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Abstract
Objective ‐ This study investigates the impact of Green Human Resource Management (GHRM)
practices on Environmental Performance (EP) in a developing country. In addition, it examines the
moderating role of Green Information Management Systems (GIMS) in strengthening the relation‐
ship between GHRM and EP.
Approach ‐ A cross‐sectional survey design was used, collecting data from managers of medium
to large‐scale manufacturing firms in Cambodia. Structural equation modeling (SEM) was used to
analyze data from 217 valid responses to test the proposed hypotheses.
Results ‐ The results indicate that GHRM practices have a significant positive impact on EP. Fur‐
thermore, GIMS was found to directly enhance EP and moderate the GHRM‐EP relationship. This
shows the synergistic effects of integrating human resource practices with information systems to
achieve sustainability goals.
Practical Implications ‐ The study provides actionable insights formanagers in developing countries
on the adoption of GHRM practices and the use of GIMS to improve environmental performance.
It highlights the importance of aligning green practices with technological capabilities and tailoring
initiatives to local cultural and economic contexts.
Originality ‐ This research contributes to the limited literature on GHRM and GIMS in developing
countries, and introduces GIMS as a critical moderator in the GHRM‐EP relationship, advanc‐
ing theoretical frameworks such as the resource‐based view and contingency theory. The study
also addresses context‐specific challenges and opportunities in implementing green practices in
resource‐constrained settings.
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1 INTRODUCTION

Since the global debacle of environmental degradation brought on by
the Industrial Revolution, environmental challenges and sustainable de‐
velopment have become critical global concerns (Bonet and Lissillour
2023), including in developing countries. Firms face growing pressure
to adopt green practices encompassing eco‐friendly management ap‐
proaches and sustainable products to meet international standards of

sustainability (Gupta 2018, Jabbour and de Sousa Jabbour 2016). De‐
velopment institutions and agencies use these standards to identify
and mitigate negative environmental and social impacts of projects. For
example, the World Bank’s Environmental and Social Standards (ESSs)
include provisions for biodiversity conservation, labor conditions, and
resource efficiency, serving as benchmarks to advance sustainability
practices worldwide.
Environmental sustainability has increasingly permeated organiza‐

tional decision‐making processes, influencing functions such as finance,
marketing, and supply chain management (Soo Wee and Quazi 2005).
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In this context, the role of Human Resource Management (HRM) in de‐
veloping countries is evolving as organizations recognize its potential
to shape culture, policies, and strategies toward sustainability. Green
Human Resource Management (GHRM) is emerging as a critical ap‐
proach for integrating environmental goals into HR practices. By en‐
gaging employees and cultivating their commitment to environmental
sustainability, GHRM has a direct impact on enhancing organizational
environmental performance (EP) (Renwick et al. 2013).
Despite its importance, the manufacturing sector—a key driver of

economic development in many developing countries (Marconi et al.
2016, Szirmai and Verspagen 2015)—faces significant challenges in
adopting green practices due to poor managerial systems and limited re‐
sources. Consequently, adopting GHRM practices becomes imperative
to reduce environmental harm while maintaining economic progress.
Furthermore, prior studies underscore the need to incorporate in‐

digenous perspectives into global management practices (Rodriguez‐
Escobar 2024). This is particularly relevant for developing countries,
where manufacturing processes must align with both local contexts
and global sustainability objectives. However, there is limited research
on GHRM implementation in the manufacturing sectors of developing
economies. Addressing this gap, the present study examines the effect
of GHRM practices on EP in Cambodian manufacturing firms. It iden‐
tifies key GHRM practices and explores their impact on EP, offering
actionable insights for HRmanagers in Cambodia to develop sustainable
green initiatives.
This study contributes to the limited literature on GHRM in de‐

veloping countries by exploring the interrelationships among GHRM,
Green Information Management Systems (GIMS), and EP. By highlight‐
ing strategies that alignHR practiceswith environmental objectives, this
research fosters a green corporate culture and advances the understand‐
ing of sustainability initiatives in developing economies. The findings
aim to provide theoretical insights and practical recommendations for
organizations striving for sustainable development.
The remainder of this article is organized as follows: Section 2 re‐

views the relevant literature and develops the research hypotheses.
Section 3 outlines the methodology used in this study, while Section
4 presents the results of the analysis. Section 5 discusses the findings
in the context of prior research. Finally, Section 6 concludes with theo‐
retical contributions, managerial implications, and directions for future
research.

2 LITERATURE REVIEW AND HYPOTH‐
ESIS DEVELOPMENT

2.1 GreenHuman ResourceManagement
(GHRM) and Environmental Performance (EP)

Green Human Resource Management (GHRM) plays a pivotal role in
fostering employees’ environmentally responsible behaviors by aligning

human resource practices with organizational environmental manage‐
ment objectives. This alignment facilitates the establishment of a green
workplace culture, as highlighted byCherian and Jacob (2012). The foun‐
dational relationship between HRM and environmental management
was first noted inWehrmeyer’s seminal workGreening People: HumanRe‐
sources and Environmental Management (Wehrmeyer 1996). Subsequent
studies (Nalini and Bonnie 2004, Sudin 2011) have reinforced HRM’s
critical role in achieving environmental objectives.
Globally, the adoption of environmental management systems, such

as ISO 14001, underscores HRM’s significance in improving environ‐
mental dimensions of performance. Although still at an embryonic stage,
these systems are increasingly adopted due to the growing need tomeet
international trade and investment requirements (Chan 2011, Jabbour
and de Sousa Jabbour 2016). HRM serves as a critical driver to initi‐
ate and sustain green practices by raising employees’ awareness and
commitment to environmental objectives (Bhutto 2016, Mandip 2012).
GHRM contributes to the ”triple bottom line” of social, economic,

and environmental sustainability by integrating green objectives into
HR practices. Evidence from developed economies demonstrates that
organizations adopting GHRM practices enjoy enhanced financial per‐
formance alongside environmental benefits (O’Donohue and Torugsa
2016, Aftab et al. 2023, Mo et al. 2025). Such practices, including
electronic filing, recycling programs, and energy‐efficient workplace
solutions, not only reduce environmental waste but also enhance orga‐
nizational efficiency and employee engagement.
However, implementing GHRM in developing countries is fraught

with challenges due to gaps in environmental policies and workplace
behaviors. Nisar et al. (2021) studied GHRM in Malaysia, an upper‐
middle‐income country, and emphasized the need for future research
in manufacturing industries to address contextual differences (Haldorai
et al. 2022, Amjad et al. 2021). Cultural and workforce diversity sig‐
nificantly influence the adaptation of green practices (Haddock‐Millar
et al. 2016), underscoring the importance of designing context‐specific
GHRM policies tailored to local cultural and economic environments.
Based on these insights, the following hypothesis is proposed:

Hypothesis 1. H1: The implementation of Green Human Resource Man‐
agement (GHRM) practices positively influences Environmental Perfor‐
mance (EP).

2.2 Green Information Management Sys‐
tem (GIMS) and Environmental Performance
(EP)

The growing global concern for environmental sustainability has moti‐
vated organizations to adopt green practices, with green information
management systems (GIMS) emerging as a critical enabler of enhanced
environmental performance (EP). GIMS facilitates the development
of energy‐saving technologies and processes, reduces ecological foot‐
prints, and enhances environmental reputation (Lo et al. 2012). In
addition, GIMS promotes transparency in environmental performance,
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which can enhance stakeholder trust and provide competitive advan‐
tages (Seidel et al. 2013).
Described as information systems that support environmental man‐

agement through efficient data collection, analysis, and reporting, GIMS
assists sustainable decision making (Chen et al. 2018 2022, Lutfi et al.
2024). These systems streamline processes such as energy manage‐
ment, waste reduction, and emissions control, thereby positively impact‐
ing environmental performance (Zhu et al. 2023). GIMS also facilitates
resource efficiency and reduces waste generation, as evidenced by
Khan et al. (2023) and Wang et al. (2021). Furthermore, information
sharing through GIMS enhances collaboration across supply chain part‐
ners, enabling holistic environmental footprint reductions (Li et al. 2022,
Lissillour and Ruel 2023).
While studies on GIMS primarily focus on developed countries, there

is a significant gap in understanding its adoption and impact in devel‐
oping nations. Huang et al. (2024) emphasized the geographical and
cultural limitations of existing research, calling for investigations into the
effectiveness of GIMS in diverse contexts. To address this gap, the cur‐
rent study focuses on a developing country to explore the role of GIMS
in enhancing environmental performance. Based on these findings, the
following hypothesis is proposed:

Hypothesis 2. H2: The implementation ofGreen InformationManagement
Systems (GIMS) positively influences Environmental Performance (EP).

2.3 Moderating Role of Green Informa‐
tion Management Systems (GIMS)

Green HRM practices, such as green recruitment, training, and perfor‐
mance appraisal, are well‐documented as enablers of improved envi‐
ronmental performance (Renwick et al. 2013). These practices align
employees with organizational environmental objectives, minimizing re‐
source use and waste generation but GHRM’s effectiveness is often
contingent on complementary systems that facilitate information flow
and decision‐making (Lissillour and Sahut 2023). Despite eventual re‐
sistance in the adoption of such information systems (Lissillour and
Monod 2024, Lissillour and Rodríguez‐Escobar 2020), GIMS are likely
to play a crucial role in enabling GHRM by providing real‐time access
to environmental performance metrics and instilling transparency and
accountability.
Studies have shown that GIMS enhances interdepartmental collabo‐

ration by providing a common platform for environmental data report‐
ing and analysis, thereby strengthening the impact of GHRM practices
(Wang et al. 2021, Li et al. 2022). However, limited research exists on
the moderating role of GIMS in developing countries, where unique
challenges impact GHRM and GIMS adoption.
Building on existing literature, this study posits that GIMS ampli‐

fies the effectiveness of GHRM practices by facilitating data‐driven
decision‐making and fostering organizational collaboration. The follow‐
ing hypothesis is proposed:

Hypothesis 3. H3: Green Information Management Systems (GIMS) posi‐
tively moderate the relationship between Green Human Resource Manage‐
ment (GHRM) practices and Environmental Performance (EP), such that the
relationship is stronger when GIMS are effectively implemented.

2.4 Conceptual Framework

The conceptual model depicted in Figure 1 illustrates the relationships
among Green Human Resource Management (GHRM), Green Informa‐
tion Management Systems (GIMS), and Environmental Performance
(EP). The model posits direct relationships between GHRM and EP,
as well as between GIMS and EP. Additionally, GIMS is hypothesized
to moderate the relationship between GHRM and EP, enhancing its
effectiveness.

3 METHODOLOGY

3.1 Participation

This study collected data from managers of medium‐ to large‐scale
manufacturing firms in Cambodia. Firms were defined as medium or
large if they employed more than 50 workers. The participants were
key decision‐makers in their respective organizations, familiar with core
activities and environmental practices. The manufacturing sector was
chosen due to its significant contribution to Cambodia’s economic
development and its role as a major employer in the country.
A cross‐sectional research design was adopted, utilizing a self‐

reported survey method to gather data. To enhance reliability and va‐
lidity, multiple respondents from each firm were involved. Initially, a list
of 25 manufacturing firms was randomly generated by contacting the
Cambodian Chamber of Commerce. Human resource department heads
were then approached with preliminary inquiries regarding their orga‐
nizations’ education or training programs focused on environmental
sustainability. Only firms actively implementing Green Human Resource
Management (GHRM) practices were invited to participate in the study.
The survey instrument was originally drafted in English and subse‐

quently translated into Khmer following the back‐translation method
outlined by Brislin (1986). The translation process included modifica‐
tions to ensure cultural relevance and linguistic clarity. Two rounds of
piloting were conducted: the first with five participants and the sec‐
ond with eight participants. The initial round revealed ambiguities in
some questionnaire items, prompting revisions. The subsequent round
confirmed that the questionnaire was well‐adapted to the Cambodian
context.
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F I GUR E 1 Conceptual Framework

3.2 Measurement

The constructs of Green Human ResourceManagement (GHRM), Green
Information Management Systems (GIMS), and Environmental Perfor‐
mance (EP) were measured using established scales from prior studies.
The sources and corresponding items are detailed in Table 1.
The collected data were analyzed using structural equationmodeling

(SEM) in AMOS software. SEMwas chosen for its efficiency in analyzing
latent variables and their interrelationships within a theoretical frame‐
work. This approach provided robust statistical estimation to validate
the proposed model. Prior studies have successfully employed SEM in
similar contexts (Haque et al. 2022, Li et al. 2022).
The study yielded 217 valid responses. Among the respondents, 202

(93%) were male, and the majority (71.6%) were aged between 20 and
40 years. Approximately 66% of participants held a master’s degree,
while 60% had between 1 and 6 years of work experience. The predom‐
inant religious demographic was Buddhist, accounting for 95.2% of the
respondents, consistent with Cambodia’s cultural context.

4 RESULTS

The results of the hypothesis testing provide crucial insights into the
relationship between Green Human Resource Management (GHRM),
Green Information Management Systems (GIMS), and Environmental
Performance (EP).

H1: Green Human Resource Management En‐
hances Environmental Performance

The first hypothesis (H1) posited that GHRM improves environmental
performance. The results supported this hypothesis, with a Beta coeffi‐
cient of 0.56 and a p‐value of 0.001, indicating a statistically significant
relationship. The positive estimate underscores that GHRM practices,
such as green hiring, employee training, and sustainability‐focused en‐
gagement, have a substantial impact on organizational environmental
performance. These findings reinforce that organizations implementing

GHRM practices can achieve notable improvements in their sustainabil‐
ity performance.

H2: Green Information Management Sys‐
tems Positively Influence Environmental
Performance

The second hypothesis (H2) proposed that the implementation of
GIMS positively affects EP. This hypothesis was also supported, with
a Beta coefficient of 0.16 and a p‐value of 0.005, demonstrating sta‐
tistical significance. The findings suggest that adopting GIMS, which
involve collecting, managing, and analyzing environmental data through
advanced information systems, significantly contributes to improving
environmental performance.

H3: GIMS Moderates the Relationship Be‐
tween GHRM and Environmental Performance

The third hypothesis (H3) examined whether GIMS positively moder‐
ates the relationship between GHRM and EP. The results indicated
strong support, with a Beta coefficient of 0.70 and a p‐value of less than
0.001. These findings highlight the pivotal role of GIMS in strengthen‐
ing the impact of GHRM on environmental performance. By enabling
real‐time monitoring, analysis, and management of green HR initiatives,
GIMS enhance organizational capacity to achieve superior environmen‐
tal outcomes. The significant moderating effect of GIMS underscores
its critical function in bridging gaps in data management, communica‐
tion, and implementation of green HR strategies, thereby fostering a
synergistic relationship between human resources and technology.

5 CONCLUSION AND IMPLICATIONS

5.1 Conclusion

The findings of this study highlight the significant role of Green Human
Resource Management (GHRM) and Green Information Management
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TAB L E 1 Measurement Items and Sources
Construct Items
Green Human Resource Management
(GHRM) adapted from Renwick et al.
(2013), Jabbour and de Sousa Jabbour
(2016)

• Recruitment prioritizes candidates with environmental values.
• Provides training focused on green practices.
• Performance appraisals include environmental criteria.
• Rewards employees for environmentally responsible behavior.
• Effectively communicates green policies and initiatives.

Green Information Management Sys‐
tems (GIMS) adapted from Dubey et al.
(2017), Luthra et al. (2016) • Technology is used to monitor environmental performance.

• Environmental data is regularly collected and analyzed.
• Employees access systems for reporting green practices or violations.
• GIMS integrate green policies into daily operations.
• GIMS ensure compliance with environmental regulations.

Environmental Performance (EP)
adapted from Dangelico and Pontran‐
dolfo (2015), Zhu et al. (2008) • Reduced energy consumption.

• Effective waste management practices implemented.
• Reduced environmental risks through green practices.
• Compliance with local and international environmental standards.
• Improved resource efficiency.

TAB L E 2 Path Coefficient and Hypothesis Testing

Hypothesis Statement Estimates Significance Result
H1: Green human resource management enhances environmental performance 0.56 0.001 Supported
H2: The implementation of a Green Information Management System (GIMS) positively influences
Environmental Performance (EP).

0.16 0.005 Supported

H3: Green Information Management System positively moderates the relationship between green
human resource management and environmental performance

0.70 0.001 Supported

Systems (GIMS) in improving Environmental Performance (EP). GHRM practices, including green recruitment, training, and performance eval‐
uation, have been shown to positively impact organizational environ‐
mental outcomes by fostering a green workplace culture and aligning

F I GUR E 2 Path Analysis
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employee goals with environmental objectives. These results are con‐
sistent with previous studies such as Renwick et al. (2013) and Cherian
and Jacob (2012).
Even if the implementation of such systems more often than not

leads to internal resistance (Lissillour 2021ab) , the results further em‐
phasize the critical enabling role of GIMS in improving the effectiveness
of GHRM strategies. GIMS provides organizations with tools to monitor,
evaluate, and refine their environmental practices, enhancing trans‐
parency and accountability. This finding supports previous research by
Li et al. (2022), which underline the enabling capacity of GIMS in fos‐
tering sustainable practices. The implementation of GIMS enhances the
efficiency of GHRM practices, as organizations equipped with sound
information systems are better positioned to track and improve their
environmental performance.
However, the study also underscores challenges in implementing

GHRM and GIMS in developing countries. Issues such as inadequate in‐
frastructure, limited environmental awareness among employees, and
cultural variables pose significant barriers to the effective adoption
of green initiatives. This aligns with findings by Haddock‐Millar et al.
(2016), who identified workforce diversity and cultural differences as
significant factors influencing the implementation of GHRM. Addition‐
ally, environmental management systems in these contexts are often
in nascent stages, as noted by Chan (2011), necessitating the strategic
alignment of human resources and technology.
The research also reveals the need for context‐specific implementa‐

tion of GHRM and GIMS practices. Local cultural and economic condi‐
tions play a pivotal role in shaping the effectiveness of these practices,
as evidenced by prior studies such as (Haldorai et al. 2022) and Am‐
jad et al. (2021). For example, while the adoption of GHRM in Malaysia
has been commendable (Nisar et al. 2021), similar efforts in other devel‐
oping countries, such as Cambodia, may require tailored approaches to
account for local challenges and opportunities.
GIMS have also been identified as key facilitators in integrating envi‐

ronmental concerns throughout supply chain networks, fostering close
coordination with stakeholders to achieve environmental sustainability
goals. This finding is particularly relevant for organizations in developing
countries, where supply chain inefficiencies often hinder environmental
performance, as noted by Khan et al. (2023).
Overall, this study contributes to the growing body of literature on

green management practices by addressing the significant gaps in un‐
derstanding the role of GHRM and GIMS in developing countries, while
answering a recent call for more research into green innovation and
environmental management in these contexts (Huang et al. 2024).

5.2 Theoretical Implications

The study makes important theoretical contributions by introducing
GIMS as a moderator in the GHRM‐EP relationship, thereby expanding
the understanding of how green HR practices interact with technologi‐
cal systems to achieve sustainability goals. While previous studies have
established the direct effects of GHRM on EP, this research highlights

the synergistic relationship between GHRM and GIMS. The findings
extend earlier frameworks, such as the Resource‐Based View (RBV),
by emphasizing the interplay between human resources and digital in‐
frastructure in achieving sustainability outcomes. Notably, this research
builds on foundational works such as Barney (1991) to contextualize
the integration of green practices with organizational resources and
capabilities.
Additionally, the study identifies the need for contextualizing green

management practices in developing countries, addressing the unique
challenges and opportunities presented by these settings. This aligns
with the Practice‐based approach (Lissillour and Silva 2024), which
underscores the importance of adapting practices to specific environ‐
mental and organizational contexts.

5.3 Managerial Implications

The findings provide actionable insights for practitioners aiming to
integrate green practices into their HR and operational strategies. Man‐
agers in manufacturing firms in developing countries should prioritize
adopting GHRM practices, such as green recruitment, training, and per‐
formance appraisal, to instill environmental values among employees.
Recognizing and rewarding environmentally responsible behaviors can
further promote a green workplace culture.
The adoption of GIMS can enhance decision‐making processes and

ensure compliance with international sustainability standards. Tools like
energy monitoring systems, recycling data collection, and green com‐
pliance tracking can significantly reduce environmental risks while fos‐
tering competitive advantages. By strategically integrating GHRM and
GIMS, managers can create a cohesive, information‐driven approach to
sustainability, leveraging digital training modules, virtual team‐building
exercises, and automated performance tracking.
Firms that align their green practices with international standards

will be better positioned to access global markets, improve their reputa‐
tion, and enhance market competitiveness (Lissillour 2022). This study
provides a roadmap for managers to develop and implement green
strategies that align with organizational and environmental objectives.

5.4 Limitations and Future Research Di‐
rections

While this study offers valuable insights, it is not without limitations.
The cross‐sectional design limits the ability to capture dynamic changes
in the relationships between GHRM, GIMS, and EP over time. Future
research could adopt longitudinal designs to explore the evolving im‐
pact of these practices. The study’s focus on the manufacturing sector
in Cambodia may limit the generalizability of the findings. Expanding
the research to other industries, such as services or agriculture, could
validate the results across diverse sectors. Additionally, incorporating
larger and more diverse samples would strengthen the robustness of
the findings.
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Relying on self‐reported questionnaires introduces the potential for
response bias. Future studies could improve validity by incorporating
the principles of practice‐based research (Lissillour and Ruel 2023) to
look at the impact of the implementation of GIMS on the organizational
power structure. Exploring employee perceptions of GHRM practices
and their internalization of green initiatives within organizations would
provide valuable insights into the acceptability and effectiveness of
these practices. Furthermore, despite the ethical challenges inherent to
the use of artificial intelligence (Sahut et al. 2023ba), future research
could look at its role in enhancing GIMS capabilities.
Future comparative studies across different developing countries

could shed light on contextual factors influencing the adoption and ef‐
fectiveness of GHRM and GIMS practices. These studies could also
explore the interplay between cultural, economic, and regulatory factors
in shaping green management practices.
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