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ABSTRACT 

Green human resources management (GHRM) represents the process of generalizing and incorporating 

various environmental practices in the field of HR policy and is considered one of the most important 

elements of supporting sustainable development. Therefore, companies today must flexibly determine 

pro-environmental HR practices and the extent of their impact on sustainable development. This study 

aimed to determine GHRM practices for Jordanian service companies listed on the Amman Stock 

Exchange to promote sustainable development. The study data was collected using the analytical and 

descriptive methodology. A random sample was selected including 383 administrative employees in 139 

Jordanian service companies. Data were collected using an electronic questionnaire and analyzed using 

the Statistical Package for the Social Sciences (SPSS). The statistical results showed that there is a 

strong positive relationship to the impact of GHRM in promoting sustainable development for Jordanian 

service companies. Based on the results, the study recommended the necessity of service companies 

adopting the concept of GHRM and its impact on sustainable development. It also recommended that 

the organization should actively work to promote constructive transformation within societal institutions 

and spread knowledge and awareness related to the impact of GHRM on sustainable development and 

thus call for its advancement. 

 
KEYWORDS: Green human resource management; Sustainable development; Jordanian service 

companies.  

 

1. Introduction1 

GHRM represents the process of generalizing and 

incorporating various environmental practices in 
the field of HR policy and is considered one of the 

most important elements of supporting sustainable 

development [1,2]. Therefore, companies today 
must flexibly determine pro-environmental HR 

practices and the extent of their impact on 

sustainable development [2]. Globally, many 

concerns have emerged as a result of the rapid 
growth and economic expansion that leads to the 

depletion of natural resources, so it was necessary 

to move towards an environmentally friendly and 
sustainable economy in the future [3]. The 

business world is currently witnessing an 

increasing interest in the green transition and 

strengthening of the green economy. This is 
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evident through the focus of international, 

research organizations, and competent authorities 

on the necessity of paying attention to 

environmental dimensions and preserving them, in 
addition to preventing environmental degradation 

[2,4]. One of the most important things that 

organizations resort to during the green 
transformation are the issues of managing green 

HR and the practices they undertake to transform 

from traditional organizations to green 

organizations that care  
about environmental aspects in all their activities 

[4]. 

The terms of green, sustainability, and 
environmental management have emerged in the 

last 20 years, thus organizational understanding of 

environmental issues has increased as a result of 
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increasing environmental pressures in the market, 

customers, and governments [4,5,6]. GHRM is 

considered a means of achieving sustainability by 
influencing employees’ actions and making them 

aware of the importance of having a green 

environment, as well as enhancing their morale 

and thus increasing their productivity [7,8]. While 
for organizations or companies, GHRM enhances 

their environmental and financial performance [8]. 

Therefore, environmental issues have become a 
popular topic in administrative sciences, also 

Green Human Resource Management Processes 

(GHRMPs) that integrate environmental 
management techniques with HRM have emerged 

as an important area for conducting many studies. 

GHRMPs are an evolving way of implementing 

the HR function and are an essential tool for 
implementing sustainable development [9,10]. 

Currently, companies have to deal with increasing 

competition, so managers are looking for new 
ways to maximize organizational resources - 

especially HR, which is an essential element in 

implementing policies and practices to enhance 

corporate success [2]. Moreover, companies have 
begun to develop eco-friendly business strategies 

to enhance their social, economic and 

environmental performance for the achieve the 
balance between resource consumption and 

economic development [11]. Governments, 

communities and environmental agencies have 
been forced to put pressure on companies to adopt 

more comprehensive green practices because they 

not only result in financial gains and operational 

development but also lead to improved 
environmental performance and competitive 

advantage for the company [12]. 

Human consumption of resources such as energy 
consumption in the service sector and 

contemporary institutions, has led to the gradual 

deterioration of the natural environment due to 
increased waste and emissions, and therefore the 

concept of sustainable development had to emerge 

[2]. In addition to that, the idea of sustainable 

services has emerged, which centered on the 
integration of service design components and 

service delivery activities to achieve sustainability 

goals within service companies. However, 
incorporating sustainable practices into service 

departments represents a major operational 

challenge because sustainable performance 

practices are multifaceted and complex dynamic 
processes [13]. Globally, sustainable development 

is considered a new and flexible concept that 

responds to all the challenges facing human 
activities and aims to develop economic 

development, prevent its adverse effects, and 

develop new strategies for management and 

organizations that work with environmentally 

friendly technologies [2]. The principles of 
sustainable development are based on the fact that 

economic, social, and environmental goals are 

linked to each other [2]. Therefore, to develop any 

company, there must be a balance between the 
economic, social, and environmental aspects of its 

economic activity, and the company must work to 

find environmentally friendly economic solutions 
[2]. This confirms that companies that are 

interested in GHRM are promoting sustainable 

development, as GHRM is a tool for the 
development of various sustainable projects. To 

improve their environmental performance, service 

organizations in Jordan have recognized the value 

of implementing sustainable practices, such as 
GHRM [14,15]. So, environmental issues must be 

incorporated into HRM procedures, policies, and 

practices as part of GHRM. 
In the current study, we seek to highlight the use 

of GHRM as a tool to promote the sustainable 

development of Jordanian service companies and 

also aim to diagnose the gap associated with this. 
In Jordan, there is a research gap related to studies 

that focus on the topic of GHRM and its 

relationship to the sustainable development of 
Jordanian companies. Therefore, it was important 

to conduct this study to clarify the effective role of 

GHRM and determine the impact of its green 
activities such as employee training, green 

recruitment, and performance review procedures 

on the organizational and performance 

environmental awareness of employees in 
Jordanian service firms. Moreover, this may be the 

first study that highlight on how GHRM helps 

Jordanian service companies promote sustainable 
practices. Thus, this study contributes to 

supporting the literature to clarify the concept of 

GHRM and sustainable development and their 
relationship to environmental protection well in 

developing countries, especially Jordan. 
 

2. Literature Review 

2.1. Green human resource management 
There is no specific or comprehensive definition 
of the concept of GHRM, but it has become 

popular in recent years throughout the world. 

Arulrajah et al. (2015) defined GHRM as the 

methods, practices, and processes that are 
implemented to enhance and improve the positive 

environmental impacts and sustainable 

environmental performance of organizations [16], 
While they defined HR practices as the processes, 

methods, and programs that are handled and 

implemented by the HR department in the 
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organizations [16]. In addition, Wulandari and 

Nawangsari (2021) stated that GHRM is the basic 

element that helps organizations and enables them 
to combine the objectives of HRM with 

environmental management [17]. In other words, 

GHRM has been defined as a set of important 
strategies for implementing all green practices that 

aim to enhance environmental performance to 

achieve sustainable development [18]. GHRM 
takes into account not just environmental concerns 

but also the financial and social welfare of both 

employers and employees. For the benefit of 

people, society, the environment, and the 
company, it includes procedures, policies, and 

systems designed to instill environmental 

consciousness in workers [19]. Although there are 
several definitions of GHRM, they all center on 

the relationship between an organization's 

environmental performance and its management 
practices [20]. GHRM is defined as implementing 

of HRM policies that encourage the optimal 

utilization of resources within business 

organizations while promoting environmental 
protection, which in turn contributes to enhancing 

employee satisfaction and morale. Furthermore, 

HRM is defined as a set of interconnected 
"activities, functions, and processes that are linked 

to each other to attract, develop, and retain HR 

within organizations" [21]. 

For organizational functioning, GHRM 
procedures are important to establish and maintain 

an environmental management system (EMS), 

which helps companies achieve better 
environmental performance [22]. Many Jordanian 

studies mentioned the importance of GHRM, 

which is represented in improving business 
attractiveness, training and development, 

employee retention, performance evaluation, and 

environmental benefits [14,18,23,24].  

Al-Abbadi and Abu Rumman mentioned (2023) in 
a study conducted in Jordan that there is a 

relationship between GHR and the managerial 

aspects of the company, as they explained that 
there are many business and innovation companies 

that are interested in practices related to GHR, to 

improve the sustainable performance of these 
companies and thus achieve economic 

sustainability, which constitutes a solid foundation 

for environmental and social sustainability [18]. 

This reflects positively on the managerial aspects 
of all service companies in Jordan [18]. In 

addition, Alkhodary (2022) explained in a study he 

conducted in Jordan that employees’ positive 
behaviors and attitudes are directly linked to 

GHRM practices and policies, this leads to 

reducing the environmental impact of firms in 

Jordan and thus improving business sustainability 

therein [23]. 

In addition, GHRM refers to a collection of actions 
involving hiring, putting into practice, and 

ongoing upkeep to protect the organization's green 

environment as seen by its employees. Given its 
significance in generating innovative solutions to 

environmental challenges inside the company, 

employees must be inspired to promote 
environmental consciousness and work toward 

green initiatives to protect the environment [25]. 

GHRM incorporates cost-effective and efficiency-

enhancing efforts along with employee 
engagement and retention, enabling a company to 

achieve excellence and boost productivity. The use 

of GHRM also helps save costs by boosting sales 
of ecologically friendly products [26]. In addition, 

the use of GHRM helps improve the economic 

performance of companies such as saving 
operating costs, reducing water and energy 

consumption, and eliminating waste [27]. 

Rawashdeh (2018) confirmed through a study he 

conducted in Jordan that to practice GHRM in 
companies, a green reward system must be applied 

to motivate employees to practice green behavior, 

but this system has not been widely applied in 
Jordanian companies or organizations [14]. 

GHRM also plays many important roles by 

providing green initiatives, improving employee 

retention rates, promoting and supporting other 
green jobs such as managing green supply chains, 

green marketing, etc., and strengthening support 

for environmentally friendly activities, which 
leads to increased production and lower costs to 

reach better business efficiency [28]. The main 

objective of GHRM is to use resources in an 
environmentally friendly manner, enhance the 

sustainable performance of the organization, and 

raise the level of awareness of the personnel 

working in the environment, which leads to their 
commitment to addressing environmental 

problems and thus enhance environmental 

awareness among workers in a way that leads to 
their adoption of environmentally friendly 

behaviors in their lives, whether functional or 

private [29].  
Therefore, GHRM established policies to achieve 

its main goal, which is to motivate staff members 

to participate in environmentally friendly 

initiatives and improve their environmental skills. 
This is done through GHRM techniques, which are 

as follows: First, the green selection and 

appointment process, which attracts superior 
talent and employs individuals with the skills, 

abilities, and behaviors determined by 

environmental management systems within the 
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organization [30]. In addition, maintaining 

competent employees in the organization is the 

basic and most important function of HRM [31].   
Secondly, green training is the process of changing 

employees in the organization for the better or 

developing the information, capabilities, skills, 

ideas, and behaviors of individuals to prepare and 
qualify them appropriately to meet the 

requirements of current jobs and work to develop 

them, in addition to acquiring technical and mental 
skills to meet the future needs of the organization 

and achieve success [32]. Thirdly, green rewards 

are considered one of the main processes of 
GHRM through which employees are rewarded 

for their performance [33], and Fourthly, green 

performance appraisal is a process of 

compatibility between organizational goals, 
environmental responsibilities, and performance 

management plans in the organization, so that 

environmental performance is integrated with 
performance management, in addition to interest 

in enhancing green professional competencies and 

behaviors [34]. 
 

2.2. Promoting sustainable development 
The concept of development is a broad concept 

represented by several measures as a way to 
confront the rapid changes that it faces culturally 

and civilizationally which affect its life 

economically, politically, socially, and culturally 
[35]. The meaning of sustainable development can 

also be briefly referred to as development that does 

not harm environmental systems and natural 

resources such that it leads to suffering for future 
generations, on the contrary, it aims to improve 

their lives and enable them to enjoy the luxury of 

the environment that meets their needs [243,5536]. 
The Sustainable Development Goals (SDGs) 

provide a comprehensive perspective on the 

interconnected nature of human economic, social, 
and environmental needs and challenges, and 

highlight the importance of sustainable 

development through the United Nations 

developing innovative ways for all countries of the 
world to achieve the SDGs [1,37]. Moreover, the 

2030 Agenda for sustainable development 

acknowledges the deep interconnectedness and 
cross-cutting elements across goals and targets, it 

also acknowledges the importance of addressing 

poverty, education, health, economics, and 

employment, as these factors are crucial to human 
development. By considering these issues, a more 

comprehensive and sustainable approach can be 

taken to meet the diverse needs of humanity [37].  
Zhang et al. (2014) noted that GHRM for 

companies is aligned with global SDGs such as the 

United Nations SDGs, indicating the commitment 

of organizations or companies to the society in 

which they operate [38]. Therefore, companies 
must apply all principles of sustainable 

development and face their challenges to work to 

increase the well-being of societies [2]. 

Sustainable development is directly linked to 
economic, environmental, and social goals, and all 

of these goals are shared by all individuals in 

societies [2]. In addition, the primary goal of 
economic development is to increase the income 

of individuals and the society to which they 

belong. Therefore, individuals achieving an 
increase in income , which allows them to control 

resources to reach a state of sufficiency in terms of 

the standard of living, health, education, and 

culture of society [39]. Economic development 
includes a set of initiatives, policies, or actions 

aimed at promoting sustainable economic 

development that includes several practices such 
as employment, green assessments, training, and 

development to improve the sustainability of 

companies or organizations [40]. The specific 

meaning of economic development varies 
depending on the unique characteristics of each 

society, as different societies have their distinct 

opportunities, challenges, and priorities. 
Therefore, an effective economic development 

plan must take into account the needs and 

aspirations of the individuals who reside and 
contribute to society. By involving them in the 

planning process, economic development efforts 

can be better designed to meet their specific 

requirements and aspirations [41].  
Economic development refers to the 

transformation of basic, low-income national 

economies into advanced industrial economies. 
While the term is occasionally used 

interchangeably with economic growth, it 

typically encompasses a broader scope, 
encompassing both qualitative and quantitative 

advancements in a country's economy. The theory 

of economic development explores how 

underdeveloped and impoverished economies can 
progress toward becoming more developed and 

prosperous. This theory holds significant 

relevance for less developed countries, where 
discussions on economic development primarily 

take place. It focuses on understanding the 

processes and factors involved in facilitating the 

transition from primitive and impoverished 
economies to more advance and thriving ones 

[42]. 

On the other hand, the environmental problems 
caused by human societies through their 

traditional economic developmental activities led 
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to increasing criticisms and voices calling for the 

need to put an end to environmental neglect, and 

the inevitability of linking development with the 
environment to preserve the continuity of human 

life and, with it, the lives of other living and 

natural organisms that are threatened with 
extinction as a result of environmental waste and 

misuse of available resources [43]. 

Moreover, It is necessary to break out of the 
current systems' traditional framework of 

maximizing the self-interests of owners by 

increasing their wealth and maximizing profit as a 

primary goal only, and it must activate its practice 
in the field of sustainable development, which 

means that it must measure activities with 

sustainable development content (from an 
economic, environmental, and social point of 

view) [44]. 

Finally, some previous studies stated that 
sustainable development has a broad concept that 

responds to various global challenges that relate to 

the various activities of humans in all countries of 

the world and includes economic, social, and 
environmental development [2,45-47]. In 

addition, studies have clarified what the concepts 

of economic, social, and environmental 
development refer to. 

- Economic development: is a means of achieving 

sustainable increases in prosperity and quality of 

life achieved through innovation, reduction of 
transaction costs, and the use of capabilities 

towards responsible production and deployment of 

goods and services [45]. 
- Social development: Social development is about 

improving the well-being of everyone in society so 

that they can achieve their full potential, as the 
success of society is linked to the well-being of 

every citizen, so social development means 

investing in people [46]. 

- Environmental development: is a means of 
protecting natural resources and optimal use of 

agricultural land and various resources without 

depleting them [47]. 
 

3. Hypothesis Development 
Many studies focused on the greening of 
businesses and the relationship between 

environmental management and human resource 

management between 1990 and 1996. As a result, 
academic institutions may perform better in terms 

of sustainability and the environment if they use 

Green GHRM [30]. According to Rusinko (2010), 

companies are beginning to prioritize 
sustainability more highly in the twenty-first 

century [48]. Furthermore, there is a growing push 

from stakeholders and local governments for 

organizations to implement sustainable practices. 

Numerous studies and previous research have 

consistently demonstrated a positive relationship 
between GHRM and the promotion of sustainable 

practices. For instance, Yong et al. (2020) 

conducted a study on Malaysian industrial sites 
and found that human resource management and 

plans have a positive impact on organizational 

sustainability [49]. Similarly, a recent study 
discovered a positive linear correlation between 

GHRM and the sustainability of educational 

institutions, with GHRM practices such as green 

employee participation, training, and performance 
management contributing to achieving 

sustainability [50]. According to [12] the 

application of GHRM practices and their influence 
on sustainable performance in the service sector 

was evaluated, and it was found that GHRM 

practices have a major positive impact on 
sustainable performance. In particular, it was 

discovered that green practices such as green 

hiring, green training and involvement, green 

performance management, and green 
compensation had a favorable effect on long-term 

performance [12]. When [51] looked at how 

Ghanaian small- and medium-sized 
manufacturing companies performed 

environmentally, they discovered that GHRM 

practices had a direct and substantial influence on 

environmental performance. In addition, a recent 
study showed that there is a relationship between 

GHRM and organizational performance [52].  

Where this study emphasized the aspects of green 
performance management, green training and 

development, green recruiting and selection, and 

green compensation and reward management, also 
it offered empirical support for the notion that 

green employee empowerment and GHRM 

practices have a favorable association with 

organizational performance [52]. According to 
[53], GHRM practices have a significant impact 

on the psychological climate and organizational 

culture, and these factors have a good relationship 
with sustainable environmental competency. Also, 

this study demonstrated that GHRM practices 

have a positive impact on environmental factors 
and contribute to sustainable environmental 

efficiency. Moreover, the positive effects of 

GHRM and corporate social responsibility 

practices have been confirmed as improving the 
performance related to society, the environment, 

and the sustainability of construction companies 

[25]. Also, [54] discovered that corporate social 
responsibility and GHRM practices are mediated 

by organizational citizenship behavior toward the 

environment, suggesting that this conduct has a 
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major impact on sustainable performance. A study 

found that there is a favorable correlation between 

adopting GHRM practices and greater competitive 
advantage as well as the accomplishment of the 

maximum social value [55]. Although most 

research only highlights the benefits of GHRM 

practices, some studies have shown that GHRM 
practices have a significant beneficial impact on 

environmental performance, organizational 

performance, sustainability, and several societal 
and employee-related issues. Based on the above, 

the following hypotheses can be reached: 

H1: There is a statistically significant impact at the 
level of (α≤0.05) of green human resource 

management in promoting sustainable 

development on Jordanian service companies. 

H1.1: There is a statistically significant impact at 
the level of (α≤0.05) of green selection and 

appointment in promoting sustainable 

development on Jordanian service companies. 
H1.2: There is a statistically significant impact at 

the level of (α≤0.05) of green training in 

promoting sustainable development on Jordanian 

service companies. 
H1.3: There is a statistically significant impact at 

the level of (α≤0.05) of green rewards in 

promoting sustainable development on Jordanian 
service companies. 

H1.4: There is a statistically significant impact at 

the level of (α≤0.05) of green performance 
appraisal in promoting sustainable development 

on Jordanian service companies. 

 

4. Research Methodology 
To achieve the main aim of the current study, 

which is to determine GHRM practices for 
Jordanian service companies and verify their role 

in promoting sustainable development, a 

descriptive and analytical approach was used to 

collect data, test hypotheses, and address research 
questions related to the subject of the study.  The 

descriptive and analytical approach was chosen 

based on the nature of the study problem and 
questions. The descriptive analytical approach was 

also used to evaluate the target population, which 

includes encompassing attitudes, opinions, 
demographic information, conditions, and 

procedures.  

 

4.1. Study population and sample 
The target study population included 139 

Jordanian service companies listed on the Amman 

Stock Exchange. These companies were chosen 
because they seek to achieve sustainable 

development and keep pace with global changes in 

the field of green management. The size of the 

target population was relatively large, and 

therefore it is difficult to reach all individuals 

working in these companies, in addition to the 
limited time available to collect data. Therefore, 

an appropriate random sample consisting of 383 

male and female administrative employees in 

Jordanian industrial businesses was selected. The 
383 electronic questionnaires were sent to all 

service companies through the website and email 

during the period from July to October 2023. 
However, the number of questionnaires that were 

approved to be filled out by service companies and 

answered correctly by employees was only 327. 
This indicates that the response rate was 85%. 

 

4.2. Data collection 
The current study relied on the descriptive 

analytical approach and two different sources were 

used to obtain the data and information necessary 
to achieve the objectives of the study. The first 

source was the research tool, which was an 

electronic questionnaire consisting of a set of 

items that reflect the objectives of the study and 
include the analytical aspects of the subject of the 

study. The second source was secondary sources 

that included theoretical and scientific literature, 
including books, university theses, scientific 

research articles, peer-reviewed journals, and 

academic works published in Arabic and English. 

These sources played a crucial role in helping 
researchers gather the information they needed to 

build the study's theoretical framework, refine its 

objectives, and review key findings. In addition, it 
was of great importance in developing study 

hypotheses. 

 

4.3. Reliability test 
To ensure that the questionnaire's items were 

adequate and consistent, the Cronbach's Alpha 
value was determined. The value is statistically 

acceptable if the result is more than 0.70, and the 

closer it is to one (or 100%), the more reliable the 
search tool will be [56]. Cronbach Alpha ranges 

from 0.731 to 0.945, as seen in Table (1). To put it 

another way, the study tool is reliable, and the data 

it generates is accurate and trustworthy for 
assessing variables. Since all independent and 

validated variable dimensions are greater than 

70%, reliability has been taken into account. 
Insert table 1 

4.4. Descriptive statistical analysis 
The mean of GHRM is 3.624. According to Table 
(2), the mean for the variable "Green Selection and 

Appointment" was calculated to be 3.467. This 

indicates a high level of agreement among the 
respondents regarding this variable. Upon 
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examining the individual item responses, it is 

evident that Your organization "Green business 

relationships are used to attract green workers", 
received the highest average rating of 3.671. On 

the other hand, the paragraph "The company 

attracts green job candidates who use green 
criteria to select organizations", which a lower 

average rating of 3.270. 

Insert table 2 

The mean for the variable "Green Training" was 

calculated to be 3.562. This indicates a high level 

of agreement among the respondents regarding 

this variable. Upon examining the individual item 
responses, it is evident that "the company educates 

employees about the importance and value of 

environmental management", received the highest 
average rating of 3.679. On the other hand, the 

paragraph "The company has green knowledge 

management by linking environmental education 
and behavioral knowledge to develop preventative 

solutions", which a lower average rating of 3.418.  

The mean for the variable "Green Rewards" was 

calculated to be 3.755. This indicates a high level 
of agreement among the respondents regarding 

this variable. Upon examining the individual item 

responses, the company motivates its employees 
to carry out activities in support of the 

environment, received the highest average rating 

of 3.854. On the other hand, the paragraph "The 

company recognizes green rewards as public 
recognition, awards, paid vacations, certificates of 

appreciation, and gifts", which a lower average 

rating of 3.648. 
The mean for the variable "Green Performance 

Appraisal" was calculated to be 3.711. This 

indicates a high level of agreement among the 
respondents regarding this variable. Upon 

examining the individual item responses, it is 

evident that the paragraph "There are no obstacles 

in the performance management system for non-
compliance or failure to meet environmental 

management objectives", received the highest 

average rating of 3.839. On the other hand, the 
paragraph "The company's employer defines 

green goals and responsibilities for managers and 

employees", which a lower average rating of 
3.574. 

According to Table (3), the mean for the variable 

“sustainable development "was calculated to be 

3.623. This indicates a high level of agreement 
among the respondents regarding this variable. 

Upon examining the individual item responses, it 

is evident that "the company allows you to work 
from home or remotely", received the highest 

average rating of 3.894. On the other hand, the 

paragraph “The company adopts the concept of 

sustainable development”, which a lower average 

rating of 3.436. 
Insert table 3 

The first main hypothesis 
To test the first main hypothesis, multilinear 

regression analysis was performed. 
The first main hypothesis of the study was as 

follows: "There is a statistically significant impact 

at the level of (α≤0.05) of green human resource 
management in promoting sustainable 

development on Jordanian service companies". 

The correlation coefficient (R = 0.931) shows that 

GHRM has an impact on Jordanian service 
companies' methods for promoting sustainable 

development. Table (4) shows that the effect of the 

independent variable (GHRM) on promoting 
sustainable development is statistically 

significant, with a calculated value of F (314.886) 

and a level of significance (sig = 0.000) less than 
0.05. The coefficient of determination (R2 = 867) 

shows that variation in quantitative methods can 

account for 86.7% of the variation in (promoting 

sustainable development). 
Insert table 4 

The values of the regression coefficients for the 

variable's sub-dimensions (GHRM) are displayed 
in Table (4). This table makes it evident that the 

Green Selection and Appointment dimension's B 

value was (0.110) and that its computed T value 

was (2.945) at a significant level (0.004). It is less 
than 0.05, meaning that at the significance level 

(α≤0.05), there is a substantial positive effect. The 

table clearly shows that the value of T was 
calculated in this dimension (2.032) at a 

significance level (0.043), that is, less than 0.05, 

indicating a substantial positive effect at (α≤0.05). 
The value of B in the Green Training dimension 

was (0.075). This table makes it evident that there 

was a substantial positive influence in the Green 

Rewards dimension, with the B value being 0.400 
and the T value being 9.289 at a significance level 

of (0.000), less than 0.05. where (α≤0.05). 

Additionally, the data makes it evident that there 
was a significant positive influence, with the B 

value in the Green Performance Appraisal 

dimension being 0.380 and the T value being 7.111 
at a significance level of (0.000), less than 0.05 

when (α≤0.05). 

To test the sub-hypotheses (H1.1, H1.2, H1.3, 

H1.4), simple linear regression analysis was 
performed. It was found that there is a positive 

association between the first (green selection and 

appointment) and the second dimension 
(sustainable development), as indicated by Table 

5, where R-value of (0.676). When all other factors 

stay constant, the coefficient of determination 
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results show that (R2 = 457), which indicates that, 

when it comes to sustainable development, the 

(Green Selection and Appointment) domain 
accounted (45.7%) of the variation. At the 

significance level (α ≤ 0.05), it was demonstrated 

that the regression's significance was supported by 

the value of (F) reaching 164.775 at the confidence 
level (sig = 0.000). 

Insert table 5 

From Table (5) the second dimension's R-value of 
0.768 suggests that there is a positive correlation 

between the two dimensions (green training and 

sustainable development). When all other factors 
are taken into account, the coefficient of 

determination yields a value of (R2 = 0.590), 

meaning that (59%) of the variance in (sustainable 

development) can be attributed to the (Green 
Training) domain. Additionally, it was shown that 

the regression was significant at the level of 

significance (α < 0.05) based on the value of (F) 
reaching (282.488) at the level of confidence (sig 

= 0.000). 

The R-value of 0.868 shows that there is a positive 

relationship between the third dimension 
(sustainable development) and the dimension 

(green rewards). The coefficient of determination 

findings indicates that the (Green Rewards) 
domain explained 75.4% of the variation in 

(sustainable development), assuming that all other 

factors remain constant. This translates to a 0.754 
coefficient of determination. The regression's 

significance at the α < 0.05 significance level was 

also shown by the value of (F) obtained (599.830) 

at the level of confidence (sig = 0.000). 
The fourth dimension's R-value of 0.887 suggests 

a good relationship between sustainable 

development and Green Performance Appraisal. 
That is, according to the coefficient of 

determination finding, which is (R2 = 0.787), the 

variation in (sustainable development) was 
explained by the (Green Performance Appraisal) 

domain in 78.7% of cases, while all other 

components remain constant. Furthermore, it was 

shown that the regression's significance at the 
significance level (0.05) was confirmed by the 

value of (F) reaching (722.166) at the confidence 

level (sig = 0.000). 
 

5. Results 
Societal advancement has been propelled by the 
innovation and growth of the service industry. 

There is an increasing need to address the 

unanticipated environmental repercussions of 
human activity as the world community grows. 

Resource depletion, pollution, and climate change 

have dominated discussions about sustainable 

development, compelling a paradigm change in 

business practices. A cutting-edge tactic that could 

benefit Jordanian service companies listed on the 
Amman Stock Exchange (ASE) is GHRM or 

HRM. These companies may hasten the shift to a 

more ecologically and socially conscious future by 

implementing human resource policies and 
practices that support sustainability goals. For 

sustainable development, learning about GHRM is 

essential. A significant knowledge gap is filled and 
new opportunities are created by this research. By 

examining how Jordanian service businesses listed 

on the Amman Stock Exchange might apply 
GHRM practices, we can find solutions that 

facilitate competitiveness, social responsibility, 

environmental sustainability, and organizational 

performance. For Jordanian business stakeholders, 
this report has significant implications. A roadmap 

for implementation will be provided, and 

policymakers, business leaders, and HR specialists 
will gain knowledge on how GHRM may promote 

sustainable growth. For businesses looking to 

align their HR strategy with sustainability 

principles and enable employees to be change 
agents for the environment, this research also 

provides fresh insights and practical suggestions. 

By emphasizing the connection between the 
sustainable development of Jordanian service 

firms listed on the Amman Stock Exchange and 

GHRM, this article seeks to advance knowledge 
and revolutionize business. We want to create a 

future where ethical business practices benefit 

society, the environment, and organizations 

through in-depth study and factual data. 
 

6. Discussion 
According to the results of the study, GHRM 

practices affect Jordanian service firms' ability to 

promote sustainable growth. Nonetheless, the 

effect of the independent variable (GHRM) and 
the difference in (supporting sustainable 

development) can account for the variance in 

quantitative approaches (86.7%). The field of 
"green selection and appointment" explained 

45.7% of the variance in "sustainable 

development" when all other parameters were kept 
constant. The field of "green training" explained 

59% of the variance in "sustainable development" 

when all other variables were kept constant. It was 

also shown that the field of "green rewards" 
explained 75.4% of the variation in "sustainable 

development" when all other parameters were kept 

constant. Moreover, the field of (green 
performance evaluation) explained (78.7%) of the 

variance in (sustainable development) when all 

other components were kept constant. According 
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to [30], GHRM may help institutions perform 

better in terms of sustainability and the 

environment. As per Rusinko (2010), all 
organizations in the twenty-first century should 

prioritize sustainability. He also emphasized how 

organizations are being encouraged to adopt 
sustainable practices by local governments and 

other stakeholders [48]. Moreover, the results of 

several studies indicate a connection between the 
advancement of sustainable practices and GHRM 

[2,12,25,54]. According to research by Yong et al. 

(2020) the results of their study showed that HRM 

and plans have a favorable impact on 
organizational sustainability [49]. Green 

employee engagement, training, and performance 

management are examples of GHRM approaches 
that help achieve sustainability, This result is 

consistent with the findings of a study conducted 

by Mohammed and Fisal in Iraq (2023) [50]. 
When evaluating the degree of adoption of GHRM 

practices and their impact on sustainable 

performance in the service industry, results were 

obtained consistent with the results of the study 
conducted by Gilal et al. (2019) in Pakistan [30]. 

The outcomes demonstrated that high-level 

sustainable performance may be attained through 
the use of GHRM techniques. Additionally, 

sustainable performance was positively impacted 

by green practices (green hiring, green training, 

and participation, green performance 
management, and pay). 

 

7. Conclusion 
The research concludes that it would be 

advantageous for the business to give green hiring 

and selection procedures top priority. In particular, 
the business ought to try to draw in candidates 

who, when assessing possible employers, give top 

priority to eco-friendliness. It is important to 
recognize the value of green training, which may 

be achieved by developing environmental 

management-focused training programs that 
improve employees' environmental knowledge, 

skills, and experiences. In order to create 

preventative solutions, the business also integrates 

behavioral knowledge and environmental 
education into its green knowledge management 

initiatives. For the business, it is important to 

recognize green advantages like presents, 
certificates of gratitude, paid time off, public 

acknowledgment, and prizes. On the other hand, a 

green performance appraisal comprises the 

employer of an organization defining ecologically 
responsible goals and responsibilities for its 

managers and employees. Based on the results, the 

study recommended the necessity of service 

companies adopting the concept of GHRM and its 

impact on sustainable development. It also 

recommended that the organization should 
actively work to promote constructive 

transformation within societal institutions and 

spread knowledge and awareness related to the 
impact of GHRM on sustainable development and 

thus call for its advancement. 
 

Academic Contribution 
It is essential that the company adopt the concept 

of sustainable development. Also, it is critical that 

the organization actively promote positive change 
inside social structures and push for the promotion 

of sustainable development. 
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