. Future research can extend and evaluate this framework through additional activities 

like green marketing and green financing. 

 The influence of any specific GHRM practises is not identified in the literature. A 

longitudinal research will also be useful to track the impact of a particular GHRM approach. 

It will assist organisations to decide where resources may be allocated for the best 

environmental impact. As most informants acknowledged the commitment and clarity of the 

senior management on their role in going greening, future research might investigate the role 

of HR professionals to enable GHRM practises. HR practitioners are responsible for ensuring 

that policies, procedures and practices are linked, regulated and properly conveyed to all 

workers throughout companies (Rimanoczy and Pearson, 2010). HR professionals can 

therefore be excellent for influencing changes to the environment (Dubois and Dubois, 2012). 

It will also be enlightening to examine the use of GHRM practises in combination with 

principles of organisational transformation, as changes at the organisational level will be 

necessary to green a company via human resources practises. 
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Appendixes 

INTERVIEW GUIDE 

Research Questions 

• How is the extent of implementation of GHRM practices in the selected manufacturing 

industry?   

• What are the key factors, which may further motivate implementation of GHRM practices 

in the selected manufacturing industries? 

Probing Questions 

1. Are you aware of what is Green Human Resource Management? 

2. Does the organization record the use of paper during recruitment and 

selection? 

3. Is there a guideline to optimally utilize paper at the time of recruitment 

and selection? 

4. Does the organization consider social networking sites for recruitment? 

5. During selection, does the organization look for factors such as green 

personality, green values, green attitudes, green skills or green 

behaviors in candidates? 

6. Is there any environmental training provided by the organization?  

7. What is the nature of that training?  

8. What is the amount of money invested by the organization in providing 

training to employees for promoting green behavior/activities? 

9. Is there a feedback mechanism to collect suggestions/ opinions of 

employees with regard to the environmental initiatives?  

10. Is there any other activity that the organization conduct for 

environmental development? 

11. Are green behaviors applauded through any means, such as monetary 

rewards or recognition? 

12. What are the key factors, which may further motivate implementation 

of GHRM practices in the organization? 
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INFORMANT CONSENT FORM 

  

Title of Study:   Green Human Resource Management Practices in Malaysian  

    Manufacturing Industry. 

Researcher:    Ranjetha Nagalingam, final year BSc. (Hons) Human Resource  

  Development student (with assistance from Dr. Florianna Lendai,  

  Lecturer at University Malaysia Sarawak)  

*This is a research study. Please take your time in deciding if you would like to participate. 

Please feel free to ask questions at any time.  

 

INTRODUCTION  

The purpose of this study is to study the implementation of green human resource management 

(GHRM) practices in Malaysian manufacturing industry. Furthermore, participants will help 

the researcher understand the key motivating factors for the employees to exhibit 

environmental-friendly behaviors and practices within the organization. You are being invited 

to participate in this study because you fit the criteria for this study:  

▪ Working in a manufacturing industry 

▪ More than  1 year of working experiences 

▪ Human resource managers 

DESCRIPTION OF PROCEDURES  

If you agree to participate, Ranjetha Nagalingam will interview you for no longer than 60 

minutes. You will be presented with the interview guide ahead of time. The full interview will 

be recorded. You will be identified by a pseudonym for the study and your information will be 

protected before, during, and after this research project. During the interview process, you may 

skip any questions that you do not wish to answer.  

RISKS   

There are no known or foreseeable risks for participation in this study.  

BENEFITS  

If you decide to participate in this study, there are no personal advantages to participation.  

COSTS AND COMPENSATION  

You will not have any costs related to participating in this study, other than the time you spend 

during the interview and reviewing the interview transcript. The time you spend as a participant 

in this study is voluntary. 
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PARTICIPANT RIGHTS  

Your participation in this study is completely voluntary and you may initially refuse to 

participate or stop participating in the study at any time. If you decide to not participate in the 

study or leave the study early, it will not result in any penalty or detrimentally affect your 

relationship with the researcher, her supervisor, and/or University Malaysia Sarawak.  

CONFIDENTIALITY  

Records identifying participants will be kept confidential to the extent permitted by applicable 

laws and regulations and will not be made publicly available.  

To ensure confidentiality to the extent permitted by law, the following measures will be taken:  

• Your interview will be recorded and transcribed but you will be 

identified in the transcripts and on tape with a pseudonym.  

• The data will be stored on a password-protected computer at all times.  

• The data only will be kept until the completion and publication of the 

study. If the results are published, your identity will remain confidential.   

QUESTIONS OR PROBLEMS  

You are encouraged to ask questions or express your concerns at any time during this study.  

  

For further information about the study, contact researcher, Ranjetha Nagalingam at 016-

7043044 or ranjethanagalingam@gmail.com. 

 

PARTICIPANT SIGNATURE  

Your signature below indicates that you voluntarily agree to participate in this study, that the 

study has been explained to you, that you have been given time to read this document, and that 

your questions have been satisfactorily answered. You will receive a copy of the written 

informant consent prior to your participation in the study.  

  

Participant’s Name :  ___________________________________________________ 

Participant’s Email Address:  ___________________________________________________ 

Participant’s Signature:                       Date: ____________________ 
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INTERVIEW PROTOCOL 

  

   Hello, (informant name). Thank you so much for agreeing to speak with me. I 

know you have a busy schedule and really appreciate your willingness to participate in this 

project.   

  

   As informed earlier, I am a final year BSc. (Hons) Human Resource 

Development student  at University Malaysia Sarawak conducting a study on the green 

human resource management practices in Malaysian manufacturing industry.  

 

   Any information you share will not be attributed to you or used to identify you 

or anyone else. You will remain anonymous in any ensuing presentations or publications 

that may stem from this study. As a result of your participation, there should be no risks 

for you personally or for your oragnization. Your participation is strictly voluntary and may 

be discontinued at any time during the interview. You may also decline to answer any 

question during this interview.  

  

   For ease of note taking, getting all of your input, and not slowing down the 

interview, I would like to record our conversation. The recording made today will be kept 

confidential and in a safe place. The only people that will hear the audio recording will be 

me. It will be kept in a secure location and destroyed when the study is complete. If at any 

time you would prefer that I turn the recorder off, please let me know, and I will do so 

immediately.   

  

✓ Any questions before we begin?  

 

✓ Did you sign the Informant Consent to participate in this study?  

 

✓ Do I have your permission to begin recording our discussion?  
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PARTICIPANT LIST – HR REPRESENTATIVES 

 

 

  

 

 


