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Abstract 
 

This research aims at shedding light on the reality of applying Green HRM 

practices in Palestinian Government hospitals in the Gaza Strip, clarifying the 

importance of applying these practices, and determining to what extent employees 

concern themselves with environmental issues. Furthermore, it shows the barriers 

that deters health institutions from applying Green HRM practices. 

To conduct this research, the descriptive analytical approach was adopted. Also 

A questionnaire was formulated to collect data from employees who work at nursing 

and administrative fields in government hospitals by using two-stage cluster sample. 

it was distributed for 350 employees and 319 were retrieved out of them with a 

response rate of 91%.  

After analyzing the collected data, the research concluded that the application 

of Green HRM practices is weak in the sampled hospitals. Moreover, there is a clear 

weakness in Employees' knowledge and awareness of green practices and the formal 

efforts to direct them to improve their environmental performance is weak and need 

to be improved.  

Eventually, the research recommended that the top managers in government 

hospitals should implement environmental protection strategy using several available 

ways and concentrate their efforts on solving the existed environmental problems. 

Besides, employees should be encouraged to adopt green behaviors during working 

time and in their daily life. Also, the environmental performance should be measured 

periodically to avoid bad effects on environment and natural resources. 
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 الدراسةملخص 

هذه الدراسة الى تسليط الضوء على واقع تطبيق ادارة الموارد البشرية الخضراء في  هدفت
توضيح أهمية تطبيق أيضًا الى  هدفتكما  ,في قطاع غزة الفلسطينية المستشفيات الحكومية

 وباإلضافة ,بالقضايا البيئية في تلك المستشفيات وتحديد مدى اهتمام الموظفين الممارسات هذه
العوائق التي تحول دون تطبيق ممارسات ادارة الى استعراض  الى ذلك فإنها تهدف أيضاً 

 .الموارد البشرية الخضراء في المؤسسات الصحية

 

 تم و ,كأسلوب إلتمام هذه الدراسة المنهج الوصفي التحليليالباحثة  استخدمتلقد 
في  التمريض واالدارة مجالالعاملين في  الموظفين لجمع البيانات من استبانةصياغة 

كما  ,مرحلتين المكونة منالعنقودية العينة  عن طريق استخداموذلك  المستشفيات الحكومية
بنسبة  منها وذلك 319استرداد , حيث تم موظفاً  350 توزيع االستبانة علىوقامت الباحثة ب

  .%91بلغت استجابة 
 

وجود ضعف في عملية تطبيق  وبعد تحليل البيانات التي تم جمعها توصلت الدراسة الى
, باإلضافة الى الضعف لمستشفيات الحكومية في قطاع غزةادارة الموارد البشرية الخضراء في ا

 الجهود الرسمية لتوجيههم كما أن ,بالممارسات الخضراءمعرفة ووعي الموظفين  في الواضح
 تطوير. بحاجة الى تعتبر ضعيفة و فيما يتعلق بكيفية تحسين أدائهم البيئي

 
 تنفيذب قيام مدراء االدارة العليا في المستشفيات الحكومية بضرورة أوصت الدراسةوأخيرًا  

تركيز جهودهم على حل و باستخدام العديد من الطرق المتاحة  استراتيجية لحماية البيئة
 خالل وتشجيع الموظفين على تبني الممارسات والسلوكيات الخضراء القائمة المشكالت البيئية

ضرورة تقييم األداء البيئي بشكل دوري لتجنب  الى باإلضافة, العمل وفي حياتهم اليومية
   سلبية على البيئة والموارد الطبيعية.التأثيرات ال

 

 

 

 

 

 

 



V 

 

 

 

 

 

 بسم اهلل الرمحن الرحيم

 

  َِن الْعِلِْم إَِّلا قَلِيًل وتِيُتم م 
ُ
  َوَما أ

 85] اإلسراء:[

 

 

 

 

 

  



VI 

 

Dedication 
 

 

Every challenge requires great self efforts as well as the light of others 

especially those who live in our heart . 

 

I dedicate this research to  

 

My beloved Father & Mother whose love, pray, and inspiration 

make me able to attain such success. 

 

My Brothers & Sisters whose encouragement and emotional 

support enlighten my life. 

 

My Friends & Colleagues whose experiences and advices 

accompany me during the journey of pursuing my dream. 

 

 

 

 

  



VII 

 

Acknowledgement 
 

 

Foremost, I would like to express my honest appreciation and respect and my 

deepest gratitude to my supervisor Prof. Sami Ali Abu Al Ross for his support 

presented to me to accomplish this research. in addition, I would thank him for his 

patience, motivation, and guidance that helped me in preparing it.  

Besides, I would like to thank the examiners committee: Dr. Akram Sammour 

and Dr Bassam Abu Hamad for their valuable feedback. 

Moreover, I am deeply grateful to Dr. Khalid Dehliz and Prof. Samir K. Safi 

for the insightful comments they presented to me when they refereed the 

questionnaire.  

Also, I would offer my sincere thanks to my sister Sanaa' Abu Mahadi for her 

help and support.  

My deepest heartfelt goes out to my dear friend Asmaa' Mohsen for her warm 

encouragement.   

I would also like to thank officials in the Ministry of Health for their 

cooperation.  

 

  

 

 

 

  



VIII 

 

List of Contents 

Declaration .................................................................................................................. I 

Abstract ..................................................................................................................... III 

 IV ................................................................................................................ ملخص الدراسة

Dedication ................................................................................................................. VI 

Acknowledgement ................................................................................................... VII 

List of Contents ...................................................................................................... VIII 

List of Tables ............................................................................................................ XI 

List of Figures ......................................................................................................... XIII 

List of Appendix .................................................................................................... XIV 

List of Abbreviations .............................................................................................. XV 

Chapter 1 The Research General Framework ........................................................ 1 

Introduction .......................................................................................................... 2 

Research Problem Statement ................................................................................ 4 

Research Variables ............................................................................................... 4 

Research Hypotheses ............................................................................................ 5 

Research Objectives ............................................................................................. 6 

Research Importance ............................................................................................ 7 

Chapter 2 Literature Review .................................................................................... 8 

Section One: Green Human Resource Management (GHRM) ............................. 9 

Introduction .......................................................................................................... 9 

Green Human Resources Management (GHRM) ................................................. 9 

Green Human Resource Management Importance ......................................... 12 

Green Human Resource Management Rules .................................................. 15 

Green Human Resource Management Requirements .................................... 16 

Green Human Resource Management Practices ............................................. 17 

Green Human Resource Management Obstacles ............................................... 28 

Section Two: Ministry of Health (MOH) ............................................................... 30 

Introduction ........................................................................................................ 30 

Ministry of Health in Palestine (MOH) .............................................................. 30 

Strengths, Weaknesses, Opportunities, and Threads .......................................... 31 

Manpower of Ministry of Health ........................................................................ 33 

Green Hospital .................................................................................................... 36 



IX 

 

Section Three: Environmental Performance ........................................................ 42 

Introduction ....................................................................................................... 42 

Environmental Performance ............................................................................. 42 

How to Improve Environmental Performance: .................................................. 43 

Environmental Performance Indices .................................................................. 44 

Chapter 3 Previous Studies ..................................................................................... 45 

Introduction ........................................................................................................ 46 

Foreign Studies: .................................................................................................. 46 

Arabic and Palestinian Studies: .......................................................................... 57 

Comments on Previous Studies: ......................................................................... 61 

Contributions of this Research: .......................................................................... 63 

Chapter 4 Research Methodology .......................................................................... 65 

Section One: Methodology and Procedures .......................................................... 66 

Introduction ........................................................................................................ 66 

Research Design and Procedures ........................................................................ 66 

Research Methodology ....................................................................................... 68 

Data Collection Sources ..................................................................................... 69 

Research Population and Sample ....................................................................... 69 

Questionnaire Design and Procedure ................................................................. 70 

Statistical Analysis Tools ................................................................................... 72 

Section Two: Testing Research Tool ...................................................................... 74 

Introduction: ....................................................................................................... 74 

Validity of Questionnaire ................................................................................... 74 

Reliability of the Questionnaire (Cronbach’s Coefficient Alpha) ...................... 82 

Chapter 5 Data Analysis and Discussion ............................................................... 84 

Section One: Analysis of Personal Traits .............................................................. 85 

Introduction ........................................................................................................ 85 

Descriptive Analysis of the Sample Statistics .................................................... 85 

Section Two: Data Analysis .................................................................................... 89 

Introduction ........................................................................................................ 89 

Section Three: Hypotheses Testing ...................................................................... 107 

Introduction ...................................................................................................... 107 

Research hypotheses Testing ............................................................................ 107 



X 

 

Chapter 6 Conclusions and Recommendations ................................................... 121 

Introduction ...................................................................................................... 122 

Conclusions ...................................................................................................... 122 

Recommendations ............................................................................................ 126 

Proposed Future Research ................................................................................ 130 

References ............................................................................................................... 131 

Appendixes ............................................................................................................. 144 

 

  



XI 

 

List of Tables 

Table(4.1): Research Population & Sample .............................................................. 70 

Table (4.2): Likert scale ............................................................................................. 71 

Table (4.3): Kolmogorov-Smirnov test ..................................................................... 72 

Table (4.4): Correlation coefficient of each item of "Recruitment and Selection" and 

the total of this field ................................................................................................... 75 

Table (4.5) : Correlation coefficient of each item of " Training and Development " 

and the total of this field ............................................................................................ 76 

Table (4.6) : Correlation coefficient of each item of " Performance Management and 

Appraisal " and the total of this field ......................................................................... 77 

Table (4.7) : Correlation coefficient of each  item of " Reward and Compensation " 

and the total of this field ............................................................................................ 78 

Table (4.8): Correlation coefficient of each  item of " Participation and 

Empowerment" and the total of this field .................................................................. 79 

Table (4.9) : Correlation coefficient of each  item of " Organizational Culture " and 

the total of this field ................................................................................................... 79 

Table (4.10): Correlation coefficient of each  item of " Environmental Performance " 

and the total of this field ............................................................................................ 81 

Table (4.11): Correlation coefficient of each field and the whole questionnaire ...... 82 

Table(4.12): Cronbach's Alpha for each field of the questionnaire ........................... 83 

Table (5.1): Gender: ................................................................................................... 85 

Table (5.2): Age: ........................................................................................................ 86 

Table (5.3): Educational Qualification: ..................................................................... 86 

Table (5.4): Place of work: ........................................................................................ 87 

Table (5.5): Job title ................................................................................................... 87 

Table (5.6): Tenure .................................................................................................... 88 

Table (5.7): Means and Test values for “Green Recruitment and Selection” ............ 89 

Table (5.8): Means and Test values for “Green Training and Development” ........... 91 

Table (5.9): Means and Test values for “Green Performance Management and 

Appraisal” .................................................................................................................. 93 

Table (5.10): Means and Test values for “Green Reward and Compensation” ......... 96 

Table (5.11): Means and Test values for “Green Participation and Empowerment” 98 



XII 

 

Table (5.12): Means and Test values for “Green Organizational Culture” ............. 100 

Table (5.13): Means and Test values for "Green HRM Practices " ......................... 103 

Table (5.14): Means and Test values for “Environmental Performance” ................ 104 

Table (5.15): Testing the First Hypothesis: Correlation coefficient between 

application of Green HRM practices and Environmental Performance .................. 107 

Table (5.16): Testing the First Hypothesis: Result of multiple linear regression 

analysis ..................................................................................................................... 110 

Table (5.17): Independent Samples T-test of the fields and their p-values for gender

 ................................................................................................................................. 115 

Table (5.18): ANOVA test of the fields and their p-values for age ......................... 115 

Table (5.19): ANOVA test of the fields and their p-values for educational 

qualification ............................................................................................................. 117 

Table (5.20): ANOVA test of the fields and their p-values for workplace ............. 118 

Table (5.21): ANOVA test of the fields and their p-values for job title .................. 119 

Table (5.22): ANOVA test of the fields and their p-values for tenure .................... 120 

  



XIII 

 

List of Figures 

Figure )1.1): Research Variables ................................................................................. 5 

Figure (2.1): The meaning of “Green” concept in the context of HRM .................... 10 

Figure (2.2): The consequences of HRM systems “without green practices” ...... 13 

Figure (2.3): Describes the potential results of applying Green HRM ................. 14 

Figure (2.4): Describes g Green HR Requirements ................................................ 17 

Figure (2.5): A Theoretical Model of Green HRM ................................................... 23 

Figure (2.6): The five main strategies of green hospitals .......................................... 38 

Figure (2.7): A framework illustrates a system assesses environmental performance

 ................................................................................................................................... 43 

Figure (4.1): Methodology Flowchart ....................................................................... 68 

 

 

  



XIV 

 

List of Appendix 

Appendix (A): The Questionnaire Referees ............................................................ 145 

Appendix (B): Request for Questionnaire Assessment ........................................... 146 

Appendix (C): Questionnaire ................................................................................... 147 

Appendix (D): Questionnaire in Arabic Language .................................................. 154 

 

 

 



XV 

 

List of Abbreviations 

 

GM                 Green Management  

GHRM           Green Human Resource Management  

EP                   Environmental Performance   

MOH              Ministry Of Health              



   

 

 

 

 

 

 

 

 

Chapter 1 

The Research General 

Framework 
  



2 
 

Chapter 1 

The Research General Framework 

Introduction 

Protecting environment is one of the most important trends in the twenty first 

century. In these days, one of the main issue captures the world attention is to protect 

the environment and harness all existing potentials to make humanity stand together to 

manage this urgent issue. From this point, people find themselves in front of an 

important issue that forces them to change their colors and to merge with the color of 

nature; this means to be green.  

The green trend resurfaces in the world drives individuals and organizations in 

all countries to move toward changing strategies to fit with this new situation. 

Protecting environment is considered as one of the most important issue of the 21st 

century either for governments, organizations or individuals. Creating green life put 

individuals and organizations in the Palestinian society in front of new situation. This 

situation eventually leads to adopt new strategies and practices that protect the 

environment in general. Greening employees and organizations is a process that 

encourages both of them to be more friendly with their environment by taking new 

procedures, practices and activities that would help protect environment and then lead to 

build sustainable societies. 

Due to this matter, a need appeared to make integration between environmental 

management and management in general. This integration is shaped in a form of 

adopting formal environmental practices to generally save the resources of the planet 

and the resources each organization has in particular. The integration between 

environmental management and human resource management leads to create new 

concept called Green Human Resource Management (GHRM). 

The main concepts need to be defined in this research are Human Resource 

Management, Green management, Green HRM, and Sustainability. Human Resource 

Management was defined as "the process of acquiring, training, appraising, and 

compensating employees, and of at-tending to their labor relations, health and safety, 

and fairness concerns"(Dessler, 2014, P.36) 

 Moreover, some researchers defined Green management as "the organization-

wide process of applying innovation to achieve sustainability, waste reduction, social 
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responsibility, and a competitive advantage via continuous learning and development 

and by embracing environmental goals and strategies that are fully integrated with the 

goals and strategies of the organization"(Dwyer, Lamond, Pane Haden, Oyler, & 

Humphreys, 2009). 

Some researcher defined Green HRM as "the activities involved in development, 

implementation and on-going maintenance of a system that aims at making employees 

of an organization green. It is the side of HRM that is concerned with transforming 

normal employees into great employees so as to achieve environmental goals of the 

organization and finally to make a significant contribution to environmental 

sustainability"(Opatha, 2013; Opatha & Arulrajah, 2014). 

Furthermore, (Dutta, 2012) defined Green Human Resource management as: 

"Green Human Resource Management is the use of HRM polices to promote the 

sustainable use of resources within business organizations and, more generally, 

promotes the cause of environmentalism".  

Regarding sustainability as a concept (Crowther & Capaldi, 2008) defined it as 

"the effect which action taken in the present has upon the options available in the 

future". According to (Chen & Chen, 2012) Environmental consciousness plays an 

important role nowadays due to the rise of international environmental regulations. 

While (Mazur, 2013) confirmed that many companies are struggling to effectively 

advance employees’ environmental behavior. 

Eventually, this research investigates the reality of applying green human 

resource management in the institutions of the health sector in the Gaza strip. It shows 

the strategies and practices they use to promote environmental responsibility among 

their employees. Generally, protecting environment and adopting green practices by 

individuals and organizations present a great contribution for communities, countries, 

and the globe and help people to recognize the importance of implementing these 

practices in work and life in general. Also adopting these practices lead to achieve 

environmental sustainability which directly and positively affect the life of future 

generations in several fields.    
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Research Problem Statement 

 The world witnesses a born of a new trend that comes because of integration 

between human resource management and environment management; it called Green 

Human Resource Management. After the trend of greening the surrounding is strongly 

floated to the surface because of the environmental changes happen in the world in this 

century, countries, organizations and people  have to change their policies, strategies 

and practices to fit in with the process of greening everything around; in other words, 

become "eco-friendly". 

This issue pushed the researcher to ask, search and explore more about  it. An 

interview was conducted with officials at the General Directorate of Human Resource 

Development at Ministry of Health. The researcher asked about the extent of the 

harmony between the policies and strategies of the Ministry of Health (MOH) and 

environment protection. Moreover, the researcher searched in the websites of the 

ministry and particularly the website of The General Directorate of Human Resource 

Development. In the website, there are electronic models such as:  training in private 

clinic, leave request and health insurance (Sami Jabir, personal communication, 

December, 2, 2016). 

According to the information sent by Mr. Jabir via email., the MOH have 

conducted training courses via video conference since 2012. In 2012, the officials in the 

ministry held 9 training courses via video conference for 88 trainees, in 2013 they held 

6 training courses for 211 trainees, in 2014 they held 6 training courses for 154 trainees, 

and in 2015 they held 3 training courses for 94 trainees. These practices protect the 

environment whether the officials in the MOH carry out these practices intentionally or 

unintentionally.  

Based in the above-mentioned paragraphs, the researcher tries to answer the 

following question: "To what extent the government hospitals in the Gaza Strip 

apply Green Human Resource Management practices and what is the impact of 

these practices on the Environmental Performance?" 
 

Research Variables 

The variables of the research are as follows:   

1- Dependent variable: The Environmental Performance  

2- Independent Variables: Green HRM Practices, which are:   
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a- Green Recruitment and Selection  

b- Green Training and Development 

c- Green Performance Management and Appraisal  

d- Green Reward and Compensation  

e- Green Participation and Empowerment  

f- Green Organizational Culture  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                        Figure ) 1.1): Research Variables 

Source: Articulated by the Researcher, 2016, based on Green HRM Model in (Harris & 

Crane, 2002), (Ahmad, 2015) & (Masri & Jaaron, 2017). 

                                

Research Hypotheses 

This research tends to test the following hypotheses: 

1. There is a statistical significant relationship at α ≤ 0.05 between the environmental 

performance and the application of Green HRM practices. This main hypothesis 

includes testing the following six sub-hypotheses:  

Dependent Variable 

Environmental  Performance 

 

Independent Variables  

Green HRM Practices 

 

 

 

Green Recruitment and Selection 

Green Training and Development  

      Green Performance Management and 

Appraisal 

Green Reward and Compensation 

     Green Participation and Empowerment 

Green Organizational Culture 

Controlled  Variables 

 Gender 

 Ag 

 Educational Qualification  

 Work place  

 Job title  

 Tenure 

H1 

H2 

H3 

H3 
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a. H1:There is a statistical significant relationship at α ≤ 0.05 between the green 

recruitment and selection and  the environmental performance.  

b. H2:There is a statistical significant relationship at α ≤ 0.05 between the green 

training and development and the environmental performance. 

c. H3:There is a statistical significant relationship at α ≤ 0.05 between the green 

performance management and appraisal and the environmental performance.  

d. H4:There is a statistical significant relationship at α ≤ 0.05 between the green 

reward and compensation and the environmental performance.  

e. H5:There is a statistical significant relationship at α ≤ 0.05 between the green 

participation and empowerment  and the environmental performance. 

f. H6:There is a statistical significant relationship at α ≤ 0.05 between the green 

organizational culture and the environmental performance.  

2. There is a statistical significance impact at α ≤ 0.05 of GHRM practices on the 

environmental performance.  

3. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward the following personal traits (gender, age, educational 

qualification, work place, job title, and tenure).  
 

Research Objectives 

This research aims to achieve the following objectives:  

1. To shed light on the reality of applying Green HRM in Government hospitals.  

2. To clarify the importance of applying Green HRM strategies and practices at 

different areas and sectors in Palestine.  

3. To determine the level of environmental concern among employees at Ministry of 

Health in Palestine.        

4. To explain the barriers and the difficulties that deters health institutions from 

applying Green HRM strategies and practices. 

5. To encourage MOH to make more contributions with regard to applying GHRM 

practices.   

6. To determine the impact of Green HRM practices on the environmental performance.   
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Research Importance  

The research has theoretical and practical importance; it is as follows:  

1. Scientific Importance: 

a. Researchers: This research presents information about Green HRM, and increases 

the awareness of other researchers regarding new trends and subjects of Green 

HRM.  

b. The academic institutions: This research considered as a reference in the field of 

Green HRM for academic institutions.  

2. Practical Importance 

a. MOH: This research represents recommendations regarding Green HRM practices 

to be applied practically in MOH institutions. It also helps managers and 

employees in all levels of management to change their daily habits and behaviors 

and become "eco-friendly" persons.   

b. The Palestinian governmental institutions and non-governmental organizations 

(NGOs): This research presents to the Palestinian governmental institutions and 

the NGOs recommendations regarding how to become green and have green 

employees as well. Moreover, it helps them to adopt initiatives of protecting 

environment, and change their vision, mission, policies and strategies to fit with 

the green trend appears in the world these days.  

c. The Palestinian community: This research helps a wide range of the Palestinian 

society. It presents practical recommendations for a variety of sectors such as: 

media, technology, manufacturing, business, etc, and increase awareness among 

them.  

d. The researcher: This research helps the researcher practically change her behavior 

towards the environment. This change creates a green person with new values to 

protect the environment. Moreover, it helps the researcher gradually change the 

lifestyle and the culture of people around to become green as much as they can.    
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Chapter 2 

Literature Review 

Section One: Green Human Resource Management (GHRM) 

Introduction 

This section reviews the literature to focus on the studies discussed GHRM as a 

new concept appears recently. First of all, the researcher defines and discusses 

"Green" concept, Green Management (GM), Human Resource Management,  

Sustainability, and finally goes into detail about GHRM; definition, importance, 

practices, advantages, and limitations. 

“What can I do to help save the planet?” A question was asked to refer to 

environment protection.  The answer reflected the role of governments, corporations, 

and individuals to change their manners and attitudes towards this important issue. 

Individuals were the fundament of corporations, since they could make noteworthy 

change in corporations “from within”(Fetzer & Aaron, 2010,P.14). 

Environmental issues catch the attention of several states, organizations, and 

individuals. This concern towards protecting environment leads researchers to go 

through making integration between human resource management and environmental 

management. Organizations recognized that environmental effects has directly 

influenced their organizational life cycle completely as their financial returns and 

earnings(Jahan & Ullah, n.d.). 

 

Green Human Resources Management (GHRM) 

The word green has different meanings in several dictionaries. In Cambridge 

online dictionary, and from the political viewpoint, it means “the protection of 

environment”. To “go green” means, “to do more to protect nature and the 

environment”(Cambridge, 2015).  

Green as a color reflects “peace, friendliness, growth, happiness, and life”, 

while looking at the word “greening” as a term means “sheltering the natural 

resources, nurturing the natural habitat, detracting the pollution of the atmosphere 

and engenders greenery” (Aggarwal & Sharma, 2015, p.63).  
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To understand "Green Management" as a term there is a need to trace its 

origin. This concept developed gradually over time due to urgent need for increasing 

“environmental awareness” among people, as the world is witnessing aggressive 

violation towards the nature.  
 

Figure (2.1): The meaning of “Green” concept in the context of HRM 

Source: (Opatha & Arulrajah, 2014). 

 

Green management as a concept appeared in 1999s and spread in all over the 

world in 2000s(Dwyer, Lamond, & Lee, 2009,p.2). The desire to protect the nature 

appeared firstly among activists and groups who had a great concern about the 

environemt, and encouraged people to stop antisocial doings toward the nature (Wu 

& Wu, 2014). According to (Taylor, 1992),  green management is not just related to 

corporation concern about how to deal with the suuronded environment, but it looks 

like a “mind think”.  

Green management defined as formulating strategies that allow companies to 

deal with the environment in a friendly and sociable way(Dwyer, Lamond, & Lee, 

2009). Other researchers defined it as “the environmentally conscious practices of 

“green” organizations.”(Pane Haden, Oyler, & Humphreys, 2009,p.46). 
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According to (Tran, 2009, p.24), “ Green management is simply the rethinking, 

or more accurately, being more mindful of how organizations are operating (or a lack 

thereof) with respect to the environment.”. A Green organization is “a workplace that 

is environmentally receptive, resource well-organized and socially responsible”(Rani 

& Mishra, 2014, p.34).  

Human Resource Management was defined as a group of “activities, functions, 

and processes which related to each other in order to “attract, develop, and maintain” 

human resources in organizations(Lado & Wilson, 1994, p.701). Another researcher 

defined it as: "The process of achieving organizational objectives through the 

management of people. Tasks associated with HRM including recruiting, hiring, 

developing, and terminating employees”(Holdford, 2004, p.2). 

Corporations adopted new strategies associated with environment management 

system to achieve “competitive advantages”(Daily & Huang, 2001). “Being green” 

in this modern era was considered as a “norm”(Margaretha & Saragih, 2013). This 

kind of change in the world led to integration between environment management and 

human resource management to create a new concept called Green HRM (Dutta, 

2012). There is also a real orientation for greening other fields such as marketing and 

accounting (D. W. Renwick, Redman, & Maguire, 2013). 

Green HRM is defined as “the policies, practices and systems that make 

employees of the organization green for the benefit of the individual, society, natural 

environment, and the business.”(Opatha & Arulrajah, 2014,p.104). They added that it 

is the process of “transforming normal employees into green employees” to meet 

goals that focus on protecting environment and sustaining natural resources. 

Sustainability was defined as: “The ability of a company to survive and exceed in a 

dynamic environment based on approach to organizational decision making” (Need, 

2006, p.2). Green HRM practices mean the process of linking usual human resource 

practices and behaviors” with environmental or green goals.  

A green-oriented workplace was considered as a social responsible one that use 

resources efficiently, able to protect environment, and become “sensitive” to 

everything related to this issue(Sathyapriya, Kanimozhi, & Adhilakshmi, 2013). As a 

result of a growing need for protecting the environment, some researchers pointed 
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out that managing organizations should occur from a “proactive” view point 

concerning the environment(González-Benito & González-Benito, 2006). 

According to (Bangwal & Tiwari, 2015), this movement of protecting 

environment went  in line with encouraging employees to participate in the process 

of implementing Green HRM practices. Some researchers highlighted that each 

department in organization had its specific function and participated in the process of 

greening policies and practices, but human resources department plays greater, and 

more significant role in making sustainable shade(D. Renwick, Redman, & Maguire, 

2008).  

Moreover, the role of human resource department expanded to greening culture 

to become distinctive (Harmon, Fairfield, & Wirtenberg, 2010). Implementing 

“green principles” by employees was subjected to important factors; recruitment, 

training, and compensation. choosing candidates and training them in accordance 

with “green principles” guide organizations to achieve outputs serve 

environment(Cherian & Jacob, 2012).  

Protecting environment became an important issue, so governments made great 

efforts to decrease irresponsible environmental practices that badly affected the 

resources and the social life in general (Martinez-Fernandez, Hinojosa, & Miranda, 

2010).  

Thus, the researcher thinks that Green HRM is a process aims at promoting and 

supporting employees' eco-friendly behaviors and activities by developing green 

policies, strategies, and practices that starts from recruiting eco-friendly candidates to 

training current employees, assessing their performance, helping them to participate 

in green activities, and rewarding them for their accomplishments to protect 

environment, thereby these practices lead to convert normal organizations into green 

organizations and achieve sustainability.   

Green Human Resource Management Importance 

(Chen & Chen, 2012) thought that there was inverse relationship between the 

effective implementation of green management and “the negative environmental 

impacts”. Moreover, Companies gained benefit from implementing green 

management, which appeared in a form of “positive public relations and better 

sales”(Sawant, Mosalikanti, Jacobi, Chinthala, & Siddarth, 2013, p.6). 
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The implementation of Green HRM practices is a “comprehensive” process. 

This means to be taken as a full package, starts from the beginning to the end of 

employee's journey in organization;  in other words, it is an “entry to exit” process 

(D. Renwick et al., 2008, P.5). The value of Green HRM practices is considered 

“intangible” and it is “difficult to be measured”(Yusoff et al., 2015).  

Green HRM practices led to decrease costs and “wastage” and helped 

employees to reach high performance rates. GHRM practices represented by 

“electronic filing, car sharing, job sharing, teleconferencing, virtual interviews, 

recycling, telecommuting, and online training. Organizations applied Green human 

resource management practices would achieve sustainability(Margaretha & Saragih, 

2013P).  

The following model compared between two HRM systems: “with and without 

Green practices” and illustrate the general consequences of applying these practices.  

 
 

 

 

 

 

 

 

 

Figure (2.2): The consequences of HRM systems “without green practices” 

Source: (Vij, Suri, Singh, 2013, P.23) 
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Figure (2.3): Describes the potential results of applying Green HRM 

Source: (Vij et al., 2013, P.24) 

Green HRM implementation had positive effects which listed by (Bangwal 

& Tiwari, 2015) as follows:  

1. Increase retention rate: this means that organizations, which had clear vision and 

strategies with regard to implement green management and encourage 

environmentally friendly practices, would increase loyalty among employees.  

2. Develop corporate image: this reveals that organizations which supported green 

initiatives and encouraged their employees to be green persons and protect 

environment, would develop their corporate images within their countries and in 

all over the world.    

3. Pull qualified candidates: organizations nowadays focus on magnetizing those 

who have exceptional skills and could present new ideas. Green orientation could 

help them to attract these employees and retain them.   

4. Increase “productivity”: this means to focus on eco-friendly practices lead to 

create organizations with high production level that could achieve sustainability.  

5. Achieve sustainability while using resources: this means to enhance 

environmental protection ideas among employees and encourage them to be 

responsible for protecting “natural resources” and not to excessively use these 

resources.   
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6. Reduce practices that harm the environment: applying eco-friendly practices at 

work and in private life lead to decrease the extreme harm against nature.     

7. Increase profit and decrease costs: organizations that used green technologies 

would minimize costs level and increase profit in the long term.  

The study of (Chen & Chen, 2012) concluded that hotels, by applying green 

management, could achieve“ Better “reputation”, positive image, in addition to 

decreasing cost. There were some factors, which affected on human resources 

practices, which are “Income, education, environment awareness, successful 

environmental programs, geographic region”. (Rangarajan & Rahm, 2011). 

Therefore, it becomes obvious that implementing Green HRM has a general key 

importance in reducing harmful practices against the environment in addition to its 

positive effects to achieve sustainability and improve organization's overall reputation 

and performance compares with those organizations which still not realize this 

importance in the long term for individuals, societies, countries, and our globe.  

  

Green Human Resource Management Rules 

(Fetzer & Aaron, 2010) discussed six principal green rules that could be 

followed by organizations to green human resources. These principles are as follows:  

1. “Get the Mindset”: This refers to individuals' attitudes and thoughts that could be 

changed by several methods. This process depends on preparing brains to take 

into consideration every single behavior to be a green and sustainable one.           

2. “Make the Business case”: This strategy depends on creating real cases of 

businesses that applied green strategies and achieved “good” results. These 

real experiences could prompt other businesses to follow these strategies.  

3. “Get your colleagues on side”: It reflects the important of employees' 

“engagement” in green “initiatives”, not just telling them about their 

importance; in other words, to connect employees directly with these 

initiatives, until they reach the point where they feel “interested” at work.  

4. “Have two-way conversations”: It depends on better communication using 

several techniques in order to persuade all people to be environmentally 

friendly persons.   
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5. “Work together”: This strategy highlights the important of “combined efforts” 

that should be taken by all parties; represented by government, organizations, 

and people; to solve environmental problems and be green.      

6. “Make it part of the culture”: This strategy means that managers and 

employees should be environmentally friendly persons in all times and 

condition. In other words, to “ embed sustainability into your company's 

DNA”(Fetzer & Aaron, 2010, P.172).  

From the researcher point of view, organizations could intensify their 

efforts to widen the culture of greening employees to be part of their spirits 

and minds by  using several rules such as promoting team work and 

discussions inside work. This leads to create a green organization which 

become as a useful bacteria transfer to other organizations in the society.       

 

Green Human Resource Management Requirements 

There were requirements that organizations should have to adopt “eco-

friendly” practices and stay “green”. These requirements represented by 

possessing eco-friendly production and printing machines and provide public 

transportation for employees (Bangwal & Tiwari, 2015). Organizations put a 

clear and “green agenda” would achieve “green printing, green design, green 

manufacturing. Human resources manager should support the spirit of 

cooperation among employees(Vij et al., 2013). 

Another researcher emphasized that using new technologies made 

organizations able to minimize the use of papers in recruitment and selection 

process by using electronic ways instead. organizations could use a website to 

present information about their policies and strategies, in addition to, vacancy 

announcements(Deshwal, 2015). 

(Synerion, 2017) stated that there are four guidelines to adopt Green HRM, 

these guidelines are as follows:  

1. Apply electronic software or “online payroll”: To help employees not to waste 

time on waiting for “paystubs”, and they could check their financial procedures 

easily. This way also led to minimize using paper, and change systems from 

“paper pay stubs” to online pay stubs”.  
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2. Generate “easy access systems”: To present organizations policies and rules 

online without any need for using papers. Organizations could use cloud 

technology that make broad and current information available for employees. 

3. Use “responsive forms”: To reduce the daily use of papers. The responsive forms 

help managers and employees to send and receive information without using more 

papers, and save their time. 

4. Carry out eco-friendly policy: Organizations need to have policies and plans for 

all their businesses.  

The following figure shows Green HR requirements 

 

Figure (2.4): Describes g Green HR Requirements 

                                            Source: (Opatha & Arulrajah, 2014,p.105 ). 

 

The researcher confirms that using up-to-date technologies  lead to improve 

easy access to information and reduce using papers in several in-house managerial 

procedures. These technologies are considered as requirements in addition to 

competencies, attitudes and behaviors which are regarded as basics that turn 

normal employees to green employees.      
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environmentalism. Green HRM practices were described as “the actual green HRM 

programs, processes and techniques that actually get implemented in the 

organizations in order to reduce negative environmental impacts or enhance positive 

environmental impacts of the organizations” (Arulrajah, Opatha, & Nawaratne, 2016, 

p. 2). They added that the most important role of these Green HRM practices is to 

develop the organizational performance with a focus on sustainable and 

environmentally friendly performance. 

The following part presents the six variables of the research, which are: 

recruitment and selection, training and development, performance management 

and appraisal, reward and compensation, Employee participation and 

empowerment, and organizational culture. These practices discussed here based on 

reviewing GHRM literature. “The GHRM practices were defined as:  “involve both 

traditional “HR practices” aligned with environmental goals and “strategic HRM” 

dimensions”(Gholami, Rezaei, Saman, Sharif, & Zakuan, 2016, P.11).  

 

1. Green Recruitment and Selection  

Green recruitment is the process of selecting environmentally friendly 

candidates, who have the ability to realize how to save environment from harm and 

supported environmental policies and strategies(Wehrmeyer, 1996). One of the most 

popular companies' implemented green recruitment was Google. It recognized as the 

best one in this field, since it recruiting candidates digitally using online interviews 

(Bangwal & Tiwari, 2015). Making sure job applications and interviews contained 

questions about protecting environment, which showed to what extent candidates 

adopted green practices, would help organizations to achieve real and actual 

improvements in environmental protection domain by choosing best green 

persons(Stringer, 2010).  

Firms that adopted “pro-environmental” recruitment process would smarten 

their image and enhance their goodwill(Bauer & Aiman-Smith, 1996). Other 

researchers detected that the number of persons who preferred to enroll in green 

companies was higher compared to those who were unconcerned of companies' 

social responsibility towards environment(Brekke & Nyborg, 2008).  

Moreover, (Grolleau, Mzoughi, & Pekovic, 2012) pointed out that recruiting 

candidates, who had responsibility towards protecting environment, positively 
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affected several issues such as: quality, financial resources, and organizational 

structure and reputation. The most significant function in the “war of talent” is the 

ability to recruit and select those candidates who had high qualifications(D. Renwick 

et al., 2008).  

In the 21
st
 century, (Phillips, 2007) thought that many firms in the developed 

countries realized the importance of changing their strategies to be green, since it 

affected straightforwardly on their status in the market, led to enhance employees' 

qualifications, and turned employees to be environmentally-friendly persons. Firms 

standing played strategic role in charming the best applicants (Stringer, 2010).  

The most popular company in Britain, which paid attention to social 

responsibility in job description and specification, was The Rover Group carmaker. 

while in German, companies who applied green practices were Siemens, Baden 

Aniline and Soda Factory (BASF), Bayer, and Mannesmann(Wehrmeyer, 1996). 

It is obvious from the researcher point of view that there is a need to start 

adopting green recruitment and selection to modify managerial basics in 

organizations and originate environmental awareness among current employees by 

presenting new employees who are highly aware of environmental issues.  

 

2. Green Training and Development  

Changing employees' thinking and culture concerning the way of dealing with 

environmental issues passed through implementing green training programs 

(Bangwal & Tiwari, 2015). Green training and development defined as programs and 

activities that enhanced employees' social responsibility regarding the use of 

organizations' resources(Zoogah, 2011). Another researcher defined green training as 

the message that directed employees toward creating a healthy organization(Perron, 

Côté, & Duffy, 2006).   

Training employees and developing their skills was considered as an important 

element to effectively implement successful green management(Daily, Bishop, & 

Steiner, 2011). Organizations should train their employees in the top, middle, and 

low management levels with regard to environment by developing“ procedures, 

strategies, and polices”(Mandip, 2012).  
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There were several aspects that played a significant role in field of  

“environmental training” which were: senior management obligation toward green 

training, suppliers great concern regarding green training, and  implementation of 

training programs about rapid technological changes and the “life-cycle 

analysis”(Unnikrishnan & Hegde, 2007).  

Internal and external parties, either individuals or groups, or those who had 

direct or indirect relationship with organizations played a significant role in changing 

the strategies in order to perform green training programs that enhanced their 

images(Sarkis, Gonzalez-Torre, & Adenso-Diaz, 2010).  

Other researchers detected that human resource management's functions 

represented by recruitment, training, and rewards helped organizations to enhance 

and strength the process of “greening” employees, and companies as well(Jabbour, 

Santos, & Nagano, 2010).  

Ignoring green training led to face many difficulties in the practices of supply 

chain management; such as “purchasing and cooperating with customers”, so green 

training supported organizations to accomplish the supply chain management process 

perfectly with regard to environmental protection(Teixeira, Jabbour, de Sousa 

Jabbour, Latan, & de Oliveira, 2016).  

Green training according to (Ahmad, 2015) is “the need of the hour”, since it 

contributed to create well-educated employees and socially responsible persons, who 

could adopt green practices. This result reflected positively on customers to become 

“earth-friendly” persons as well. After conducting training programs, organizations 

should appraise employees' achievement(Mandip, 2012). 

The researcher considers training as a notable leap not only for employees 

themselves, but also for their organizations. Training employees to be green 

employees requires qualified and aware senior management of updated information 

in environmental issues that makes it able to face new developments in this field and 

apply them practically through training programs.    

 

3. Green Performance Management and Appraisal 

Performance management is considered as “a critical and necessary component 

for individual and organizational effectiveness"(Cardy & Leonard, 2014,p.3). 

Performance appraisal was defined as “evaluating an employees' current and/or past 
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performance relative to his or her performance standards.” (Dessler, 2014, p.284). 

Performance management has three important dimensions affected on the process of 

evaluating employees' performance which were: doings at work, the way of 

performing work “behavior”, and the final output.(Sahu, 2009).  

Measuring green performance played a crucial role in regularly attain the 

required enhancement to achieve sustainability. However, this role faced difficulties 

represented by standards and “vagueness of qualitative and quantitative”(Tseng, Lan, 

Wang, Chiu, & Cheng, 2011). Managers faced challenges and complexities to 

evaluate social responsibility and green performance levels(Hervani, Helms, & 

Sarkis, 2005). Employees who refined their social responsibility toward environment 

led their organizations to achieve sustainability(de Burgos Jimenez Jeronimo & 

Céspedes Lorente José J, 2001). 

 

Some researchers thought that there was no relationship between the social 

responsibility, green performance, and the level of profitability(Fogler & Nutt, 

1975). On the other hand, other researchers highlighted that there were a direct 

relationship between green performance and “profitability”, this means whenever 

employees in firms achieved high level of green performance results, the level of 

profitability of these firms grew to be high as well(Bragdon & Marlin, 1972). 

Regarding the relationship between financial risk and social responsibility 

(Alexander & Buchholz, 1978) thought that firms which had high level of social 

responsibility their financial risk would decreased. 

A report published by Department for Environment, Food and Rural Affairs in 

UK pointed out that businesses nowadays had a growing awareness concerning the 

positive results of applying “good environmental performance”, these result created a 

“well placed" business. Furthermore, the report explained the outcomes of evaluating 

and reporting green performance of businesses, which were: “Cost saving and 

productivity gains, improved sales, preferred supplier status, increased attractiveness 

to the investment community, product and service innovation, employee recruitment, 

license to operate” (Department for Environment & Rural, 2011, pp.10-12). 

A theoretical model created by (Fayyazi, Shahbazmoradi, Afshar, & 

Shahbazmoradi, 2015) illustrated five factors that obliged organizations to follow 
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eco-friendly practices. These factors are “environmental protection, risk 

management, employee retention, reduction of carbon footprints, demands from 

stakeholders”. They were applied within the circle of human resource management 

functions; recruitment and selection, training and development, and performance 

management system. These green practices let organizations “enjoys many 

distinguished benefits” such as minimizing costs, increasing “employee satisfaction, 

achieving high level of performance, building strong teamwork spirit, and 

developing “organizational culture”. 

The researcher confirms that measuring employees' green performance leads to 

achieve sustainability since this encourages them to improve organization's 

performance. Also measuring performance concentrates on all doings through 

working and after giving feedback. Measuring green performance requires actual 

system that could face any ambiguity that probably happen. Hence, there is a strong 

relationship between green performance and many aspects such as productivity , 

profitability, and high level of sales. It also contributes to build green morals 

concerning right and wrong behaviors toward nature.     
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Figure (2.5): A Theoretical Model of Green HRM 

               Source: (Ashraf, Ashraf, & Anam, 2015.p:153). 
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4. Green Reward and Compensation  

Compensation management defined as: “a strategic process of compensating 

individuals for the work they perform in such a way that organizations is able to attract, 

retain, and motivate them to perform well, keeping in view organizational and market 

factors.”(Deb, 2009, p.27). Compensation divided into two main categories: “direct and 

indirect financial payments”, direct payments are “wages, salaries, incentives, 

commissions, and bonuses”, while indirect payments are “paid insurance and 

vacation”(Dessler, 2012, p.352).  

“Is pay an effective motivator?” a question was asked to prove that there were an 

obvious and direct relationship between pay and employee performance (Baker, Jensen, 

& Murphy, 1988). Furthermore, employees should be paid when they behaved in an 

eco-friendly manner, and presented creative ideas that led to decrease bad effect on 

environment(Taylor, 1992).  

Other researchers stated that employees' desire to protect resources and perform 

environmentally friendly acts, such as "monitor electricity and water consumption”, 

depended mainly on officials responses whether to compensate them for these green 

behaviors or not(Forman & Jorgensen, 2001). Companies nowadays invested a very 

large amount of money to encourage “Corporate Social Responsibility initiatives” 

among employees, especially those initiatives that had environmental dimension. in 

addition to encourage those activities that had direct and positive effect on 

environment(Bhattacharya, Sen, & Korschun, 2008).    

Managers should present incentives and awards to those who adopted 

environmentally friendly behaviors, such as: walking, riding bikes instead of cars, 

taking public transportation to decrease auto gas emissions(Fox, 2008). Both financial 

and non-financial compensations had helpful effect on employees' desires and abilities 

to achieve progress in developing “eco-initiatives”(Ramus, 2001).  

The study of (Cia & Hussain, 2013) found out that there was a relationship 

between payments for executives and the status of firms in the market, especially in 

environmental protection field. Another study mentioned some Green HRM practices 

related to compensation system, which divided into two categories: financial incentives, 

for example: "bicycle loans, use of less polluting cars”, and non-financial rewards such 

as: "paid vacation, time off, gift certificates”(D. W. Renwick et al., 2013). 
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Organizations that successfully applied sustainable strategies, could gain 

favorable results that reflected positively on nature, societies, and local economic, in 

addition to preserving their tangible and intangible assets(Liebowitz, 2010). 

Organizations that presented rewards to their employees, who carried out green 

practices, based on green management principles; would encourage other employees to 

be eco-friendly persons.(Taylor, 1992).  

Rewards and incentives should be paid to employees who presented creative 

solutions to decrease pollution bad effect on nature. This action motivated other 

employees to follow their co-workers steps to protect environment(Denton, 1999). 

When organizations presented non-monetary incentives to their employees, they 

satisfied their status and recognition needs, and this would be reflected positively on 

their practices towards environment (Ramus & Steger, 2000). 

According to the researcher, it is obvious that compensating employees in both 

monetary and no-monetary ways for achieving green performance is an important mean 

to encourage current employees to adopt environmentally friendly acts and inspires the 

desire of being eco-friendly person among new candidates, which lead to promote self-

esteem and job satisfaction.      
 

5. Green Participation and Empowerment  

Some researchers differentiated between two groups of employees: “more and less 

empowered groups”. Employees in the first group had strong ability to deal with 

difficulties, presented creative ideas, worked without a need for supervisors' 

instructions, trusted themselves, and communicated with their coworkers favorably. 

However, less empowered group missed these characteristics(Herrenkohl, Judson, & 

Heffner, 1999).  

There were three variables affected positively employees' participation in green 

actions and contributed in protecting environment from bad effects, these variables were 

“employee engagement; which means employees who strongly belonged to their 

organizations, were highly participated in green actions. The second variable was 

“organization's environmental performance”; which means employees, who worked in 

organizations with high green performance rate, would highly participate in green 
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actions. The third variable was “lower intention to quit”; which means employees, who 

didn’t have the desire to resign, were more able to engage in environmental protection 

practices(Benn, Teo, & Martin, 2015).  

Managers' effort to empower employees not only enhanced employees' inspiration 

but also shaped their behaviors to meet organizations' objectives(Boudrias, Gaudreau, 

Savoie, & Morin, 2009).  
 

On the other hand, another researcher stated that there were some factors affected 

employees' empowerment process negatively, which are “formalization, centralization, 

poor communication, non-contingent reward system, role ambiguity, and role 

conflict”(Honold, 1997). 

 The study of (Liyin, Hong, & Griffith, 2006) highlighted the influence of 

“internal motivation” as an important factor that helped employees to contribute in 

achieving perceptible and constant progress to implement environmental protection 

agendas effectively. Moreover, empowering employees led to attain “job satisfaction” 

among employees and improve their level of performance, where both job satisfaction 

and good performance transferred into increase in the number of customers, because 

companies met their expectations (Ugboro & Obeng, 2000).  

According to (Ramus, 2002), employees' effective participation in environmental 

protection doings depended on two elements: applicable and working policies related to 

environmental issues and flexible control systems. Employers, who had internal desire 

to participate in “eco-initiatives”, were belonged to organizations applied social 

responsibility strategies, and worked with senior managers who fostered spirit of 

involvement and participation in green initiatives(Ramus & Steger, 2000).  

The researcher emphasize the significant importance of empowering employees to 

deal with several issues. This empowerment creates employees who are able to face any 

new problem whether it is related to the way of adopting green practices and initiatives 

or any other problem. Moreover, the researcher confirms the role of  job satisfaction in 

strengthen employees participation in presenting green ideas and protecting 

environment. Also, organizations that promote social responsibility, their employees 

become interested in participating in green activities.      
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6. Green Organizational Culture 

(E.H. Schein & Schein, 2016, p.6) defined culture as: “The culture of a group can 

be defined as the accumulated shared learning of that group as it solves its problems of 

external adaptation and internal integration; which has worked well enough to be 

considered valid and, therefore, to be taught to new members as the correct way to 

perceive, think, feel, behave, in relation to those problems” 

Organizational culture was considered as  “groups of people struggle to make 

sense of and cope with their worlds”(Trice & Beyer, 1993, p.4). Significantly, this 

concept joined the literature of green management to create “green organizational 

culture”(Newton & Harte, 1997)  

Changes occurred in Organizations' environment, especially regarding 

environmental protection drove these organizations to modify their strategies and 

policies to adopt new values to fit with this new issue(Edgar H Schein, 1990).  

According to (Duncan, 1989), organizational culture had three features: “ it is learned, it 

is shared, and it is transmitted”. The relationship between organizational culture and 

environmental protection shapes a new concept called “greening of organizational 

culture”.  

“Green organizational culture” defined as “the extent to which the assumptions, 

values, symbols and artifacts of the organization reflected a desire or need to operate in 

an environmentally sustainable manner.” protecting environment need to support new “ 

values, beliefs, and behaviors”(Harris & Crane, 2002, pp.218-219).  

In fact, the human resource departments in organizations were considered as “the 

keeper of the culture”(Liebowitz, 2010). This vision made employees in HR department 

to participate in developing the culture of their organization and employees(Liebowitz, 

2010). 

From the researcher point of view, designing employees' culture in light of 

environmental protection is a very important matter calling for senior managers' 

attention. Hence, creating green organizational culture is the basis on which a normal 

organization relies on to become a green organization.  
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Green Human Resource Management Obstacles 

Despite the advantages of green management implementation are clear, 

companies face challenges in changing their strategies to fit with positive 

environmental practices. Not all companies, who tried to present new  green products 

and services, achieved success. For example, Ringer Company produced “natural 

garden products”, but these products were very expensive, so the company faced 

problems to ensure customer satisfaction and achieve high profit (Alfred & Adam, 

2009). The process of implementing Green HRM practices faced some difficulties. One 

of these difficulties appeared because some organizations didn’t have a detailed plan of 

the way to implement Green HRM practices practically(Fayyazi et al., 2015).  

According to (Fayyazi et al., 2015), there were some factors impeded the process 

of implementing Green HRM, these factors were as following:  

1. The absence of an all-inclusive plan: Organizations did not have an all-inclusive plan 

that led to better accomplishment of Green HRM.  

2. “Knowledge”: This reflected lack of knowledge and awareness of policies and 

strategies, related to Green HRM implementation issues.   

3. Vagueness: whereas organizations did not provide clear “green policies and values” 

to help employees to understand them easily.  

4. “Lack of green Culture”: This means that the values of protecting environment 

spread among employees need to be understood properly, otherwise the process of 

implementing Green HRM practices would face obstacles and they would not be 

responsible to adopt environmentally friendly values and behaviors.       

5. “Resistance”: This means managers and employees might resist green polices and 

strategies, because they were unaware of them. Therefore, they would not agree to 

allow any change to happen in their organization.   

6. “Complexity and difficulty of adoption of green technologies": This means that 

employees faced difficulties to deal with new technologies, specially “green 

technologies”. For example, water conservation technologies, solar power, electronic 

filing, and online interviews.   

They concluded that the two top obstacles were the absence of an all-inclusive 

plan and the vague “green policies and values”. While employees' “resistance” stated at 

the bottom of the list.   



29 
 

Another researcher presented several “barriers to engage in sustainability”, these 

barriers according to (Rompa, 2011) as follows  :  

1. “A lack of knowledge” regarding environmental protection practices and issues  

2. “A lack of support from organization's leaders and stakeholders” 

3. “A lack of technological support” that support the process of implementing green 

HRM practice.  

4.   A lack of certainty of the values of green practices adaptation. 

5. Employees' tendency: towards supporting the opinion that environmental issues and 

sustainability will distract attention from achieving main objectives. 

6. The financial costs resulting from the adaptation of green practices; which related to 

sustainability and environmental protection. 

According to (Jackson & Seo, 2010), the process of “greening” strategies in 

HRM would face many barriers, these barriers as following:  

1. “Apathy”: This means lack of interest among employees toward green or 

“environmental” issues.  

2. “Complexity and difficulty”: This means the difficulty in formulating strategies that 

support environmental protection issues, and the ability to use resources in a 

sustainable way. Thus, this difficulty represented by the necessity to handle problems 

at various levels, such as “political-economic systems”, “social- cultural spheres”, 

and green schemes.  

Moreover, one of the main barriers hid behind attaining progress in protecting 

environment in organizations was organizational culture insufficiency(Fernández, 

Junquera, & Ordiz, 2003). 

Based on the above-mentioned obstacles that hinder the process of implementing 

Green HRM practices, the researcher agrees that this process is not an easy-to-use one 

since it requires several factors in different fields such as wide knowledge of 

environmental protection issues, senior management's support, good financial condition, 

and a high-level and up to date scientific and technological development.  

In the following section, the researcher tried to link between Green HRM and 

Ministry of Health in Palestine, with regards to ; the importance, requirements, outputs, 

and obstacles of Green HRM,  



30 
 

Section Two: Ministry of Health (MOH) 

Introduction 

This section gives a general view about the MOH in Palestine. It sheds light on its 

vision, values, objectives, laws, impediments, challenges, strengths, weaknesses, 

opportunities, and threats. Moreover, it presents information about the government 

hospitals and the manpower of MOH.  

Besides, it defines a green hospital as a concept, and presents the steps toward 

being environmentally friendly hospital, and shows the benefits of being greener one. 

Furthermore, it focuses on the connection between MOH and Green HRM in terms of 

applying Green Management in hospitals in different aspects, such as infrastructures, 

technologies, services, systems, human resources. 

 

Ministry of Health in Palestine (MOH)  

The Ministry of Health in Palestine started working in the Gaza Strip and West 

Bank in 1994 until present. Its vision heads toward making "integrated" and sustainable 

health systems in Palestine. Its values summarized in presenting high services quality 

for Palestinian citizens and achieving "good governance"(Ministry of Health, 2011-

2013).  

The Ministry of Health put a plan of the national health strategy for years 2017-

2022, this strategy includes six objectives, as follows:(Ministry of Health, 2017c)  

1. Presenting complete and cohesive healthcare services for all Palestinian people.  

2. Encouraging programs to manage precautionary healthcare and increase health 

awareness among citizens.  

3. Increasing quality of health services. 

4. Hiring qualified and professional health employees and developing their skills. 

5. Creating an active, widespread, and supportable managerial system for health sector 

services in addition to enhancing integrational health system and carrying out health 

laws and regulations.  

6. Improving the financial system of presenting health services to help the Palestinian 

citizens by decreasing health costs.   
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 Palestinian Legislative Council (PLC) enacted number of laws regarding the 

health sector in the Occupied Palestinian Territories (OPT) represented by East 

Jerusalem, West Bank, and the Gaza Strip. The first law is the Public Health Law, 

which enacted in 2004 and illustrated MOH role to guarantee “food, water, and 

environmental safety”. The second law is the "No Smoking Law", which enacted in 

2005. This law prevents smoking for children under 18 years old(Ministry of Health, 

2011-2013).    

MOH faced some impediments related to political, economic, and social reasons 

that affected the health status in the OPT. The main political obstacle is the Israeli 

occupation, in addition to, the overall blockade imposed on the Gaza Strip since 2007, 

and the Israeli military checkpoints in West Bank, which all badly affected the ability of 

the MOH staff to present high-efficient medical services in all governorates(Ministry of 

Health, 2011-2013).  

Furthermore, there are several economic factors badly affected the health status 

for citizens in OPT. Some of these factors are the unemployment rates and poverty 

rates. According to the Palestinian Central Bureau of Statistics, the unemployment rate 

in 2015 among people who are fifteen years old and above is 25.9 % in all OPT, and 

reached 41.0% in the Gaza Strip. The poverty rates in 2011 reached 25.8% in OPT, and 

38.8% in the Gaza Strip(Palestinian Central Bureau of Statistics, 2017). 

The health sector in OPT faced several challenges concerning the availability of 

potable water and edible food, specially under the political status the country is going 

through represented by the Israeli occupation and the establishment of Israeli 

settlements, In addition to, the process of waste disposal followed by factors, that has 

bad effect on people health (Ministry of Health, 2011-2013). Other challenges 

represented by “late salary payment, budget deficit, increased debt, and lack of 

medicines and medical supplies”, as well as “the strikes in 2012 and 2013”(Ministry Of 

Health, 2014-2016). 

 

Strengths, Weaknesses, Opportunities, and Threads 

Experts in MOH in Palestine made SWOT analysis for the Palestinian health 

system in 2010. This analysis showed the strengths of the health system such as“ 

developing medical complex, and good human resource capacity. However, the 
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weaknesses are as follows: weak information system, "lack of enforcement of enacted 

laws, national disaster plan, and lack of strong decision making process". 

Regarding the opportunities, the government increased the level of “investment in 

the health sector” and MOH has good relationship with the “international community” 

and deals with encouraging and understanding donors. On the other hand, MOH has 

faced many threads which are: “Israeli occupation, Israeli siege, Apartheid Wall, 

poverty, and unemployment”.  

There are five primary and secondary health care providers present health services 

to Palestinian citizens in East Jerusalem, west bank, and the Gaza Strip. These providers 

are the Ministry of Health, the United Nations Relief and Works Agency for Palestinian 

Refugees (UNRWA), Nongovernmental organizations (NGOs), the Palestinian Military 

Medical Services (PMMS), and the private sector(Ministry of Health, 2017b).  

Regarding the hospitals in Palestine, the MOH operate 27 hospitals, 14 in the 

West Bank and 13 in the Gaza Strip. These hospitals are classified according to: 

1. Organizational Structure:  

a. Medical complex: means hospital that contains more than one hospital with 

different specializations. In the Gaza strip there are two medical complexes; Al 

Shifaa and Nasser. 

b. Big hospitals: means hospital with bed capacity 101 or over. The big hospitals in 

the Gaza strip are European Gaza Hospital, al Aqsa Hospital, Nassr Pediatric 

Hospital. 

c. Small hospitals: means hospitals with bed capacity 100 or less. The small 

hospitals in the Gaza strip are Beit Hanoun Hospital, Alnajar Hospital, Al-Rantissi 

Pediatric Hospital, Kamal Adwan Hospital, El Dorra Pediatric Hospital, Al Helal 

Al- Emarati Maternity Hospital, Eye Specialist Hospital, and the Psychiatric 

Hospital. 

2. Specialization: 

a. General hospitals: Al Shifaa Medical Complex , Nasser Medical Complex, 

European Gaza Hospital, al Aqsa Hospital, Alnajar Hospital, Kamal Adwan 

Hospital, and Beit Hanoun Hospital.  
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b. Specialist hospitals: Nassr Pediatric Hospital, Al Helal Al- Emarati Maternity 

Hospital, El Dorra Pediatric Hospital, Al-Rantissi Pediatric Hospital, and Eye 

Specialist Hospital.  

 

Manpower of Ministry of Health 

According to the annual report of MOH in Palestine which was published in July 

2017, The total number of cadres work in the health sector in Palestine reached 29,479, 

22,201 of them work in the health institutions in the West Bank, and 7,278 are in the 

Gaza Strip. The Ministry of Health is considered as the main and the largest employer 

in the health sector in Palestine. The total number of employees work in MOH in 

Palestine reached 14,248 employees, 7,534 of them work in the West Bank, while 6,714 

work in the Gaza Strip(Ministry of Health, 2017b).  

The total number of employees who work in MOH at administrative and services 

field reached 5,525 employees, 2,188 of them are in West Bank, while 3,337 are in the 

Gaza Strip. The total number of the medical staff work in MOH reached 8,723 

employees in West Bank and the Gaza Strip. These four medical fields are general and 

specialist physicians, pharmacists, nursing & midwifery, and allied medical 

professions(Ministry of Health, 2017b).  

Ministry of Health Fulfillments for Green Human Resource Management 

The researcher conducted an interview with officials in MOH last December in 

the Gaza Strip. Firstly, an interview is conducted with officials in the General 

Directorate of Human Resources Development in Gaza city, and another one is 

conducted in European Gaza Hospital in Khan Younes city.  

According to the manager of Planning and Human Resources Department in the 

General Directorate of Human Resources Development; Mr. Sami Jabir, MOH held 

Skype interviews with candidates, and conducted training courses using video 

conference for employees(Sami Jabir, personal communication, December, 2, 2016). 

This mechanism helps to respect the environment and achieve sustainability.  Thus, as 

(Margaretha & Saragih, 2013) declared in their study, GHRM practices represented by “ 

teleconferencing”, “ virtual interviews”, and “online training”.  
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According to Mr. Jabir, MOH conducted nine training courses via video 

conference for 88 trainees in 2012. In 2013 it held six training courses for 211 

employees. Besides, six training courses via video conference were conducted for 154 

in 2014, and three courses were held for 94 trainees in 2015.  

Furthermore, the General Directorate of Human Resources Development conducts 

a course in the field of physical therapy through distance education system. This course 

is conducted in coordination with Arab Institute for Continuing Professional 

Development (AICPD) in Egypt (General Directorate of Human Resources 

Development, 2017).  

Educating employees by distance learning systems develops green training in the 

ministry. Online courses achieve sustainability and help MOH to decrease 

environmental harm by minimizing the use of papers and lights. This kind of training 

considered as “green training”, and it  enhanced employees' social responsibility of 

using organization's resources(Zoogah, 2011). 

Moreover, Jabir added that some employees behave in a sustainable way 

represented by optimal use of resources, but these behaviors are unintended. According 

to Jabir, MOH doesn’t have real and active training courses for employees that directly 

concentrating on environmental safety and safe disposal of waste to increase employees 

awareness in this field. (Sami Jabir, personal communication, December 2, 2016). 

The researcher also browses the official websites of MOH and its directorates. 

These websites shows some modest fulfillments in the field of environmental protection 

and GM. For example, the website of MOH in the Gaza Strip allows applicants to fill 

electronic application for the professional practice exam or the licensing examination.  

In addition, there was a list of electronic services presented by the ministry related 

to personnel affairs such as the compulsory training system, which contains several 

training programs, whereas employees can register in the required programs 

electronically. These electronic services lead to reduce costs(Ministry of Health, 2017a). 

Moreover, the websites of the directorates of MOH represented some fulfillments in the 

field of resource sustainability, which in turn positively reflected on environment.  For 

example, in the website of the General Directorate for Financial and Administrative 

Affairs there is an electronic library, which enable employees to read several electronic 

books to enhance their knowledge(Ministry of Health, 2017a).  
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Furthermore, the researcher conducted another interview with the manager of 

public relations in European Gaza Hospital, Mr.Yahya Nawajha. Regarding the 

architectural style, Nawajha pointed out that the total area of the hospital reached 55 

dunams, and about half of this area is allocated for green areas. Also, The hospital was 

built in a place far from factories and population density areas, and this is one of the 

international standards of Green Hospitals (Yahya Nawajha, personal communication, 

February , 23, 2017). 

Technically, Nawajha added that European Gaza Hospital uses solar power in the 

emergency and the intensive care departments(Yahya Nawajha, personal 

communication, February , 23, 2017). Moreover, the maintenance supervisor in the 

hospital; Eng. Abdullah Al Buheri said that the hospitals has Wastewater Treatment 

Facility, and treated water are used for irrigating green areas. This system helps to save 

water. the hospital has safe waste disposal system because the height of the waste 

incinerator is about 20 meters from the ground. This system of medical waste disposal is 

considered as an old system and still applicable in many countries in the 

world(Abdullah Al Buheri, personal communication, February , 23, 2017). 

With regard to the interior design of European Gaza Hospital , the ventilation 

system depends mainly on natural air, the lighting system is designed to depend mainly 

on the sunlight, and this system leads to save electricity (Abdullah Al Buheri, personal 

communication, February, 23, 2017). These systems and designs are compatible with 

the international standards of green hospitals.  

According to the supervisor of the medical waste disposal project in MOH; 

Engineer Husam Shaheen, MOH goes toward applying a new system to dispose of 

dangerous medical wastes nowadays, which depends on sterilizing and shredding the 

wastes. this new system is considered as an environmentally friendly one because it 

does not result in toxic emissions (Ministry of Health, 2017). 

Regarding the adaptation of Green HRM practices, Jabir highlighted that the 

government didn’t care about recruiting candidates who had environmental awareness. 

Moreover, Jabir added that there is no evaluation system formally applied to evaluate 

the environmental practices and performance of employees. Besides, MOH didn’t 

present green incentives to employees for environmentally friendly practices.  
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Based on interviews conducted by the researcher, MOH faced problems impeded 

the process of applying green policies, strategies, and practices. The main problem is the 

Israeli occupation in general and the Israeli blockade on  the Gaza Strip, which has 

obstructed people and organizations to achieve progress in many fields. Another 

problem is people habits that need time to be changed, which prevent them to behave in 

an environmentally friendly ways. Besides, some employees thought that the new green 

strategies and polices were difficult to be understood, so they resisted them. Moreover, 

the ministry needs financial support to adopt green technologies to develop work (Sami 

Jabir, personal communication, December, 2, 2016). 

Green Hospital 

This part defines “Green hospital” as a global concept, and the benefits of being 

“Green Hospital”. It also states five steps hospitals can follow to become greener. 

Moreover, it sheds light on the relationship between MOH in Palestine and GHRM; its 

effort in this field, and the level it reached to achieve environmental protection. It also 

describes MOH fulfillments linked with GHRM.  

“Green hospital” building was defined as“ one which enhances patient well-being, 

aids the curative process, while utilizing natural resources in an efficient environment-

friendly manner”(Confederation of Indian Industry & Indian Green Building Council, 

2010,p.1). “A green and healthy hospital recognizes the connection between human 

health and the environment and demonstrates that understanding through its 

governance, strategy and operations”(Karliner & Guenther, 2011,p.6).  

While others thought that there is no consensus in the world regarding the exact 

definition of a “Green Hospital”, but it could be defined as “the one which is 

continuously upgrading public health by reducing environmental impacts and eventually 

by eliminating hospitals roles in disease burden”(Azmal et al., 2014,p.2634). 

According to (Wood, Wang, Abdul-Rahman, & Abdul-Nasir, 2016), the most 

significant elements directly affected green hospital design were as follows:. 

1. Electricity usage.  

2. Water system. 

3. Aeration system.  

4. Interior quality.  
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5. Managerial plans.  

They presented a list of points shaped the design and quality of a green hospital 

and made a comparison between public and private hospitals. These points related to the 

following: (Wood et al., 2016). 

1. The usage of eco-friendly materials. 

2. The general “appearance and landscape”. 

3. The usage of natural energy and lightening. 

4. The utilization of rainwater.  

 According to (AHPI Technical Committee, 2015), the main aims of designing a 

green hospital are: protecting the environment and “natural resources”, reaching high 

levels of being in harmony with environment, helping the society to live harmoniously, 

making work environment healthier, using green materials, improving the resources of 

renewable energy, and implementing systems that protect energy.  

There are three tools considered as significant when organizations apply  

environmental and green management practices(International Institute for Sustainable 

Development, 1996). These tools are as following: 

1. Cradle-to-grave analysis. 

2. Green performance assessment. 

3. Green labeling. 

Many ways hospitals can follow to achieve sustainability and become green. For 

example, they can send food rubbish to fertilizer companies to use it in cultivation and 

decrease water consumption by using other efficient tools and systems in bathrooms and 

kitchens. Moreover, they can decrease power usage rates by using bulbs that conserve 

power and redesigning energy and air systems (Jess White, 2014). 

Furthermore, hospitals can modify waste elimination systems of infectious, 

pathological, sharps, pharmaceutical, genotoxic, chemical, and radioactive wastes. They 

can decontaminate these wastes before throwing them in the landfill by using 

environmentally friendly methods such as using microwave treatment for medical 

wastes instead of using incinerators (Jess White, 2014).   
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There are five strategies for establishing green hospitals and medical care centers. 

These strategies are the efficient use of energy and water, the choice of eco-friendly 

flooring types that support environmental standards, the choice of high interior air 

quality, and high quality interior lightening system(Building Healthy Hospitals, 2007). 

 

Figure (2.6): The five main strategies of green hospitals 

Source: Designed by the Researcher based on (Building Healthy Hospitals, 2007). 

There are many types of green flooring, which made from natural resources. 

These types of flooring form healthier building and they could be recycled.  One of the 

greenest flooring types are: cork, linoleum, and bamboo (Green World, 2017).   The 

green agenda of creating eco-friendly hospitals the world over is an outline that 

accomplishes sustainability and creates healthier environment in organizations that 

provide health services. This agenda presents ten objectives with some of steps to be 

followed by hospitals.  

The  five steps, that hospital should follow to become greener, are: (Jess White, 

2014) 

1. Choose local food products.  
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2. Try to find techniques to preserve water. 

3. Decrease the use of power.  

4. Put new strategies of waste management. 

5. Make sure to safely handle chemicals. 

One of the most popular initiatives applied in the world was Healthier Hospital 

Initiative (HHI). It was implemented in three years. It focused on the role of leadership 

and the use of healthier food, in addition to, reducing energy use, decreasing waste, and 

purchasing sustainable materials. Hospitals in all over the world can participate in HHI 

for free, and professionals will present them information of green practices in hospitals 

(Healthier Hospitals Initiative, 2015).  

According to (Jess White, 2014), hospitals can save more than five billion US 

dollar within five years, to reach fifteen billion within ten years. There are several 

factors make hospitals badly affect environment, these factors as follows:  

1. The use of mercury and other materials, which used in cleaning and using medical 

equipment. 

2. Emission of gases from waste and landfills.  

3. The excessive consumption of energy and water.  

There were many successful cases of health care providers around the world that 

achieved sustainability and became green organizations. These stories considered as 

models for others in health sector to follow them. These successful stories showed 

challenges that might be faced to become real greener organization. 

The researcher, in the following four cases, and according to (Quint, 2016), 

mentioned each organization's name, achievements, and the outputs gained. Seattle 

Children's Hospital developed an environmental protection strategic plan to sustain its 

resources. It also applied a new system that could assess the “surgical kits” in operation 

rooms, by doing so the hospital could save costs.  

The second case was Johns Hopkins Hospital that applied a system called 

“balanced menus” which commit to present healthy food for visitors. Its strategy called 

“less meat, better meat”, and by applying this strategy, it could minimize the amount of 

meat consumption to reach 15% in 2014. This strategy enabled the hospital to purchase 

healthy food products. The third case was Hudson Hospital and Clinic. The 

management implemented a successful green initiative to reduce paper usage, in 
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addition to, applying a program to recycle paper and other stuffs. Effective 

implementation of these initiatives and programs resulted in achieving a recycling 

average reached 37.6% of all medical waste. 

The fourth case was Marian Medical Center, which located near Santa Maria 

landfill. This dangerous place led to evolve a strategic plan based on using emission of 

gases to generate electric power. This strategy exploited renewable resources, which 

positively reflected on environment and reduced energy costs.  

According to (Writer, 2015), there are ten hospitals in the world that efficiently 

used energy. The researcher mentioned each hospital's name and location in addition to 

its achievements in this field. Bir Hospital in Kathmandu city in Nepal achieved the 

tenth rank in the world because it recycled 55% of waste by using “vermicomposting” 

and “biogas” systems to generate electricity from organic waste. In the ninth rank came 

Martha's Vineyard Hospital in Oak Bluffs town in United States of America. It 

established a “bioretention” area to get rid of wastes. Moreover, it provided park for 

citizens whom use “fuel efficient” cars.  

Sunnybrook Sciences Health Center in Toronto city in Canada achieved the eighth 

rank. It implemented green initiatives with four essential objectives: Reduce energy use, 

use green transportation, and enhance environmental protection awareness, apply liable 

waste management practices.    

In the seventh rank was Wythenshawe Hospital in Manchester city in United 

Kingdom. It used a “wood chip boiler” to generate power. This system depended on 

renewable wood fuel for heating. The main benefits of using wood as a fuel were: 

decrease energy expenses, and reduce dangerous gases that discharged from waste. In 

addition, wood fuel could be stored underground, and then the fuel is taken from 

containers to boilers.  

Wythenshawe Hospital also reduced the use of energy by 26% and used energy 

efficient bulbs. Moreover, it minimized carbon footprint by using a “ground heat 

pump”. This system is a renewable and green one since it based on burying pipes under 

the ground to take out heat from it. Thus, the heat would be used in warming the floor, 

air, and water. Children's Hospital of Pittsburgh located in Pittsburgh city in USA 

achieved the sixth rank. It supported sustainable practices among employees, patients, 

and visitors by activating discount system for those who came to hospital in the carpool.  
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It also provided “green education” for all medical and managerial staff, patients, 

and visitors. In the fifth rank came Mount Elizabeth Novena Hospital in Singapore. It 

has a roof that overlaid with trees and relieved the heat of sunlight.  

As a result, the hospital would not need to run air conditioners for cooling. It also 

installed lights that saved energy, in addition to, automatic lights that have motion 

detector. The hospital has an “effective water management system”. For example, it 

uses “photovoltaic solar panels” that generate power from boiled water. This system 

reduced 30% of water usage. Sechelt Hospital in Sechelt city in Canada achieved the 

fourth rank. It installed “19 Kilowatt photovoltaic” system. This system provided it with 

required energy especially on sunny days. It was built according to the specifications of 

green buildings. In the third rank was Kohinoor Hospital located in Mumbai in India. It 

was the third hospital that followed green standards to protect environment. It used 

“photovoltaic power” and water treatment systems. 

Khayeltisha Hospital in Khayeltisha city in the Republic South Africa achieved 

the second rank. Its construction designed according to “Passive design” systems that    

use natural sources to heat and cool air using sun and cool breeze. This system reduced 

the use of unnecessary heat and minimized lightening usage. Moreover, the hospital 

depended on “photovoltaic” system to have power, and it has water management system 

to treat wastewater.  

The first rank was achieved by Torre de Especialidades in Mexico City in Mexico. 

It applied a system to reduce using energy. It has a “honeycomb- like screen” that 

reduced the effect of sunlight and minimized the use of power inside the hospital, which 

needed to operate air conditioners to cool air inside the hospital. Moreover, this screen 

helped to change smokes and gases into “green chemicals”. 
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Section Three: Environmental Performance  

Introduction 

This section presents general information about the environmental performance. it 

tries to define environmental performance as a concept. Moreover, it mentions the key 

performance indicators, and the four stages of the environmental performance 

framework.   

  The researcher tries to shed light on the variation between organizations 

regarding their environmental performance, and the reasons. Furthermore, it shows tools 

for measuring environmental performance. It also shows the ways that should be 

followed to improve it and achieve better results. 

Environmental Performance 

Firstly, there is a need to define environmental performance as a concept. 

According to (Jorgensen, 1999,P.77) “the environmental performance means: 

measurable results of the EMS, related to an organization's control of its environmental 

aspects, based on its environmental policy, objectives, and targets”.   

Some researchers presented an important system that guides management to form 

strategies, achieve objectives, and assess and monitor environmental performance 

(Pasqualini Blass, Gouvea da Costa, Pinheiro de Lima, & Borges, 2016). They divided 

the proposed system into three stages which include eight steps as follows:   

1. The first stage was forming the initial "conception" divided into three steps, which 

are: 

a. Assess the environmental condition,  

b. Determine specific environmental goals,  

c. Turn these goals into three kinds of measures; "strategic, tactical, and 

operational".  

2. The second stage according to (Pasqualini Blass et al., 2016) is putting these goals 

into practice through two steps, which are: 

a. Set indicators to monitor the accomplishments of specified goals. 

b. Put "strategies, tactical, and operational" measures into practice.  
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3. The third stage is analyzing the process through three steps, which are: 

a.  Examine the accomplishments.  

b. Verify results. 

c. Write the final report. 

 

Figure (2.7): A framework illustrates a system assesses environmental 

performance. 

Source:  (Pasqualini Blass, Gouvea da Costa, Pinheiro de Lima, & Borges, 2016,p:59). 

 

How to Improve Environmental Performance: 

Some researchers thought that organizations could accomplish their 

environmental goals well by changing “human capital” using the following three 

points(Rae, Sands, & Gadenne, 2015):  

1. Creating employees who have high commitment rate. 

2. Presenting training programs that help employees to contribute to achieve 

environmental goals. 

3. Executing well-organized environmental performance evaluation process. 
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Environmental Performance Indices 

some writers talked about “environmental performance indices (EPI)” that have 

many environmental performance indicators(Jackson, Ones, & Dilchert, 2012).  

According to them, each company can have its own EPI, and these indices can present 

numerous advantages such as: meet different areas, achieve simplicity of use through 

combining indicators to be one score, “increased reliability”, enhance awareness of 

using environmental performance records, and simply compare between organizations. 

They also strategically associated financial performance with environmental 

performance and mentioned that environmentally friendly organizations have good 

financial performance.  

Some researchers linked between social and environmental bad impacts on 

transportation, and presented four solutions to decrease the bad social and 

environmental impact of transportation and create environmentally friendly life  (Amiri 

Khorheh, Moisiadis, & Davarzani, 2015). These solutions were as following: 

1. “Socio-economic and political solutions”.  

2. “Technological solutions”. 

3. “Behavioral and cultural solutions”. 

4. “Infrastructure improvement”.  

Others thought that improving environmental performance in organizations is a 

continuous process where all available “human, technical, and financial” resources are 

gathered and used to face any new environmental problem(Solovida & Latan, 2017). 

They also emphasized on the importance of formulating an environmental strategy to 

help organizations successfully measure their environmental performance.  

Companies that have good name of their environmental performance, their 

“intangible assets” were in high levels(Konar & Cohen, 2001). According to them, 

"intangible-assets value” of companies affected by their environmental performance 

level, either positively or negatively. (Konar & Cohen, 2001)briefly found out that eco-

friendly companies' reputation is as a “proxy” for good managers.   

Organizations' functional abilities had a very great effect on environmental 

management practices (EMP) which played an intermediary relationship between 

functional abilities and environmental performance, and this achieved better 

environmental performance (Yu & Ramanathan, 2016). 
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Chapter 3: Previous Studies 

Introduction   

This chapter analyzes and reviews the previous studies that mainly focused on 

Green Management and Green HRM as well. These studies are collected from various 

websites and online databases such as: Google Scholar, Elsevier Science Direct, 

Emerald, the International Journal of Human Resource Management, Taylor & Francis 

Group, the International Journal of Management and Social Science Research Review, 

Cogent Business and Management, and the Islamic University e-library.  

The importance of reading these studies represented in crystallizing the research 

problem and determining its dimensions. Moreover, they enrich the research problem of 

different hypotheses, beliefs and findings of other researchers and identify the scientific 

gab that help the researcher to clearly know what has been written about Green HRM in 

several environments. These previous studies enlighten the researcher of the 

contributions of this research and depict the strengths, weaknesses, and problems that 

other researchers faced in their studies. 

This chapter reviews 24 Foreign, Arabic, and Palestinian studies, divided into 17, 

4, and 3 respectively. These studies are ordered by the publication year; starting from 

the latest to the oldest; 2017 to 2000.  In each study, the researcher focuses on three 

main items, which are aims, results, and recommendations. Eventually, the researcher 

comments on the previous studies, compares them with this research, and gives an 

explanation of the research gap 

Foreign Studies: 

1. (Cheema & Javed, 2017): “The Effects of Corporate Social Responsibility 

Toward Green Human Resource Management: The Mediating Role of 

Sustainable Environment”.  

  The study aimed at investigating the link between GHRM, sustainability, and 

CSR. In addition, it showed how sustainability played the mediator role between 

GHRM and CSR, and pointed to “green environment”. The study shed light on the 

effort exerted by companies to achieve sustainability and protect environment. The 

study was applied on four companies in “textile sector” in Faisalabad City in Pakistan, 
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and the numbers of respondents, who participate in the questionnaire, were 273 

respondents.  

The study found that Green HRM was considered as a significant factor that 

affected positively on environmental sustainability. This means that if employees from 

all managerial levels applied Green practices, the environment of firms where these 

employees work would turn into “sustainable environment”. Moreover, Green HRM 

practices led to improve firms' reputations, achieve sustainability, and maintain firms' 

continuity.  

Regarding the recommendations, the study recommended that companies from all 

sectors should adopt Green human resource management practices, to create powerful 

organizations. Also to achieve good results of adopting Green HRM practices, officials 

and managers should train employees well to reach better results in this field.   

  

2. (Yong & Mohd Yusoff, 2016): “Studying the Influence of Strategic Human 

Resource Competencies on the Adoption of Green Human Resource 

Management Practices”. 

  This study aimed at discussing to what extent the skills and qualifications of 

employees, who are specialized in human resources, affect the process of applying 

Green HRM practices. The researchers used a quantitative method to scan the study 

sample. The population was small and medium sized manufacturing and service 

companies in Malaysia. They randomly sampled 87 human resource experts in these 

companies.  

The study found that the role of professionals whom they have the ability to 

become “strategic petitioners” is linked to all Green HRM practices without exception. 

However, the role of change leader linked to green compensation and green job 

description. Moreover, two significant competencies human resource experts should 

have to apply Green HRM practices. These competencies are to have ability to 

implement strategies and be change leaders. Also the study showed that the small 

number of employees in HR department, inexperienced employees, and little support 

from senior managers   considered as obstacles in front of greening the culture.  
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The study recommended that human resource's experts should have “strategic HR 

competencies” to lead ways for changing employees and organizations as a whole to be 

green.  

3. (Pallavi & Bhanu, 2016): “Green HRM: A Way For Corporate Sustainability”. 

The study aimed at shedding light on Green HRM as a new concept and its 

relationship with sustainability in corporations. Moreover, it focuses on the role of 

human element as a key asset towards change, especially to achieve environmental 

sustainability, through adopting green practices. It also mentioned a list of the 

companies that achieve sustainability and become green in the world. These companies 

considered as the best green companies in 2015. There were seven companies work in 

health sector were mentioned in the list; such as Biogen, Johnson & Johnson, Allergan, 

and UnitedHealth Group in USA. In addition, there were other companies in Ireland, 

Switzerland, and Denmark.  

The study found that Green HRM helped stakeholders to involve in 

environmentally friendly initiatives, which in turn make progress in sustainability. 

Because of applying green and sustainable initiatives, businesses would gradually 

witness improvement in not only of intangible assets such as “reputation”, but also in 

tangible assets that support their continuity.  

The researchers recommended that employers and owners of organizations should 

encourage their employees to participate and involve in green initiatives and programs 

to achieve sustainability.  

4. (Gholami, Rezaei, Saman, Sharif, & Zakuan, 2016): “State-of-the-art Green 

HRM System: Sustainability in the Sports Center in Malaysia Using a Multi-

Methods Approach and Opportunities for Future Research”.  

The study aimed at stating a modern system of Green HRM practices in one of 

sport centers in Malaysia, especially in Johor Darul Ta'zim Football Center.(JDT). It 

presented a model of seven factors categorized into four levels. The first level is 

“performance management" and “involvement and empowerment”, the second is 

“culture climate”, and compensation systems. The third level is recruitment and 

selection and “training, and development”. The fourth one is “union role and 

involvement” and “environmental management”. The sample of the research was the 
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team members of JDT. The researchers used questionnaires and personal interviews to 

collect data. They used a descriptive and cross-sectional approach.  

The study found that the green system stated in the research considered as a 

significant one since it shifts the center into a sustainable one, and it helped sport 

centers in all over the world to be so. Also it found that the relationship between the 

different Green HRM practices in system used was considered as a strong one. 

Moreover, the systematization of Green HRM practices led to enhance the process of 

implementing sustainable strategies.  

The researcher recommended that there is a need for systemizing Green HRM 

practices for centers, and organizations in other countries.  

5. (Shen, Dumont, & Deng, 2016): “Employees’ Perceptions of Green HRM and 

Non-Green Employee Work Outcomes: The Social Identity and Stakeholder 

Perspectives”. 

The study aimed at presenting a model that analyzing the effects of perceptible 

Green HRM on employees' non-green performance, organization citizenship behavior, 

and employees desire to resign by the intervention of organizational identification. 

Moreover, it studied the relationship between perceptible Green HRM and 

organizational identification with the effect of perceived organizational support (POS) 

as a mediator between them. The researchers used cross-sectional method, and they 

used a questionnaire and interviews to collect data. The sample was 390 employees of a 

food packaging Australian multinational company in china.  

The study found that Perceptible Green HRM affected employees' non-green 

performance, organization citizenship behavior, and employees desire to resign by the 

intervention of organizational identification as a mediator. Furthermore, there was an 

explicit benefit of applying Green HRM in organizations, which represented in 

generating common values between organizations and several stakeholders.  

The researchers recommended that managers should encourage employees to go 

green by being acquainted with their requirements to improve their performance. 

Moreover, other researchers should use “cross-cultural” method to collect data in order 

to generalize the results. 
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6. (Haddock-Millar, Sanyal, & Müller-Camen, 2016): “Green Human Resource 

Management: a Comparative Qualitative Case Study of a United States 

Multinational Corporation”. 

The study aimed at highlighting the approaches of adopting Green HRM by a US 

foodservice multinational company in its three European subsidiaries; British, German, 

and Swedish. The researchers used semi-structured interviews and focus groups to 

1collect data. The sample was 50 managers and frontline workers.  

The study found that there was a comprehensive obligation among managers and 

employees towards “environmental sustainability”. There were differences between the 

three subsidiaries concerning the methods used to engage employees in “environmental 

sustainability”. The differences related to performance and culture. Moreover, there was 

no harmony between the three subsidiaries of human resource practices concerning the 

environmental issues. It found also that managers were considered as the bedrock in 

encouraging employees to engage in green initiatives and programs. The results showed 

the importance of  what the respondents called the “shadow of the leader” to manage the 

environmental issues, increase awareness amongst employees, encourage them to 

present creative ideas related to environmental protection.  

The researchers recommended that individuals and communities should integrate 

daily practices with green actions. Also all parties, either individuals or communities, 

should encourage environmental behaviors. 

7.  (Yusoff, Othman, Fernando, & Amran, 2015):“Conceptualization of Green 

Human Resource Management: an Exploratory Study from Malaysian-Based 

Multinational Companies”  

The study aimed at presenting a practical view of Green HRM reality in 

multinational companies in Malaysia. The researchers tried to compare Malaysian 

companies and the developed countries companies. The comparison showed the 

differences between them regarding Green HRM theories and practices. The researchers 

used an exploratory qualitative method. Thus, it could help academicians to establish 

quantitative researches in this subject. They conducted semi-structured interviews to 

collect data. The study population was multinational companies in Malaysia.  Its sample 

was human resource managers in four large multinational companies in Malaysia.  
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The study concluded that It was difficult to measure the effects and consequences 

of Green HRM practices in the sampled companies. Moreover, it found that there were 

five concepts emerged from Green HRM concept, which are the E-HRM, Work-Life 

Balance (WLB) , Corporate Social Responsibility (CSR), Green Policies, and Extra 

Care Program.  

The researchers recommended companies should evaluate to what extent Green 

HRM practices have significance effect on environment.  

8. (Aggarwal & Sharma, 2015): “Green HRM: Need of the Hour”.  

This study aimed at reviewing previous studies to present the importance, 

advantages, and challenges of Green HRM. The researchers analyzed  this concept 

theoretically by starting to define the word “Green” with regard to organizations. They 

also defined “Green Management”, Green HRM, and Green HR. Moreover, the study 

presented “four roles” for any employee to be a green one. These “four roles” are: 

“preservationist, conservationist, non-polluter, and maker”. It also showed green 

practices that applied by employees in HR departments in famous companies in the 

world, such as Coca-Cola.  

The study concluded that the managers-employees and “employees- employees” 

relationships would be enhanced as a result of implementing Green HRM practices. In 

addition, it found that the successful implementation of Green HRM practices led to 

decrease effects of pollution. Moreover, Organizations, which adopted Green HRM, 

would achieve lower costs and sustainability. Organizations faced difficulties to 

determine and assess the success resulted from applying Green HR practices. 

Furthermore, the process of implementing green HRM practices may result in low 

benefits at the first steps.  

The researchers recommended that organizations and individuals should believe 

that Green HRM is “the need of the hour” in this age. 

9. (Fayyazi, Shahbazmoradi, Afshar, & Shahbazmoradi, 2015): “Investigating the 

Barriers of the Green Human Resource Management Implementation in Oil 

Industry”. 

The study aimed at determining obstacles companies faced when they applying 

Green HRM. The population of the study was Iran's oil industry, and the sample was 31 
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experts and managers of oil companies. The researchers used questionnaire and 

interviews to collect data.  

The study concluded that there was a need to design an overarching plan, since 

the process of implementing Green HRM face huge obstacles without having a clear 

and overarching plan. In addition, it found that Ambiguity was considered as one of the 

most significant barriers. Moreover, employees resistance of green strategies and 

practices was also one of the barriers, but it was less important that the others.  

The researchers recommended that companies should make a comprehensive plan 

to avoid stumbling blocks, while implementing Green HRM practices and strategies. In 

addition, companies should activate Green concepts in their vision and mission, to be 

part of their organizational culture. There is a need to implement new technologies that 

could support employees to adopt green practices easily. Also, Stockholders should 

support employees to adopt green HRM practices.  

10. (Renwick, Redman, & Maguire, 2013):“Green Human Resource Management: 

A Review and Research Agenda”. 

This study aimed at reviewing the literature of Environmental Management and 

Human Resource Management and the relationship between them. It also shed light on 

a new concept called Green Human Resource Management, which created because of 

the combination between Environmental Management and Human Resource 

Management. The researchers used an archival method, and they collected information 

from books, papers, and other documents.  

The study concluded that several organization adopted green practices to solve 

environmental issues. Moreover, there were many types of Green HRM practices fall 

under recruitment, performance appraisal, participation and empowerment, 

compensation, and organizational culture. Furthermore, employees' involvement in 

Green programs and initiatives had a positive effect on environmental management. In 

addition, green training played a significant role in encouraging employees to acquire 

wide knowledge and experience to solve environmental issues.  

The researchers recommended that Organizations should put a clear system to 

evaluate the progress and results of training programs conducted in the field of 

environmental protection. Organizations should care about “Green 'leadership”. 
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Moreover, managers should take into account the importance of applying Green 

compensation systems.  

11. (Wagner, 2013): “Green Human Resource Benefits: Do They Matter as 

Determinants of Environmental Management System Implementation?”.  

This study aimed at testing Green HRM functions, and their benefits in the 

process of implementing environmental management systems. It also tries to measure 

the relationship between HRM and sustainability. The researcher concentrated on two 

independent variables: “employee satisfaction and recruitment/retention”. The 

researcher used quantitative method. The study population was the small and large 

industrial German firms. The sample was the directors, environmental managers, quality 

managers, and HR managers. The researcher used two surveys to collect data. The first 

one conducted in 2001 and targeted 342 firms. However, the second survey conducted 

in 2006 and targeted 581 firms.  

The study concluded that There was a positive effect of employee satisfaction and 

recruitment/retention on the implementation of environmental management systems. 

Moreover, there were different levels of effect between the independent variables on the 

implementation of environmental management systems. The influence of employee 

satisfaction on the process of implementing EMS was greater than 

recruitment/retention.  

The researcher recommended that Sustainability is an important issue that should 

be considered as a priority to human resource managers while setting strategies. 

12. (Cherian & Jacob, 2012): “A Study of Green HR Practices and Its Effective 

Implementation in the Organization: A Review”. 

The study aimed at reviewing literature of Green HRM practices and illustrating 

the policies organizations implemented to encourage and support green initiatives.  

The study concluded that Green practices led to decrease retention among 

employees, create a good reputation, catch the attention of professional candidates, and 

develop the competitive advantage of the company. Moreover, Green HRM practices 

were essential to enhance employees' confidence, which benefited organizations and 

employees as well. In addition, employees' involvement in environmental activities 

might lead to better implementation of green strategies. Also, Supporting human 

resource policies by the management led to create a feeling of empowerment for 
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employees, which resulted in putting environmental rules into practice. Furthermore, 

employees involvement in practices related to environmental management would 

activate environmental protection strategies and polices.          

The researchers recommended that there was a need for examining and 

systemizing Green HRM practices. Also, companies should follow environmental 

criteria, because nowadays customers prefer to deal green companies. 

13. (Jose & Jabbour, 2011): “How Green are HRM Practices, Organizational 

Culture, Learning and Teamwork? A Brazilian Study”. 

This study aimed at evaluating the degree of Green HRM practices in Brazilian 

companies. In addition, it investigated the level of other concepts, which are “green 

organizational culture, green learning, and green teamwork”. The researcher used a 

questionnaire to collect data from 94 Brazilian companies that have ISO 14001 

certificate. The study sample was environmental managers in these companies. It 

conducted between 2005 and 2008.  

The study found that the constancy of human resource practices is very important 

to make employees adjust to green management. Moreover, the separation between 

environmental issues and usual human resource practices and stop formalizing these 

issues could lead to bad results. Also it found that the less organizations formalize 

environmental issues and include them in usual human resource practices, the more 

likely they achieve bad results in creating teams with high performance , and spreading 

good green learning and green organizational  culture.  

The researchers recommended that Companies should harmonize human resource 

practices with the specified environmental objectives in order to achieve sustainability. 

In addition, managers should include questions related to environmental protection as 

complete as possible in daily activities and practices such as compensating those 

employees who have perfect green behaviors. 

14. (Murari & Bhandari, 2011): “Green HR: Going Green With Pride”. 

The study aimed at highlighting the role of HR department to adopt Green HRM 

practices, which resulted in creating green organizations and achieving environmental 

sustainability. It also showed the spread of green orientation in HR departments in 

several organizations. The researchers presented thirteen hints for employees to be 

“Greener”.  These hints related to the better use of technology such as minimize the use 
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of lights and use green paper and ink cartridges that could be recycled.  . In addition, 

managers might incentivize employees by presenting plants as gratitude.  

The study found that Tangible results were achieved in Green HRM 

implementation process. Also, Becoming a green company positively affected its brand 

name and profit.  

The researchers recommended that Companies in all over the world should take 

real steps to adopt green practices such as electronic filing. In addition, one of most 

important matters that guarantee the existence of any company is the market is to be 

green and achieve sustainability.  Also, Organizations should put green strategies and 

implement them. In addition, they should consider Earth as a glorified creature and 

Human resource managers took the responsibility of creating “green movement” in their 

companies.  

15. (Muster & Schrader, 2011): “Green Work-Life Balance: A New Perspective 

for Green HRM”. 

The study aimed at presenting a new concept called “a green work-life balance, 

which aimed to achieve Green HRM objectives well. This concept consisted of two 

parts, which are work life and private life of employees. It focuses not only on 

employee as a worker but also as a “consumer”. In addition, the study focused on the 

challenges of shifting employees to be green persons by connecting employee's work 

and private life. The researchers presented a theoretical model related to the mentioned 

concept. This study used a theoretical approach to evaluate the strategy of “green work-

life balance”.  

The study concluded that organizations could link private life of employees with 

their work life while trying to make them green persons. The balance between the two 

employee's environments; work and private life, in the process of “greening” 

organizations, could lead to achieve successful results in this field.  

The researchers recommended that there is a need to study the "green work-life 

balance” strategy empirically, since this study presented only a theoretical analysis for 

this strategy. In addition, there is a need to find if there are result encourage 

organizations to adopt this strategy.   
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16. (Erdogan & Baris, 2007):“Environmental Protection Programs and 

Conservation Practices of Hotels in Ankara, Turkey”.  

The study aimed at discussing the practices of protecting and conserving 

environment in Ankara's hotels in turkey. The researchers applied qualitative and 

quantitative approaches, and they used written texts, observation, questionnaires, and 

interviews to collect data. The study targeted hotel managers of 16 three-star, 17 four-

star, and 7 five-star hotels in Ankara.  

The study concluded that Not all the targeted hotels, which have 50 or more 

rooms, presented an Environmental Impact Assessment report and only 20 % of them 

presented this compulsory report. The results showed that 37.5% of hotels implemented 

green programs to protect environment. Also, The ratio of hotels that presented booklets 

about environmental protection to their customers reached only 27.5%. It also found 

that there was lack of awareness of environmental issues, and employees' participation 

in environmental protection conferences was very low. Furthermore, hotel managers did 

not have enough awareness concerning the ways of protecting and conserving 

environment and environmental sustainability.  

The researchers recommended that There was a need to put a clear strategies and 

comprehensive systems that could achieve green objectives in order to protect and 

conserve environment. Also, hotels should conduct training courses for managers and 

employees to encourage and empower them to adopt green practices.   

17. (Beard & Rees, 2000) “Green Teams and the Management of Environmental 

Change in a UK County Council”.  

The study aimed at discussing “green team” as an important approach through 

which organizations could find best solutions for environmental crises and make deep 

change of culture. Moreover, it shed light on the steps, which were taken by Kent 

Country Council (KCC) in UK, and were practically implemented by volunteers to 

achieve sustainability. Furthermore, it illustrated the significant role of a 

comprehensible strategy for organizations to achieve valuable efforts in environmental 

protection issues. It focused on the responsibility of “external trainers”, and their role in 

encouraging “green teams” and supporting their environmental agendas. In addition, the 

study tried to evaluate the level of success of “green teams”, and predict their future. 
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The study concluded that Kent Country Council (KCC) conducted training 

courses to protect environment, but these practices of environmental management still 

need more development. In addition, green teams developed organizations.  

The researchers recommended that Kent Council should create an official plan of 

the environmental management progression and try to systemize it, because this will 

highly appreciate the individual endeavors of green teams.  

Arabic and Palestinian Studies: 

1. (Masri & Jaaron, 2017)“Assessing green human resources management 

practices in Palestinian manufacturing context: An empirical study”. 

The study aimed at evaluating and assessing the effect of applying six essential 

Green HRM practices in three industrial sectors in Palestine, which are food, chemical, 

and pharmaceutical sectors. Furthermore, it tested the relationship between 

“environmental performance” and Green HRM practices. The study was an 

investigative one and the researchers used “a mixed approach”; this means they studied 

variables quantitatively and qualitatively. The researchers used semi-structured 

interviews and surveys to collect data. The population of the study was 130 

organizations in three industrial sectors in West Bank in Palestine. However, 110 

organizations accepted invitations to participate in the study. The researchers sampled 

HR managers in all organizations.  

The study concluded that there was a strong relationship between Green HRM 

practices and “environmental performance”. It also found that there was disparity 

between several Green practices in the degree of effect on "environmental 

performance”. Green recruitment was more effective than Green training on 

“environmental performance”. Green recruitment was at the top of the list, while 

training was at the bottom.  

The researchers recommended that managers should adopt GHRM practices as a 

collection in order to create a green culture within their organizations. 
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2. (Ghani, 2016) “The role of the green human resources management practices in 

a achieving requirements of environmental citizenship- Field research at the 

General Company for Vegetable Oils”. 

The study aimed at representing information about two concepts, which are Green 

HRM and Environmental Citizenship, and how Green HRM practices contributed in 

meeting the need of “Environmental Citizenship” implementation.  In addition, the 

researcher tried to find to what extent the General Company for Vegetable Oils in Iraq 

applied Green HRM practices. The researcher used a questionnaire to gather data and 

sampled 30 managers.  

The study concluded that the process of implementing Green HRM practices in 

the General Company for Vegetable Oils was weak. Moreover, Employees and 

managers in the company had fragile green recruitment, training, performance appraisal, 

awareness, compensation, and culture. Also, there was no statistical relationship 

between “environmental citizenship” and green recruitment and compensation. 

Furthermore, employees behaviors related to “environmental citizenship” were fragile 

because of lack of interest among managers.  

The researcher recommended that there was a need to adopt Green HRM practices 

and to spread the culture of “environmental citizenship” within the company. Moreover, 

Managers should hold practical training courses for employees to help them gain 

knowledge about recent technologies related to environmental protection issues. In 

addition, they recommended that managers should conduct competitions among all 

departments in organization to find out to what extent employees adopt green practices 

and make comparisons between them. Accordingly, they would be compensated for 

these efforts.  

3. (Shahbari, 2015) “Integrating Human Factors into Logistics”.  

The study aimed at testing the factors that affected the desire to become green 

when implementing new ideas related to logistics. In addition, it studied the factors that 

made a change in the relationship between “logistic service activities” and environment. 

The researcher used qualitative and quantitative approaches. She used questionnaires 

and interviews to collect data. The population of the study was all employees and 

drivers worked in the small and medium size Palestinian logistic companies. The 

researcher randomly sampled 292 employees and drivers worked in these companies. 
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The study concluded that “Green innovations” directed organizations towards 

creating better eco-friendly performance, reducing pollution levels, and lessening costs. 

The researcher recommended that logistics companies in Palestine should apply 

“Green logistic innovations”. In addition, managers of logistic companies should 

increase awareness of environmental protection among employees. The study also 

recommended that the Palestinian government should present funds to companies to 

encourage the implementation of green initiatives. Moreover, logistics companies 

should take into their consideration the great benefits of applying new technologies and 

holding green training courses for employees, to achieve high level of performance and 

increase their knowledge of environmental issues.  

4. (Hammad, 2015) “Promoting the concept of green practices in the hotels sector 

to ensure sustainable tourism development: a case study of the hotels in the 

Gaza Strip”. 

The study aimed at determining the reality of applying green practices in 

Palestinian hotels in the Gaza strip in order to protect environment. The researcher 

applied the descriptive analytical method. The study population was 12 hotels in the 

Gaza Strip. The sample was managers and employees worked in 11 hotels in the Gaza 

Strip. The researcher used a questionnaire and personal interviews to collect data.  

The study concluded that Ministry of Tourism (MOT) in Palestine did not work 

seriously to conduct programs to increase awareness among hotels' employees, 

managers, and owners concerning environmentally friendly practices. Furthermore, 

Green HRM practices led to decrease costs. It also found that one of the main obstacles 

that obstructed the process of applying Green HRM practices was the “lack of 

awareness” among hotel managers and owners. Moreover, the owners of hotels in the 

Gaza Strip had real desire to adopt green practices.  

The researcher recommended that There is a need to increase awareness among 

employees and owners of hotels by supporting green training. Also the Ministry of 

Tourism should cooperate with other countries to support tourism sector in Palestine. In 

addition, hotels should apply new technologies that could contribute in protecting 

environment.  
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5. (Ahmad, 2015) “Green Human Resource Management: Policies and practices”.  

The study aimed at shedding light on Green HRM concept, and presenting several 

green practices and initiatives. Moreover, it presented “green initiatives” for HR 

managers as a trial to help them become greener. The researcher used secondary 

resources to collect data such as electronic resources. He also scientifically reviewed 

literature of Green HRM.  

The study concluded that the implementation of green practices had positive 

effect on organization as a whole. These positive results such as decrease costs and 

improve productivity. In addition, organizations that applied Green HRM practices 

witnessed positive tangible results and Green organizations attracted many candidates 

and encourage them to participate effectively.  

The researcher recommended that human resource managers should to be more 

responsible by increasing environmental awareness among employees, encouraging 

“green movements”, and promoting green behaviors. Moreover, Organizations by 

changing their strategies to be green would help internal and external stakeholders to 

have hopeful future.  Also, “Green movement” starts from recruitment, so HR managers 

should employ those who aware of green issues and care about environmental issues.   

6. (Boualem, 2014) “ The Prospects of Implementing the Green Financial Strategy 

in Light of the New Role of State with Reference to Arab oil- countries”.  

 The study aimed at shedding light on the reality of applying “Green Financial 

Strategy”, and its role to achieve sustainability within “Green Economy” systems. 

Moreover, it described “Green taxes” as a modern concept, and its role in the financial 

systems in organizations. The researcher tried to show to what extent organizations 

could benefit from adopting “green financial strategies” at the end, especially in Arab 

oil- countries. The study sample was Arab oil- countries.  

The study found that there was a significant role of applying “Green Financial 

Strategy”. Also, “Green taxes” depended on the “polluter pays principle”, and one of its 

important aims is to support the process of greening the culture.  

The researchers recommended that governments should involve organizations of 

private sector in green initiatives. In addition, they recommended that non-governmental 

organizations (NGOs) should map out the strategies of “Green Economy” with other 

parties in the society. Also, Governments should concern about environmental media 
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and try to change curriculums to present detailed explanation of environmental issues. 

Moreover, Arab countries should establish free trade zones to implement “green 

economic projects” especially those related to “renewable energy”.     

7. (Habib & Naseera, 2014): “The Role of Green Economy in Creating Green Jobs 

and Reducing Poverty”.  

The study aimed at explaining the effect of the environmental transformation on 

poverty and the relation between them with regard to “Green Economy” and “Green 

Jobs”. The researcher presented a map that showed the countries, which actually created 

green jobs such as Korea, European Union, Japan, United Kingdom, USA, China, 

France, and Brazil. In addition, it showed countries which expected to create green jobs. 

The study found that “Green Economy” played an important role in developing 

economy, and led to achieve social welfare, “justice”, and sustainability. Also, some of 

East Asia, West Africa, and South America countries implemented green strategies. 

However, these strategies are fragile, and they need more real efforts and significant 

contributions to reach the level that the developed countries achieved in this field.   

The researchers recommended that countries, in all over the world, should take 

into account the importance of applying “Green Economy” policies and strategies. 

 

Comments on Previous Studies:  

In this part, the researcher compares between the foreign, Arabic, and local studies 

to extract similarities and differences between them. These similarities and differences 

lead to find the advantages distinguished this study from other studies. It also helps to 

detect the research gap. Comments on previous studies are as follows:  

1. The targeted populations varied between studies. The populations of foreign studies 

were from Pakistan, Malaysia, China, USA, Iran, Germany, Brazil, Turkey, India, 

and UK. Whereas, the populations of Arabic and local studies were from Iraq, 

Palestine (West Bank, and the Gaza Strip), Saudi Arabia, and Algeria. 

2. Most of the studies targeted manufacturing companies from different private sector 

such as cloth, oil, food, and vegetable oils. In addition, they targeted service and 

logistic companies. The studies of (Shen et al., 2016), (Haddock-Millar et al., 2016), 

and (Yusoff et al., 2015) targeted multinational companies in china, Britain, German, 
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Swedish, and Malaysia.  

3. The study of (Fayyazi et al., 2015) was the only study that targeted oil companies in 

Iran. Also, the study of (Gholami et al., 2016) was the only study that targeted a 

football center in Malaysia. (Beard & Rees, 2000) was the only study that targeted a 

government organization in United Kingdom.  

4. Only two studies targeted small and medium-sized companies in Malaysia and 

Palestine which were (Yong & Mohd Yusoff, 2016) and (Shahbari, 2015). Moreover, 

the studies of (Shen et al., 2016) and (Haddock-Millar et al., 2016) were the only two 

studies that targeted food companies. The study of (Wagner, 2013) was the only 

study that targeted large companies. 

5. There were diversified samples the researchers targeted in their studies. Most of the 

studies sampled HR managers and experts. While other researchers sampled football 

team members, employees of food packaging company, hotel managers, employees 

and drivers of logistic companies, quality managers, and environmental managers.   

6. Concerning samples targeted in previous studies, most studies sampled employees, 

experts, and managers in companies worked in several sectors and several countries. 

The only study that targeted members of football team was (Gholami et al., 2016). 

The study of (Wagner, 2013) had two samples  were surveyed in two different 

years,2001 and 2006. It targeted managers from several departments; environmental, 

quality, and HR.  

7. The study of (Jose & Jabbour, 2011) just sampled companies which have ISO 14001 

certificate. Both the studies of (Erdogan & Baris, 2007) and (Hammad, 2015) 

sampled hotels in Ankara and the Gaza Strip respectively. However, the study of 

(Erdogan & Baris, 2007) targeted managers of three types of hotels; three, four, and 

five that totaled 40 hotels. While the study of (Hammad, 2015) sampled managers 

and employees worked in 11 hotels in the Gaza Strip.  

8. Regarding the methodology used in the previous studies, there were five studies used 

theoretical analysis approach, which are: (Pallavi & Bhanu, 2016), (Aggarwal & 

Sharma, 2015), (Cherian & Jacob, 2012), (Muster & Schrader, 2011), and (Ahmad, 

2015). Some studies used mixed approach that applied both qualitative and 

quantitative approaches.  

9. The study of (Hammad, 2015) was the only one that used descriptive analytical 
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approach. Both (Gholami et al., 2016) and (Shen et al., 2016) used cross-sectional 

approach. Some of the researchers used the exploratory approach  such as (Yusoff et 

al., 2015), while (D. W. Renwick et al., 2013) used the archival approach.  

10. Regarding the tools used in previous studies, some of the studies used more than 

one tool to collect data. For example, seven studies used questionnaires and 

interviews to collect data, and 7 studies used only questionnaires. Only the study of 

(Erdogan & Baris, 2007) used observation, interviews, and questionnaires to collect 

data. Other studies depended on secondary resources such as books, articles, and 

papers. The study of (Haddock-Millar et al., 2016) used semi-structured interviews 

and focus groups.  

11. All the 25 studies mentioned in this research reviewed the literature of Green HRM 

as a new concept and discussed its origin as well. in addition, they referred to the 

integration between Environmental Management and Human Resource 

Management that created Green HRM.  

12. Most of the studies focused on green training and recruitment, while few studies 

focused on green culture. Moreover, most of the studies theoretically reviewed the 

literature of Green HRM and tracked its evolution, which helped the researcher to 

have deep view about this concept. 

13. According to the researcher, there was no study discussed the implementation of 

Green HRM practices in health service organizations. Most of the studies explored 

the implementation of Green HRM practices in the industrial and hotel sectors.  

14. The study of (Fayyazi et al., 2015) was the only study that discussed the barriers of 

Green HRM implementation in detail. 

 

Contributions of this Research: 

This part clarifies the contributions of this research which are as follows:  

1. The Foreign, Arabic, and local studies, mentioned in this chapter, sampled industrial 

sectors, and just two studies focused on hotel service sector. Accordingly, this 

research is distinguished from other studies because it targeted health sector.  

2. Very few Arabic and local studies addressed the implementation of Green HRM 

practices, so there is a need to study this burning issue.  
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3. The three local studies discussed Green HRM concentrated on three sectors, which 

are industrial, logistic, and hotel sectors. Thus, there is an urgent need to deepen 

researches about Green HRM in other sectors.  

4. The research targeted governmental institutions, while the population of the foreign, 

the Arabic and the local studies targeted private sectors.  

5. This research presents green initiatives related to health sector that could be applied 

by officials in the Palestinian Ministry of Health.   
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Chapter 4 

Research Methodology 

Section One: Methodology and Procedures 

Introduction   

This chapter describes the methodology that is used in this research and it 

contains two sections, the first one describes the methodology and procedures and the 

second tests the research tools. The  research methodology has been adopted by 

illustrating the following steps, which are the research design and procedures, research 

methodology, data collection sources, research population and sample questionnaire 

design and procedures, data measurement, test of normality,  statistical analysis tools.  

The second section shows the validity and the reliability of the questionnaire in 

addition to conducting pilot study. By presenting these information in this chapter, the 

researcher clarifies the steps that have been taken before moving to the next stage of 

statistical analysis of data. 

Research Design and Procedures  

The research design presents the steps that leads the researcher to find an 

appropriate answer for the research question and  the research problem. According to 

(Kumar, 2010, p.95)“a research design is a plan, structure and strategy of investigation 

so conceived as to obtain answers to research questions or problems”. Moreover, it 

identifies the procedures that the researchers followed to accomplish this research and 

shows to what extent “validity, objectivity and accuracy” are realized in the research 

procedures.   

The researcher follows a number of steps to conduct the research. These steps are 

as follows:  

1. The first step: the researcher started selecting a topic to search about it. 

2. The second step: after selecting a topic, the research proposal was developed to 

identify the research problem and determine objectives. 

3. The third step: the research proposal was approved. Hence, the researcher started to 

write the research plan, which includes the research variables hypotheses,  and 

importance.    
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4. The forth step: the research plan was approved. Thus, the researcher started 

conducting the literature review, which consists of three sections; Green HRM, the 

MOH, and environmental performance.  

5. The fifth step: a questionnaire was developed and evaluated by 10 academic referees 

the Islamic University of Gaza, Al Azhar University, and Al-Quds Open University. 

6. The sixth step: the researcher distributed the questionnaire to a pilot sample to test 

the validity and reliability. Moreover, it distributed to be sure that the questions are 

clear.  

7. The seventh step: a paper-based questionnaire was distributed to collect the data 

from employees in the government hospitals in the Gaza strip. the researcher 

distributed it to 350 respondents  and retrieved 319 out of them. 

8. The eighth step: data was statistically analyzed.  

9. The ninth step: this step was the final one, and here the researcher presented the 

conclusions and recommendations depending on the statistical analysis of data.  
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Figure (4.1): shows the methodology flowchart the researcher followed to 

accomplish the research objectives. 

 

   

 

 

 

 

 

 

 

 

 

 

 

Figure (4.1): Methodology Flowchart 

Source: Articulated by the researcher, 2017, based on (Kumar, 2010). 

 

Research Methodology 

The researcher uses the descriptive analytical approach. According to 

(Rwegoshora, 2016,p.119) the descriptive analysis focuses on“ what is happening and 

not on how it happened or what will happen”, and the analytical approach“ goes beyond 

the descriptive and historical approaches by examining the cause and effect 

relationships”. In other words, this approach tries to “describe what exists at the 

moment”, while the analytical approach tries to “explain why certain situations 

exists”(Tayie, 2005,p.50).   
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Data Collection Sources 

 The data were collected from the secondary and primary sources as follows:  

1. The secondary sources include books, journals, papers, statistics, and web pages that 

are available for free access to the required information. In addition to the interviews 

that were conducted  with officials in MOH. 

2. The primary data were collected by using questionnaires. The questionnaire was 

developed specifically for this research. Some of measurement tools “questionnaires” 

used by other researchers were adapted, translated, combined and modified to fit the 

purpose of this research ended up in developing one questionnaire distributed to  

employees in government hospitals in the Gaza strip to collect data. 

 

Research Population and Sample 

According to (Blankenship, 2010,p.82), population is a “group” of all items either 

persons or institutions or objects that the researcher could study them and considered 

them as part of the research problem. The population of this study composed of 

employees operates nursing and administrative positions in three government hospitals 

in the Gaza strip which are Al-Shifa Medical Complex, Nasser Medical Complex, and 

European Gaza Hospital.   

According to (Woolson & Clarke, 2011,p.80) “a sample is s a subset of a 

population”. Distributing the questionnaire to all the population is something that 

cannot be done. Therefore, a random sample is selected to symbolize the targeted 

population. In this research the researcher uses two-stage cluster sample, the first stage 

is to choose the sample according to the government hospital where employees work, 

and the second stage is to choose the sample according to the job title.  

The sample size was calculated  by dr. Samir Safi and by using an electronic 

calculator that required to determine the confidence level, convenience interval, and the 

population size (Safi, 2017). The following table shows the distribution of the research 

population and sample.  
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Table(4.1): Research Population & Sample  

      Category 

Hospital 
Nursing Administrative Total 

Population Sample Population Sample Population Sample 

Al-Shifa 

Medical 

Complex 

661 

(76.3%) 
119 

205 

(23.6%) 
37 

866 

(49.6%) 
156  

Nasser 

Medical 

Complex 

335 

(72.1%) 
61 

129 

(27.8%) 
23 

464 

(26.6%) 

 

84 

 

European 

Gaza Hospital 

292 

(70.3%) 
53 

123 

(29.6%) 
22 

415 

(23.8%) 

 

75 

 

Total 
1288 

(73.8%) 
233 

457 

(26.2%) 
82 1745 315 

Source: Articulated by the Researcher, 2017, based on (Palestinian Health Information 

Center, 2017,p:23). 

Questionnaire Design and Procedure 

The researcher designed the questionnaire in both Arabic and English languages, 

and it was distributed in Arabic language since it is the respondents' native language. 

Moreover, a cover letter of brief introduction about Green HRM and the aim of this 

research was presented. It distributed to randomly sample and collected by hand. The 

questionnaire includes nine sections; the first one is dedicated to personal information, 

and eight sections are dedicated to measure the independent and dependent variables. 

These sections are as follows:  

1. Section (1): it contains six personal traits of the respondents which are: (gender, age, 

educational qualification, place of work, job title, and tenure).    

2. Section (2): 16 questions to measure the application of Green HRM practices.  

3. Section (3): 7 questions to measure the reality of applying green recruitment and 

selection as one of the main Green HRM practices.  

4. Section (4): 10 questions to measure the reality of applying green training and 

development.    

5. Section (5): 8 questions to measure the reality of applying green performance 

appraisal.   

6. Section (6): 7 questions to measure the extent to which employees are rewarded and 

compensated for environmentally friendly work.  
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7. Section (7): 8 questions to measure the process of participation and empowerment of 

employees, and how it is implemented in the light of protecting environment and 

promoting green works. 

8. Section (8): 11 questions to measure the reality of applying green organizational 

culture in government hospitals in the Gaza strip.   

9. Section (9): 15 questions to measure environmental performance and the effect of six 

Green HRM practices on it as a dependent variable.  

The researcher used the following questionnaire procedures: 

1. The questionnaire was designed by the researcher, and was reviewed and modified 

by the research's supervisor. 

2. The modified copy was given to a number of 10 academic referees from different 

universities. 

3. The questionnaire was then modified based on the referee's comments. 

4. Next, a pilot study sample of 30 questionnaires was distributed to help test the 

validity and reliability of the questionnaire, this provides a trial for the 

questionnaire, which involves testing the wordings of questions, and identifying 

ambiguous questions. The researcher retrieved 25 out of them. 

5. Based on the pilot phase findings, it was concluded that the questionnaire is ready to 

be distributed as a final copy. 

Data Measurement  

In order to be able to select the appropriate method of analysis, the level of 

measurement must be understood. For each type of measurement, there is/are an 

appropriate method/s that can be applied and not others. In this research, scale 1-10 is 

used.  

Table (4.2): Likert scale 

Item Strongly 

Disagree 
 Strongly 

agree 

Scale 1 2 3 4 5 6 7 8 9 10 
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Test of Normality 

Table 4.3 shows the results for Kolmogorov-Smirnov test of normality. From 

Table (4.3), the p-value for each variable is greater than 0.05 level of significance. 

Therefore, these variables are normally distributed. Consequently, parametric tests 

should be used to perform the statistical data analysis. 

      Table (4.3): Kolmogorov-Smirnov test 

Field 
Kolmogorov-Smirnov 

Statistic P-value 

Recruitment and Selection 0.355 0.999 

Training and Development 0.549 0.924 

Performance Management and Appraisal 0.753 0.623 

Reward and Compensation 0.617 0.841 

Participation and Empowerment 0.840 0.481 

Organizational Culture 0.563 0.909 

Green HRM Practices 0.536 0.936 

Environmental Performance 0.483 0.974 

All items of the questionnaire 0.559 0.913 

 

Statistical Analysis Tools  

The researcher uses both qualitative and quantitative data analysis methods. The 

Data is analyzed by using (SPSS 25). The researcher used the following statistical tools: 

1. Kolmogorov-Smirnov test of normality: It is a statistical test used to determine if the 

data follows normal distribution and it compared the sample with a normal 

distribution.    

2. Pearson Correlation Coefficient for Validity: It is a statistical test used to measure 

correlation between variables. The results of this test range between +1 and -1. By 

interpreting the results +1 means that the relationship between two variables is direct, 

which means that when one variable is increase the other is increase and vice versa. 

While, -1 reflects that the relationship between two variables is inverse; when one 

variable is increased the other is increased.  

3. Cronbach's Alpha for Reliability Statistics: This test measures reliability of the 

questionnaire to determine whether it measures well what it should be designed for 

or not.    
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4. Frequency and Descriptive Analysis: This analysis used to determine the measures of 

central tendency which are mean, mode, and median. These measures help the 

researcher to evaluate the results.  

5. One-sample T Test: This test compares the sample mean with a predefined value. It 

requires a random sample, independent data, and a normally distributed data.   

6. Multiple Linear Regression Model: This analysis is used to clarify the relationship 

between number of the research independent variables and the dependent variable.  

7. Independent Samples T-test: This test determines the differences between two groups 

of data such as males and females. It is used when the population mean is unknown 

and with two independent samples.  

8. Analysis of Variance (ANOVA): This test compares between the means of a number 

of variables to determine the differences among them. It helps to find out whether to 

reject or accept the null hypothesis. 
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Section Two: Testing Research Tool 

Introduction: 

In this section, the researcher explains the validity and reliability of the 

questionnaire. Firstly, the content validity of the questionnaire is tested which includes 

internal and structure validity. Then, the reliability is tested by applying Cronbach’s 

Coefficient Alpha to calculate the consistency between the questionnaire's items.  

In this research, a pilot study was conducted through collecting data from 25 

respondents. It provided a trial for the questionnaire, which involves testing the 

wordings of question, identifying ambiguous questions, testing the techniques that used 

to collect data, and measuring the effectiveness of standard invitation to respondents. 

Using a pilot study helped to test the adequacy of the statistical tool used. It also 

helped the researcher to collect preliminary data and be aware of the potential problems 

before distributing the whole number of the target sample.  Moreover, it checked the 

validity and reliability of the questionnaire items to guarantee successful progress of the 

research. 

Validity of Questionnaire 

Validity refers to the degree to which an instrument measures what it is supposed 

to be measuring. Validity has a number of different aspects and assessment approaches. 

Statistical validity is used to evaluate instrument validity, which include content validity 

internal validity, and structure validity.  

1. Content Validity:  

Content validity of the questionnaire was conducted through the supervisor review 

in order to assure that the content of the questionnaire is consistent with the research 

objectives, and evaluate whether the questions reflect the research problem or not. 

Moreover, 5 academics from the Islamic University of Gaza, 4 academics from Al 

Azhar University, and 1 academic from Al-Quds Open University reviewed the 

questionnaire and provided valuable notes to improve its validity, and their comments 

were taken into consideration. Appendix shows the questionnaire in its final shape both 

in English and Arabic languages. 

2. Internal Validity  
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Internal validity of the questionnaire is the first statistical test   that used to test the 

validity of the questionnaire. It is measured by a scouting sample, which consisted of 25 

questionnaires through measuring the correlation coefficients between each item in one 

field and the whole field. 

a. Table (4.4) clarifies the correlation coefficient for each item of the "Recruitment and 

Selection" and the total of the field. 

Table (4.4): Correlation coefficient of each item of "Recruitment and Selection" 

and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
The job analysis contains environmental awareness skills 

that the employee should have. 
.677* 0.000 

2.  

Job responsibilities are formulated based on considering 

environmental protection issues more significant than other 

issues. 

.800* 0.000 

3.  

The job vacations ads of MOH focus on recruiting 

candidates who have eco-friendly skills and behaviors and 

who aware of environmental issues.  

.867* 0.000 

4.  

The human resource management at MOH depends on a 

specific methodology of the recruitment and selection 

process that specify the candidates' commitment and 

awareness of protecting environment and green orientation 

in the world.    

.833* 0.000 

5.  
The management has a clear plan to recruit high qualified 

and eco-friendly candidates.  
.898* 0.000 

6.  The HRM attracts eco-friendly and green manpower  .918* 0.000 

7.  

The management has advanced technologies and techniques 

that have positive effect on recruiting and selecting 

candidates who are aware of environmental issues.    

.778* 0.000 

* Correlation is significant at the 0.05 level  

Table (4.4) states that the p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05.Thus, the items of this field are 

consistent and valid to measure what it was set for. 

b. Table (4.5) clarifies the correlation coefficient for each item of the "Training and 

Development" and the total of the field. 
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Table (4.5) : Correlation coefficient of each item of " Training and Development " 

and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  

The management depends on green training programs to 

protect environment, and they considered as a priority for 

MOH comparing with other training programs.  

.847* 0.000 

2.  

The management orders employees to attend the courses 

that related to training them to adopt environmental 

protection practices and preserve natural resources.  

.705* 0.000 

3.  

The management develops green training programs that 

focus on protecting environment, and encourages holding 

them frequently.   

.776* 0.000 

4.  

The management provides employees of the content of 

training courses on internet to minimize using papers, in 

addition to using remote communication.    

.700* 0.000 

5.  

The management holds the training programs that enhance 

social responsibility regarding environmental protection, 

reducing the depletion of natural resources, and decreasing 

direct damage against environment. 

.786* 0.000 

6.  

The human resource department cares about green training 

that leads to create employees who are able to face many 

environmental problems and find suitable solutions for 

them. 

.878* 0.000 

7.  

The Ministry of Health has a continuous education unit 

that continuously and periodically cares about instructing 

and educating employees regarding environmental 

protection issues.  

.888* 0.000 

8.  

The management holds high quality courses that have 

tangible results, which directly affect employees behaviors 

toward protecting environment.   

.780* 0.000 

9.  

The managers are interested in employees opinions 

regarding the content of training courses, and encourage 

opinions that related to methods of protecting 

environment.   

.895* 0.000 

10.  
The courses that I attended and focus on environmental 

protection and strengthen green orientation are useful and 

contribute in increasing environmental awareness.    

.647* 0.000 

* Correlation is significant at the 0.05 level  

Table (4.5) clarifies that the p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05. Thus, the items of this field are 

consistent and valid to measure what it was set for. 
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c. Table (4.6) clarifies the correlation coefficient for each item of the "Performance 

Management and Appraisal" and the total of the field. 

Table (4.6) : Correlation coefficient of each item of " Performance Management 

and Appraisal " and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
Employees' aims and responsibilities are clear regarding 

environmental protection issues.  
.691* 0.000 

2.  

The performance management system of the institution is 

active and directly contributes in achieving the objectives 

related to protecting environment and natural resources.  

.657* 0.000 

3.  

Employees have enough knowledge and awareness of 

their responsibilities toward protecting environment and 

decrease pollution that lead to achieve tangible results.   

.804* 0.000 

4.  

The management evaluates employees' green 

performance levels to meet the objectives related to 

environmental protection, environmental progress, and 

sustainability of natural resources.  

.906* 0.000 

5.  

The management effectively and continuously evaluates 

and records employees green or eco-friendly practices 

and contributions.   

.729* 0.000 

6.  

Employees are provided with regular feedback to 

improve their practices related to environmental 

protection.  

.885* 0.000 

7.  
Evaluating employee performance depends on green 

standards prepared by the management.  
.835* 0.000 

8.  

The process of measuring the performance of eco-

friendly employees leads to achieve sustainability and 

encourage their co-workers to do so. 

.884* 0.000 

* Correlation is significant at the 0.05 level  

Table (4.6) shows that The p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05. s. Thus, the items of this field are 

consistent and valid to measure what it was set for.  

 

 

 

 

 

 



78 
 

d. Table (4.7) clarifies the correlation coefficient for each item of the "Reward and 

Compensation" and the total of the field. 

Table (4.7) : Correlation coefficient of each  item of " Reward and Compensation " 

and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
The management has a compensation policy to reward 

employees for their green or eco-friendly behaviors.  
.920* 0.000 

2.  

The management presents financial and nonfinancial rewards 

for the employee who presents creative ideas for green 

initiatives aims to protect environment and decrease pollution 

levels.  

.904* 0.000 

3.  

The management provides bonuses and incentives to the 

employee who proves his ability to adopt green practices in 

order to encourage him/her to continue at work that positively 

reflected on the general performance.   

.906* 0.000 

4.  

The management has a promotion system where employees are 

promoted based on their environmentally friendly practices 

and to what extent they protect environment and achieve 

sustainability of natural resources. 

.885* 0.000 

5.  

The management has a reward system encourages employees 

to improve their performance that linked to protecting 

environment and achieve sustainability of natural resources.  

.903* 0.000 

6.  

 Employees receive moral appreciation for their efforts at work 

and their green performance, the extent to which they protect 

environment, minimize damage against environment, and 

protect natural resources.  

.823* 0.000 

7.  
The management gives incentives and rewards to employees 

based on their annual performance.  
.806* 0.000 

* Correlation is significant at the 0.05 level  

Table (4.7) shows that The p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05. Thus, the items of this field are 

consistent and valid to be measure what it was set for. 
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e. Table (4.8) clarifies the correlation coefficient for each item of the "Participation and 

Empowerment" and the total of the field. 

Table (4.8): Correlation coefficient of each  item of " Participation and 

Empowerment" and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  

The management has developmental and clear vision to guide 

employees' behaviors and their acts towards environmental 

protection.   

.867* 0.000 

2.  
Employees are involved in formulating strategies to protect 

environment.   
.805* 0.000 

3.  

Employees, who have strong feeling of belonging for their 

organization, significantly participate in green and eco-

friendly businesses.   

.668* 0.000 

4.  

Employees are highly involved in environmentally friendly 

green works, if their organizations have a high performance 

assessment rating for environmental protection and pollution 

reduction 

.823* 0.000 

5.  
 An employee with a low desire to resign is able to adopt 

green practices compared to other employees.  
.814* 0.000 

6.  
The employees share their knowledge, especially with regard 

to environmental protection issues. 
.829* 0.000 

7.  
Managers integrate employees into discussions that 

addressing environmental protection issues. 
.844* 0.000 

8.  
Employees are offered opportunities to participate in local or 

international environmentally friendly programs. 
.848* 0.000 

* Correlation is significant at the 0.05 level  

Table (4.8) clarifies that the p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05. . Thus, the items of this field are 

consistent and valid to be measure what it was set for.  

f. Table (4.9) clarifies the correlation coefficient for each item of the "Organizational 

Culture" and the total of the field. 

Table (4.9) : Correlation coefficient of each  item of " Organizational Culture " 

and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
The management clarifies information and values related 

to environmental protection issues for employees. 
.892* 0.000 

2.  

The management encourages and supports green practices 

and behaviors in accordance with well-defined and 

predefined policies. 

.785* 0.000 
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No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

3.  
The vision and mission of MOH take into consideration 

the environmental protection and sustainability issues.  
.869* 0.000 

4.  

The culture spreads among employees promotes green 

attitudes and behaviors, and attempts to reduce 

environmental pollution and depletion of natural 

resources. 

.827* 0.000 

5.  

Employees have enough information about green 

organizational culture, which means creating employees' 

desire to achieve sustainable environmental progress. 

.797* 0.000 

6.  

Managers are concerned to adopt and modify values and 

ideas related to environmental protection and 

sustainability issues. 

.880* 0.000 

7.  

Employees in all departments share green values that 

address environmental problems, achieve environmental 

progress, and conserve natural resources. 

.892* 0.000 

8.  

The values, beliefs, and behaviors reflect a strong desire 

among employees to accomplish sustainability and 

environmental protection. 

.860* 0.000 

9.  

The management has values and leadership styles that 

encourage environmental protection and promote green 

culture. 

.838* 0.000 

10.  

The H R department in MOH is the protector of culture 

and the senior principal for addressing pollution issues, 

spreading the culture of protecting environment, and 

paying attention to issues that achieve environmental 

progress. 

.755* 0.000 

11.  

The HR Department is responsible for disseminating and 

presenting new values, beliefs and cultures in line with 

the global trend towards protecting the environment, 

conserving natural resources, and achieving 

sustainability. 

.790* 0.000 

* Correlation is significant at the 0.05 level  

Table (4.9) clarifies that The p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05. Thus, the items of this field are 

consistent and valid to be measure what it was set for. 

 

 

 

 

  



81 
 

g. Table (4.10) clarifies the correlation coefficient for each item of the "Environmental 

Performance" and the total of the field. 

Table (4.10): Correlation coefficient of each  item of " Environmental Performance 

" and the total of this field 

No. Item 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  
The Department has a formal environmental strategy to assess 

the environmental performance of hospitals. 
.805* 0.000 

2.  
The administration periodically assesses the environmental 

situation of the hospital. 
.885* 0.000 

3.  

The management determines indicators for assessing the 

hospital environmental performance, such as an energy 

consumption and waste categorization according to the degree 

of risk. 

.933* 0.000 

4.  
Data are collected to prepare reports about the hospital's 

environmental performance. 
.897* 0.000 

5.  

The achievements of the environmental protection objectives 

are monitored and reviewed, in addition to follow-up the 

implementation of environmental obligations  

.840* 0.000 

6.  Costs resulting from environmental damage are assessed .902* 0.000 

7.  

The hospitals environmental performance is evaluated to 

determine the annual consumption of electricity, gas 

emissions, and the amount of materials being treated. 

.853* 0.000 

8.  

The management sets specific objectives of environmental 

performance level and links them to the practices of hospital 

employees. 

.852* 0.000 

9.  

The management is concerned with directing and instructing 

employees of how to improve their performance to protect the 

environment and reduce pollution hazards. 

.669* 0.000 

10.  
employees are involved in assessing the hospital's 

environmental performance by providing feedback and ideas 

that contribute to improved performance. 

.822* 0.000 

11.  
Managers and employees are committed to the laws, 

regulations and formal procedures regarding the 

environmental protection. 

.759* 0.000 

12.  
Managers are concerned about the hospital's role in combating 

pollution and efficient use of natural resources. 
.826* 0.000 

13.  
The management assesses employees' environmental 

performance according to specific methodological procedures. 
.855* 0.000 

14.  
The management reviews plans and policies of the use of 

natural resources. 
.850* 0.000 

15.  
The hospital has qualified employees who are able to present 

information about environmental performance to the 

management and prepare special reports. 

.808* 0.000 

* Correlation is significant at the 0.05 level  
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Table (4.10) shows that the p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05. . Thus, the items of this field are 

consistent and valid to be measure what it was set for.  

3. Structure Validity  

Structure validity is the second statistical test that used to test the validity of the 

questionnaire structure by testing the validity of each field and the validity of the whole 

questionnaire. It measures the correlation coefficient between one field and all the fields 

of the questionnaire that have the same level of scale. 

 

a. Table (4.11) clarifies the correlation coefficient for each field and the whole 

questionnaire. 

Table (4.11): Correlation coefficient of each field and the whole questionnaire 

No. Field 
Pearson  Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  Recruitment and Selection .861* 0.000 

2.  Training and Development .914* 0.000 

3.  
Performance Management and 

Appraisal 
.931* 0.000 

4.  Reward and Compensation .731* 0.000 

5.  Participation and Empowerment .870* 0.000 

6.  Organizational Culture .910* 0.000 

 Green HRM Practices .987* 0.000 

 Environmental Performance .804* 0.000 

* Correlation is significant at the 0.05 level  

The p-values (Sig.) are less than 0.05, so the correlation coefficients of all the 

fields are significant at α = 0.05, so it can be said that the fields are valid to be measured 

what it was set for to achieve the main aim of the research. 

Reliability of the Questionnaire (Cronbach’s Coefficient Alpha)                            

The reliability of an instrument is the degree of consistency which measures the 

attribute that supposed to be measured (George and Mallery ,2006). The less variation 

an instrument produces in repeated measurements of an attribute, the higher its 

reliability. Reliability can be equated with the stability, consistency, or dependability of 

a measurement tool. The test is repeated to the same sample of people on two occasions 
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and then compares the scores obtained by computing a reliability coefficient (George 

and Mallery, 2006). To insure the reliability of the questionnaire, Cronbach’s 

Coefficient Alpha should be used. It ranged between 0.0 and + 1.0 and the higher values 

reflects a higher degree of internal consistency. Each field of the questionnaire was 

tested using the Cronbach’s coefficient alpha. 
 

 

Table(4.12): Cronbach's Alpha for each field of the questionnaire 

No. Field Cronbach's Alpha 

1.  Recruitment and Selection 0.926 

2.  Training and Development 0.924 

3.  Performance Management and Appraisal 0.920 

4.  Reward and Compensation 0.951 

5.  Participation and Empowerment 0.919 

6.  Organizational Culture 0.947 

 Green HRM Practices 0.984 

 Environmental Performance 0.970 

 All items of the questionnaire 0.978 
 

Table (4.13) shows the values of Cronbach's Alpha for each field of the 

questionnaire and the entire questionnaire. For the fields, values of Cronbach's Alpha 

were in the range from 0.919 and 0.984. This range is considered high; the result 

ensures the reliability of each field of the questionnaire. Cronbach's Alpha equals 0.978 

for the entire questionnaire, which indicates an excellent reliability of the entire 

questionnaire. 
 

Therefore, the results of testing the validity (content, internal, and structure) and 

reliability of all the questionnaire's fields.  It was found that the questionnaire is valid 

and reliable. Thus, these results confirmed that the questionnaire is  ready to be 

distributed to the targeted research sample. 
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Chapter 5 

Data Analysis and Discussion 

Section One: Analysis of Personal Traits 

Introduction 

This chapter aims to analyze data collected by the questionnaire distributed to the 

target sample. This analysis focuses on showing the reality of applying Green HRM 

practices and their effects on environmental performance. This chapter consists of three 

main sections, which are: analysis of personal traits, data analysis, and hypotheses 

testing. In these three sections, the researcher comments on all statistical results and 

compares them with results appeared in previous studies.  

 

Descriptive Analysis of the Sample Statistics 

1. Gender:  

Table (5.1): Gender:   

Gender Frequency Percent 

Male 154 48.3 

Female 165 51.7 

Total 319 100.0 

 

Table (5.1) shows that 48.3% of the respondents sampled are "males", and 51.7% 

of them are "females" because the health institutions such as hospitals required female 

staff in all jobs specially nursing to take into account the privacy of female patients .  

Moreover, the Palestinian society has a conservative culture. Despite the number of 

male employees who work in MOH institutions are more than the number of female 

employees, the female respondents in this research are more than male because of the 

way of distributing the sample.  
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2. Age: 

      Table (5.2): Age: 

Age Frequency Percent 

Below 30 years 105 32.9 

30 – 39 years 141 44.2 

40 - 49 years 46 14.4 

Above 50 years 27 8.5 

Total  319 100.0 

 

Table (5.2) shows that 77.1% of respondents are less than 40 years, while 22.9% 

of respondents are 40 years or more. This means that the majority of respondents are 

less than 40 years old because many employees stopped working and new staff have 

been appointed in recent years. Moreover, the work in the health sector is expanding 

due to the significant increase in population which requires to develop the health 

services. Also the Palestinian society is considered as a young society.  

 

3. Educational Qualification: 

Table (5.3): Educational Qualification: 

Educational Qualification Frequency Percent 

Diploma or lower 106 33.2 

Bachelor degree 182 57.1 

Master degree 31 9.7 

Total  319 100.0 
 

Table (5.3) shows that 90.3% of respondents have bachelor and diploma degrees 

which form the majority of the sample. Moreover, the highest percent of the sample 

have bachelor degree because there are several administrative, engineering, and nursing  

positions in hospitals that required more qualified and professional staff.  However, the 

minority of respondents have master degree even though they form a percent reached 

9.7%, which indicates that there is an increasing desire among employees to have higher 

certificates in their educational fields.   
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4. Workplace: 

Table (5.4): Place of work: 

Workplace Frequency Percent 

Al-Shifa Medical Complex 160 50.2 

Nasser Medical Complex 84 26.3 

European Gaza Hospital 75 23.5 

Total  319 100.0 

 

Table (5.4) shows that the majority of the respondents work in Al-Shifa Medical 

Complex since it is the biggest government medical complex in the Gaza strip. 

Moreover, the annual report of manpower in the health sector in Palestine shows that 

the manpower rate in Al-Shifa Medical Complex is 29%. However,  both Nasser 

Medical Complex and European Gaza Hospital form a percentage of 49.8% since the 

manpower rates of them are 15% and 13.4% respectively (Palestinian Health 

Information Center, 2017).  

   

5. Job title: 

Table (5.5): Job title 

Job title Frequency Percent 

Manager 13 4.1 

Engineer 25 7.8 

Maintenance technician 13 4.1 

Administrator 94 29.5 

Chief nurse 74 23.2 

Nurse 68 21.3 

Midwife 18 5.6 

Other 14 4.4 

Total 319 100.0 

 

Table (5.5) shows that the jobs of sampled employees are divided into three 

categories: health jobs, technical jobs, and administrative jobs. The table shows that the 

health jobs forms 50.1 %  which means the majority of the respondents works as health 

staff because health institutions require several jobs in this field compared to other 

fields such as technical or administrative. Moreover, 11.9 % of respondents are 

technical staff and 38 % of them are administrative staff since hospitals need technical 
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employees for equipment maintenance in addition to administrative employees to 

manage the departments and organize patients' records and financial procedures. 

 

6. Tenure:  

Table (5.6): Tenure 

Tenure Frequency Percent 

less than 5 years 93 29.2 

5- less than 10 years 117 36.7 

10- less than 20 years 62 19.4 

20 years or more 47 14.7 

Total  319 100.0 

 

Table (5.6) shows that the majority of the respondents sampled have less than 10 

years of service and reach a percentage of 65.9 % because 77.1% of the respondents are 

below 40 years old as shown in table (5.2). However, 34.1% of them have 10 years of 

service or more. This significant difference between these two groups existed as a result 

of the hard political and economic situations in Palestine and especially in the 

governorates of the Gaza Strip that lead to increase unemployment rates, which in turn 

minimize years of service among young people. Moreover, the MOH recruited many 

employees in the last ten years because some employees stopped working and the health 

work requires continuous employment in line with the ever-increasing population in 

Palestine.  
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Section Two: Data Analysis 

Introduction 

This section shows the results of analyzing the collected data. The data is 

analyzed to state the mean, standard deviation, test-value, and P-value for all the six 

independent variables studied in addition to the dependent variable. It also points out 

the mean of each item in all fields and shows if the mean is smaller or greater than  the 

level of significance and the specified hypothesized value.   

1. The Independent Variables 

This research includes six independent variables which are as follows: 

a. Green Recruitment and Selection 

Table (5.7): Means and Test values for “Green Recruitment and Selection” 
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1.  

The job analysis contains environmental 

awareness skills that the employee 

should have. 

4.81 2.70 48.06 -7.84* 0.000 1 

2.  

Job responsibilities are formulated based 

on considering environmental protection 

issues more significant than other issues. 

4.65 2.58 46.54 -9.31* 0.000 2 

3.  

The job vacations ads of MOH focus on 

recruiting candidates who have eco-

friendly skills and behaviors and who 

aware of environmental issues.  

4.42 2.70 44.21 -10.42* 0.000 4 

4.  

The human resource management at 

MOH depends on a specific 

methodology of the recruitment and 

selection process that specify the 

candidates' commitment and awareness 

of protecting environment and green 

orientation in the world.    

4.31 2.63 43.11 -11.46* 0.000 5 

5.  

The management has a clear plan to 

recruit high qualified and eco-friendly 

candidates.  

4.26 2.77 42.60 -11.14* 0.000 6 

6.  
The HRM attracts eco-friendly and green 

manpower  
4.22 2.64 42.17 -12.04* 0.000 7 

7.  

The management has advanced 

technologies and techniques that have 

positive effect on recruiting and selecting 

candidates who are aware of 

environmental issues.    

4.42 2.67 44.25 -10.50* 0.000 3 

 All items of the field 4.44 2.35 44.44 -11.83* 0.000  

* The mean is significantly different from 6 
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Table (5.7) shows the following results: 

 The highest item of this field is item 1 “The job analysis contains environmental 

awareness skills that the employee should have” , its mean equals 4.81 (48.06%), 

Test-value = -7.84, and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this item is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to this item. 

 The lowest item of this field is item 6 “The HRM attracts eco-friendly and green 

manpower”, its mean equals 4.22 (42.17%), Test-value = -12.04, and P-value = 

0.000 which is smaller than the level of significance 0.05  . The sign of the test is 

negative, so the mean of this item is significantly smaller than the hypothesized value 

6. We conclude that the respondents disagreed to this item. 

 The mean of the field “Green Recruitment and Selection” equals 4.44 (44.44%), 

Test-value = -11.83, and P-value=0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this field is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to field of “Green Recruitment and Selection ", and it 

indicates that the implementation of Green Recruitment and Selection in the 

Palestinian government hospitals is weak.  

 These results are in agreement with (Jose & Jabbour, 2011) who concluded that very 

few companies applied green recruitment and selection and that none of the sampled 

companies recruited and selected those who had environmental awareness and 

adopted green practices. This agreement occurred because Brazil is considered as a 

developing country which means that it still lacks real environmental protection steps 

in addition to the air and water pollution.  

 The results of this research disagreed with (Masri & Jaaron, 2017)who found that 

green recruitment and selection was ranked as the third practice in terms of the most 

applied among targeted companies, and that the managers sampled recruited and 

selected candidates who were able to adopt and protect "organizational 

environmental values". This difference occurs because the research population is 
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different between the two studies, and because of the blockade of the Gaza Strip 

which leads to deterioration in various sectors.  

 In general, the implementation of Green Recruitment and Selection is weak in 

government hospitals in the Gaza Strip because of the need for financial support 

ensures the success of this process  as it considered as the first practice of HRM. 

 

b. Green Training and Development 

Table (5.8): Means and Test values for “Green Training and Development” 
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1.  The management depends on green 

training programs to protect environment, 

and they considered as a priority for 

MOH comparing with other training 

programs.  

4.66 2.68 46.62 -8.88* 0.000 4 

2.  The management orders employees to 

attend the courses that related to training 

them to adopt environmental protection 

practices and preserve natural resources.  

4.49 2.65 44.89 -10.16* 0.000 5 

3.  The management develops green training 

programs that focus on protecting 

environment, and encourages holding 

them frequently.   

4.18 2.49 41.76 -13.07* 0.000 9 

4.  The management provides employees of 

the content of training courses on internet 

to minimize using papers, in addition to 

using remote communication.    

5.05 2.49 50.53 -6.77* 0.000 1 

5.  The management holds the training 

programs that enhance social 

responsibility regarding environmental 

protection, reducing the depletion of 

natural resources, and decreasing direct 

damage against environment. 

4.47 2.59 44.73 -10.53* 0.000 6 

6.  The human resource department cares 

about green training that leads to create 

employees who are able to face many 

environmental problems and find suitable 

solutions for them. 

4.35 2.63 43.48 -11.22* 0.000 8 

7.  The Ministry of Health has a continuous 

education unit that continuously and 

periodically cares about instructing and 

educating employees regarding 

environmental protection issues.  

4.67 2.60 46.71 -9.15* 0.000 3 

8.  The management holds high quality 4.39 2.77 43.89 -10.40* 0.000 7 
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courses that have tangible results, which 

directly affect employees behaviors 

toward protecting environment.   

9.  The managers are interested in employees 

opinions regarding the content of training 

courses, and encourage opinions that 

related to methods of protecting 

environment.   

4.12 2.81 41.16 -11.99* 0.000 10 

10.  The courses that I attended and focus on 

environmental protection and strengthen 

green orientation are useful and 

contribute in increasing environmental 

awareness.    

4.72 2.94 47.21 -7.77* 0.000 2 

 All items of the field 4.51 2.22 45.10 -11.97* 0.000  

* The mean is significantly different from 6 

Table (5.8) shows the following results: 

 The highest item of this field is item 4  “The management provides employees of the 

content of training courses on internet to minimize using papers, in addition to using 

remote communication”, and its mean equals 5.05 (50.53%), Test-value = -6.77, and 

P-value = 0.000 which is smaller than the level of significance 0.05  . The sign 

of the test is negative, so the mean of this item is significantly smaller than the 

hypothesized value 6. We conclude that the respondents disagreed to this item. 

 The lowest item of this field is item 9 “The managers are interested in employees 

opinions regarding the content of training courses, and encourage opinions that 

related to methods of protecting environment”, and its mean equals 4.12 (41.16%), 

Test-value = -11.99, and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this item is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to this item. 

 The mean of the field “Training and Development” equals 4.51 (45.10%), Test-value 

= -11.97, and P-value=0.000 which is smaller than the level of significance 0.05 

.The sign of the test is negative, so the mean of this field is significantly smaller than 
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the hypothesized value 6. We conclude that the respondents disagreed to field of 

“Green Training and Development ". 

 These results are consistent with (Teixeira, Jabbour, de Sousa Jabbour, Latan, & de 

Oliveira, 2015) who found that improving the supply chain management of firms 

mainly depended on green training. This consistency occurs because the finding of 

this research shows that Green Training is the first practice that has the highest effect 

on EP.   

 Moreover, the results of this research are in line with (Hammad, 2015) who 

concluded that the weak awareness among hotel managers concerning the 

environmental protection issues was considered as a barrier in front of adopting 

environmentally friendly practices. Also, the results of (Lather & Shikha, 

2014)emphasized that green training had a significant positive impact on the 

environmental performance of companies, in addition to (Saturnino Neto, José 

Chiappetta Jabbour, & Beatriz Lopes de Sousa Jabbour, 2014) who also agreed that 

green training played a significant role in achieving tangible development in 

environmental protection schemes. The consistence between the results of this study 

and the research of (Hammad, 2015) occurs because they both conducted in Palestine 

specially in the Gaza Strip. 

 In general, the results of this field show that the process of training employees and 

developing their skills to be able to deal with environmental protection issues is 

weak. Training employees will lead to improve the external and internal 

environmental status of the government hospitals. 

c. Green Performance Management and Appraisal 

Table (5.9): Means and Test values for “Green Performance Management and 

Appraisal” 
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1.  Employees' aims and responsibilities are 

clear regarding environmental protection 

issues.  
4.65 2.77 46.51 -8.70* 0.000 3 
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2.  The performance management system of the 

institution is active and directly contributes 

in achieving the objectives related to 

protecting environment and natural 

resources.  

4.68 2.67 46.80 -8.83* 0.000 1 

3.  Employees have enough knowledge and 

awareness of their responsibilities toward 

protecting environment and decrease 

pollution that lead to achieve tangible results.   

4.66 2.66 46.58 -9.01* 0.000 2 

4.  The management evaluates employees' green 

performance levels to meet the objectives 

related to environmental protection, 

environmental progress, and sustainability of 

natural resources.  

4.46 2.66 44.58 -10.35* 0.000 4 

5.  The management effectively and 

continuously evaluates and records 

employees green or eco-friendly practices 

and contributions.   

4.26 2.66 42.58 -11.66* 0.000 7 

6.  Employees are provided with regular 

feedback to improve their practices related to 

environmental protection.  
4.29 2.57 42.90 -11.86* 0.000 6 

7.  Evaluating employee performance depends 

on green standards prepared by the 

management.  
4.15 2.71 41.49 -12.16* 0.000 8 

8.  The process of measuring the performance of 

eco-friendly employees leads to achieve 

sustainability and encourage their co-workers 

to do so. 

4.45 2.71 44.52 -10.14* 0.000 5 

 All items of the field 4.45 2.29 44.50 -12.07* 0.000  
* The mean is significantly different from 6 

Table (5.9) shows the following results: 

 The highest item of this field is item 2 “The performance management system of the 

institution is active and directly contributes in achieving the objectives related to 

protecting environment and natural resources”, and its mean equals 4.68 (46.80%), 

Test-value = -8.83, and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this item is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to this item. 
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 The lowest item of this field is item 7 “Evaluating employee performance depends on 

green standards prepared by the management”, and its mean equals 4.15 (41.49%), 

Test-value = -12.16, and P-value = 0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this item is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to this item. 

 The mean of the field “Green Performance Management and Appraisal” equals 4.45 

(44.50%), Test-value = -12.07, and P-value=0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this field is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to field of Green Performance Management and Appraisal.  

 These results are in agreement with (Jose & Jabbour, 2011) who found that 

companies didn’t apply green performance appraisal and this kind of practices not 

often adopted except those companies which had high environmental performance 

level. Moreover, these results are also consistent with (Hammad, 2015)who 

concluded that  the process of implementing green performance appraisal, as one of 

the most important practices of GHRM, was weak. The study of (Erdogan & Baris, 

2007; Ghani, 2016)also agreed with the results of this research by emphasizing on 

the need for implementing an effective green performance appraisal system because 

of the noticeable weakness of adopting environmentally friendly practices and 

assessing them. This agreement between this study and the study of (Hammad, 2015) 

occurs because both of them carried out in Palestine. Also, the agreement between 

this research and the study of (Ghani, 2016) exists because they were executed in 

developing countries where several sectors suffer from lack of adopting 

environmentally friendly practices specially in countries like Iraq that has difficult 

economic and political problems.  Moreover the study of (Erdogan & Baris, 2007) 

agreed with the results of this research although Turkey opened to European Union 

and  harmonized with life in developed countries. These results occurs because 

Turkey is still considered as a recently developed country and faces local challenges 

that badly affect the growth in several sectors.  
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 However, these results disagreed with (Masri & Jaaron, 2017) who emphasized that 

the companies studied individually applied green performance appraisal and proved 

that this practice ranked as the second in terms of the most  practice applied among 

these companies. Despite both this research and the study of (Masri & Jaaron, 2017) 

executed in Palestine, the results shows that there is a difference due to different 

study samples.   

 In general, The results of this research emphasize that the green appraisal in hospitals 

is weak and needs to be adopted through developing appropriate strategies that could 

improve employees work by appraising the eco-friendly practices and behaviors and 

encourage them,   
 

d. Green Reward and Compensation 

Table (5.10): Means and Test values for “Green Reward and Compensation” 
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1.   The management has a compensation 

policy to reward employees for their 

green or eco-friendly behaviors.  

3.64 2.66 36.39 -15.77* 0.000 3 

2.  The management presents financial and 

nonfinancial rewards for the employee 

who presents creative ideas for green 

initiatives aims to protect environment 

and decrease pollution levels.  

3.63 2.75 36.33 -15.30* 0.000 4 

3.  The management provides bonuses and 

incentives to the employee who proves 

his ability to adopt green practices in 

order to encourage him/her to continue at 

work that positively reflected on the 

general performance.   

3.59 2.71 35.90 -15.82* 0.000 6 

4.  The management has a promotion 

system where employees are 

promoted based on their 

environmentally friendly practices and 

to what extent they protect 

environment and achieve 

sustainability of natural resources. 

3.58 2.65 35.80 -16.24* 0.000 7 

5.  The management has a reward system 

encourages employees to improve 

their performance that linked to 

3.62 2.66 36.23 -15.91* 0.000 5 
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protecting environment and achieve 

sustainability of natural resources.  
6.   Employees receive moral 

appreciation for their efforts at work 

and their green performance, the 

extent to which they protect 

environment, minimize damage 

against environment, and protect 

natural resources.  

3.89 2.79 38.89 -13.43* 0.000 1 

7.  The management gives incentives and 

rewards to employees based on their 

annual performance.  

3.84 2.67 38.38 -14.38* 0.000 2 

 All items of the field 3.69 2.41 36.88 -17.12* 0.000  
* The mean is significantly different from 6 

Table (5.10) shows the following results: 

 The highest item of this field is item 6 “Employees receive moral appreciation for 

their efforts at work and their green performance, the extent to which they protect 

environment, minimize damage against environment, and protect natural resources”, 

and its mean equals 3.89 (38.89%), Test-value = -13.43, and P-value = 0.000 which 

is smaller than the level of significance 0.05  . The sign of the test is negative, so 

the mean of this item is significantly smaller than the hypothesized value 6. We 

conclude that the respondents disagreed to this item. 

 The lowest item of this field is item 4  “The management has a promotion system 

where employees are promoted based on their environmentally friendly practices and 

to what extent they protect environment and achieve sustainability of natural 

resources”, and its mean equals 3.58 (35.80%), Test-value = -16.24, and P-value = 

0.000 which is smaller than the level of significance 0.05  . The sign of the test is 

negative, so the mean of this item is significantly smaller than the hypothesized value 

6. We conclude that the respondents disagreed to this item. 

 The mean of the field “Green Reward and Compensation” equals 3.69 (36.88%), 

Test-value = -17.12, and P-value=0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this field is 
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significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to field of “Green Reward and Compensation ". 

 These results are consistent with (Ghani, 2016) who found that the sampled company 

showed real weakness in adopting green compensation. This consistency between 

both studies is taken place due to the real convergence in the political and cultural 

situation between the two countries specially in recent years.    

 However, the results of this research disagreed with (Lather & Shikha, 2014) who 

found that rewards presented to employees were not associated with environmental 

performance. These results appeared because of the differences between India and 

Palestine in terms of the technological and cultural development.    

 In general, the results of this field show that there is no real reward and 

compensation system and policy, which help to appreciate green practices and 

encourage employees to protect environment and become eco-friendly persons. 

e. Green Participation and Empowerment 

Table (5.11): Means and Test values for “Green Participation and Empowerment” 
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1.  The management has developmental and 

clear vision to guide employees' 

behaviors and their acts towards 

environmental protection.   

4.27 2.72 42.68 -11.34* 0.000 4 

2.  Employees are involved in formulating 

strategies to protect environment.   
3.99 2.71 39.91 -13.16* 0.000 6 

3.  Employees, who have strong feeling of 

belonging for their organization, 

significantly participate in green and eco-

friendly businesses.   

5.04 2.69 50.44 -6.32* 0.000 1 

4.  Employees are highly involved in 

environmentally friendly green works, if 

their organizations have a high 

performance assessment rating for 

environmental protection and pollution 

reduction 

4.50 2.68 45.05 -9.94* 0.000 3 

5.   An employee with a low desire to resign is 

able to adopt green practices compared to 

other employees.  
4.91 2.56 49.14 -7.52* 0.000 2 

6.  The employees share their knowledge, 

especially with regard to environmental 
4.15 2.56 41.46 -12.86* 0.000 5 
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protection issues. 

7.  Managers integrate employees into 

discussions that addressing 

environmental protection issues. 
3.62 2.55 36.18 -16.62* 0.000 8 

8.  Employees are offered opportunities to 

participate in local or international 

environmentally friendly programs. 
3.75 2.71 37.52 -14.72* 0.000 7 

 All items of the field 4.28 2.20 42.75 -13.98* 0.000  

* The mean is significantly different from 6 

Table (5.11) shows the following results: 

 The highest item of this field is item 3 “Employees, who have strong feeling of 

belonging for their organization, significantly participate in green and eco-friendly 

businesses”, and its mean equals 5.04 (50.44%), Test-value = -6.32, and P-value = 

0.000 which is smaller than the level of significance 0.05  . The sign of the test is 

negative, so the mean of this item is significantly smaller than the hypothesized value 

6. We conclude that the respondents disagreed to this item. 

 The lowest item of this field is item 7 “Managers integrate employees into 

discussions that addressing environmental protection issues”, and its mean equals 

3.62 (36.18%), Test-value = -16.62, and P-value = 0.000 which is smaller than the 

level of significance 0.05  . The sign of the test is negative, so the mean of this 

item is significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to this item. 

 The mean of the field “Green Participation and Empowerment” equals 4.28 

(42.75%), Test-value = -13.98, and P-value=0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is negative, so the mean of this field is 

significantly smaller than the hypothesized value 6. We conclude that the 

respondents disagreed to field of “Green Participation and Empowerment ". 

 These results are consistent with (Pallavi & Bhanu, 2016) who found that employers 

should create strong participation in green programs to achieve sustainability. This 
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consistency reflects the urgent need for participating in green programs and 

initiatives in all the world because of the dramatic change of environment.  

 The results also are in line with (Forman & Jorgensen, 2001) who found that there 

was clear absence of participation in eco-friendly works among employees and there 

was a need to conduct discussion concerning environmental protection issues. 

Although protecting environment and creating green society is considered as one of 

the most significant goals for Denmark, the sampled employees of the study of 

(Forman & Jorgensen, 2001) need to be engaged in participation of green issues and 

this occurs maybe because these enterprises contain employees from different 

cultures or they had less experience or interest toward these issues.   

 In general, The results show that employees' participation in green and 

environmentally friendly works is weak, and the management efforts to empower 

employees to adopt green practices is also very weak. Thus, there is a need to 

encourage employees to participate in green works and to be empowered to face 

environmental protection issues and adopt green practices. 

 

f. Green Organizational Culture 

Table (5.12): Means and Test values for “Green Organizational Culture” 
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1.  The management clarifies information 

and values related to environmental 

protection issues for employees. 

3.94 2.74 39.37 -13.36* 0.000 11 

2.  The management encourages and 

supports green practices and behaviors 

in accordance with well-defined and 

predefined policies. 

4.16 2.74 41.55 -11.96* 0.000 7 

3.  The vision and mission of  MOH take 

into consideration the environmental 

protection and sustainability issues.  

4.22 2.74 42.15 -11.57* 0.000 5 

4.  The culture spreads among employees 

promotes green attitudes and behaviors, and 

attempts to reduce environmental pollution 

and depletion of natural resources. 

4.27 2.75 42.74 -11.15* 0.000 4 

5.  Employees have enough information 

about green organizational culture, 

which means creating employees' desire 

4.18 2.67 41.80 -12.12* 0.000 6 
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to achieve sustainable environmental 

progress. 

6.  Managers are concerned to adopt and 

modify values and ideas related to 

environmental protection and 

sustainability issues. 

4.13 2.68 41.32 -12.41* 0.000 9 

7.  Employees in all departments share 

green values that address environmental 

problems, achieve environmental 

progress, and conserve natural resources. 

4.16 2.60 41.55 -12.63* 0.000 7 

8.  The values, beliefs, and behaviors reflect 

a strong desire among employees to 

accomplish sustainability and 

environmental protection. 

4.32 2.78 43.25 -10.73* 0.000 3 

9.  The management has values and 

leadership styles that encourage 

environmental protection and promote 

green culture. 

4.09 2.84 40.85 -11.99* 0.000 10 

10.  The H R department in MOH is the 

protector of culture and the senior 

principal for addressing pollution issues, 

spreading the culture of protecting 

environment, and paying attention to 

issues that achieve environmental 

progress. 

4.43 2.79 44.35 -9.95* 0.000 2 

11.  The HR Department is responsible for 

disseminating and presenting new 

values, beliefs and cultures in line with 

the global trend towards protecting the 

environment, conserving natural 

resources, and achieving sustainability. 

4.83 2.76 48.31 -7.50* 0.000 1 

 All items of the field 4.24 2.38 42.41 -13.18* 0.000  
* The mean is significantly different from 6 

Table (5.12) shows the following results: 

 The highest item of this field is item 11 “The HR Department is responsible for 

disseminating and presenting new values, beliefs and cultures in line with the global 

trend towards protecting the environment, conserving natural resources, and 

achieving sustainability”, and its mean equals 4.83 (48.31%), Test-value = -7.50, and 

P-value = 0.000 which is smaller than the level of significance 0.05  . The sign of 

the test is negative, so the mean of this item is significantly smaller than the 

hypothesized value 6. We conclude that the respondents disagreed to this item. 
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 The lowest item of this field is item 1 “The management clarifies information and 

values related to environmental protection issues for employees”, and its mean 

equals 3.94 (39.37%), Test-value = -13.36, and P-value = 0.000 which is smaller 

than the level of significance 0.05  . The sign of the test is negative, so the mean 

of this item is significantly smaller than the hypothesized value 6. We conclude that 

the respondents disagreed to this item. 

 The mean of the field “Green Organizational Culture” equals 4.24 (42.41%), Test-

value = -13.18, and P-value=0.000 which is smaller than the level of significance 

0.05  . The sign of the test is negative, so the mean of this field is significantly 

smaller than the hypothesized value 6. We conclude that the respondents disagreed to 

field of “Green Organizational Culture”. 

 These results are consistent with (Fayyazi et al., 2015) who found that vagueness of 

green values was a significance obstacle in front of implementing green human 

resource management. The study was conducted in oil industry in Iran where  

environmental awareness is still fragile despite the tangible governmental 

movements to increase awareness in several sectors such as education sector. 

Furthermore, (Chun, 2009) agreed with the results of this research by emphasizing 

that making any change in organization's policy needs actual change of employees' 

attitudes, values, and behaviors to achieve environmental protection aims. These 

results confirmed by many officials in MOH in Palestine since they emphasized 

through interviews that employees' culture should be completely transformed into 

environmentally friendly culture both at formal and informal levels.      

 However, the results of this research disagreed with (Madsen & Ulhøi, 2001) who 

concluded that employees had great awareness of the environmental outcomes of 

their works and the policies related to environmental issues. This difference appeared 

because the sampled companies were European Union companies where 

governments concern of environmental issues and achieve tangible progress to make 

companies more green through enacting environmental protection legislations, laws, 

and policies.       

 In general, the results show that the efforts to promote, disseminate, and present 

green cultures, values, and beliefs is weak. Moreover, employees do not have enough 



103 
 

awareness about green organizational culture, and the management efforts to make 

information and values related to environmental protection issues clear for 

employees are also weak.  

g. Green HRM Practices In General  

Table (5.13): Means and Test values for "Green HRM Practices " 
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Recruitment and Selection 4.44 2.35 44.44 -11.83* 0.000 3 

Training and Development 4.51 2.22 45.10 -11.97* 0.000 1 

Performance Management and Appraisal 4.45 2.29 44.50 -12.07* 0.000 2 

Reward and Compensation 3.69 2.41 36.88 -17.12* 0.000 6 

Participation and Empowerment 4.28 2.20 42.75 -13.98* 0.000 4 

Organizational Culture 4.24 2.38 42.41 -13.18* 0.000 5 

All Items of Green HRM Practices 4.44 2.05 44.40 -13.60* 0.000  

            *The mean is significantly different from 6 

Table (5.13) shows the following results: 

  the mean of all items equals 4.44 (44.40%), Test-value = -13.60 and P-value =0.000 

which is smaller than the level of significance 0.05  . The mean of all items is 

significantly different from the hypothesized value 6. We conclude that the 

respondents disagreed to all items of Green HRM Practices.  

 According to the statistical analysis, it could be noticed that the Test-value equals  -

13.60 which means that all items of Green HRM Practices are weak in government 

hospitals. Moreover, the mean of all the fields' items is 4.44 that is smaller than 6, 

which indicates that the degree of applying Green HRM Practices in Government 

Hospitals in  the Gaza Strip is low 

 These results are consistent with (Erdogan & Baris, 2007; Hammad, 2015) who 

found that green human resource management practices should be improved to meet 

sustainable objectives and achieve good environmental performance. This 

consistency occurs because of the similarity between the populations of these studies. 

Despite the different of the economic situation between Palestine and Turkey and 

that Turkish Republic starts its first steps to follow the European Union countries, 
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many Turkish institutions in several sectors still suffer from weakness in 

implementing green practices.        

 Moreover, the researcher found that green recruitment and selection, green training, 

green performance appraisal, green reward and compensation, green empowerment 

and participation, and green organizational culture considered as significant practices 

to play influential role in creating eco-friendly employees and affect environmental 

performance of employees as well as  institution's performance. This result is in 

consistent with(Nayak & Mohanty, 2017) because many experts of HRM confirm 

that accomplishing environmentally friendly objectives and making green employees 

would be achieved by a comprehensive process starts before hiring new candidates 

and continues throughout their work at institutions.       

 In general, the results of all independent variables show that the respondents agreed 

that the movements to apply green practices are very weak and need to be improved. 

These practices starts from recruiting and selecting candidates, training employees to 

adopt green behaviors, evaluating their performance, rewarding them for their eco-

friendly practices, empowering and encouraging them to participate in 

environmentally friendly works, and changing their cultures and values to be green.  

2. The Dependent Variable (Environmental Performance) 

Table (5.14): Means and Test values for “Environmental Performance” 
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1.  The Department has a formal 

environmental strategy to assess the 

environmental performance of hospitals. 

4.53 2.80 45.28 -9.35* 0.000 5 

2.  The administration periodically assesses 

the environmental situation of the 

hospital. 

4.48 2.68 44.84 -10.03* 0.000 6 

3.  The management determines indicators 

for assessing the hospital environmental 

performance, such as an energy 

consumption and waste categorization 

according to the degree of risk. 

4.65 2.61 46.52 -9.15* 0.000 2 

4.  Data are collected to prepare reports 

about the hospital's environmental 

performance. 

4.44 2.61 44.39 -10.55* 0.000 7 
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5.  The achievements of the environmental 

protection objectives are monitored and 

reviewed, in addition to follow-up the 

implementation of environmental 

obligations  

4.37 2.70 43.74 -10.67* 0.000 9 

6.  Costs resulting from environmental 

damage are assessed 
4.33 2.73 43.30 -10.85* 0.000 11 

7.  The hospitals environmental performance 

is evaluated to determine the annual 

consumption of electricity, gas emissions, 

and the amount of materials being treated. 

4.33 2.76 43.30 -10.76* 0.000 11 

8.  The management sets specific objectives 

of environmental performance level and 

links them to the practices of hospital 

employees. 

4.34 2.81 43.43 -10.45* 0.000 10 

9.  The management is concerned with 

directing and instructing employees of 

how to improve their performance to 

protect the environment and reduce 

pollution hazards. 

4.56 2.67 45.57 -9.60* 0.000 3 

10.  employees are involved in assessing the 

hospital's environmental performance by 

providing feedback and ideas that 

contribute to improved performance. 

4.29 2.62 42.88 -11.64* 0.000 13 

11.  Managers and employees are committed 

to the laws, regulations and formal 

procedures regarding the environmental 

protection. 

4.39 2.66 43.92 -10.73* 0.000 8 

12.  Managers are concerned about the 

hospital's role in combating pollution and 

efficient use of natural resources. 

4.56 2.65 45.56 -9.69* 0.000 4 

13.  The management assesses employees' 

environmental performance according to 

specific methodological procedures. 

4.22 2.78 42.20 -11.34* 0.000 14 

14.  The management reviews plans and 

policies of the use of natural resources. 
4.21 2.91 42.14 -10.87* 0.000 15 

15.  The hospital has qualified employees who 

are able to present information about 

environmental performance to the 

management and prepare special reports. 

4.86 2.97 48.55 -6.56* 0.000 1 

 All items of the field 4.44 2.33 44.36 -11.93* 0.000  

* The mean is significantly different from 6 
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Table (5.14) shows the following results: 

 The highest item of this field is item 15 “The hospital has qualified employees who 

are able to present information about environmental performance to the management 

and prepare special reports”, and its mean equals 4.86 (48.55%), Test-value = -6.56, 

and P-value = 0.000 which is smaller than the level of significance 0.05  . The 

sign of the test is negative, so the mean of this item is significantly smaller than the 

hypothesized value 6 . We conclude that the respondents disagreed to this item. 

 The lowest item of this field is item 14 “The management reviews plans and policies 

of the use of natural resources”, and its mean equals 4.21 (42.14%), Test-value = -

10.87, and P-value = 0.000 which is smaller than the level of significance 0.05  . 

The sign of the test is negative, so the mean of this item is significantly smaller than 

the hypothesized value 6 . We conclude that the respondents disagreed to this item. 

 The mean of the field “Environmental Performance” equals 4.44 (44.36%), Test-

value = -11.93, and P-value=0.000 which is smaller than the level of significance

0.05  . The sign of the test is negative, so the mean of this field is significantly 

smaller than the hypothesized value 6. We conclude that the respondents disagreed to 

field of “Environmental Performance ". 

 These results are consistent with (Solovida & Latan, 2017) who emphasized that 

implementing better environmental strategies led to accomplish better environmental 

performance. They also supported a hypothesis that confirmed a direct and positive 

impact of environmental strategies on the environmental performance. The results of 

this research are also in line with (Paillé, Chen, Boiral, & Jin, 2014) who found that 

the Organizational Citizenship Behavior for the Environment had positive influence 

on the environmental performance of firms and developing their environmental 

performance could be achieved through applying strategic human resource 

management. They also highlighted that firms should attach importance to training in 

order to effectively influence GHRM. This consistency appears because of the 

agreement between several studies in literature on the positive impact of Green HRM 

practices on environmental performance. Any progressive change in environmental 

performance requires change in employees' behaviors. 

 In general, the results show that the respondent thought that the process of evaluating 

employees environmental performance and directing them of how to improve their 

environmental performance is weak in government hospitals in the Gaza Strip and it 

needs to be improved.  
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Section Three: Hypotheses Testing 

Introduction  

This section highlights the results of testing the research hypotheses. It clarifies 

the relationship between the independent variables and the dependent variable. it also 

determines the impact of the independent variables on the dependent variable. 

Moreover, it shows the statistical difference among responses toward some traits. There 

are several tools used to test the hypotheses such as Person Correlation Coefficient, 

Multiple Linear Regression, the Independent Samples T-test, and Analysis of Variance. 

Research hypotheses Testing   

1. There is a statistical significant relationship at α ≤ 0.05 between the application 

of Green HRM practices and Environmental Performance.  

Table (5.15): Testing the First Hypothesis: Correlation coefficient between 

application of Green HRM practices and Environmental Performance 

 

Sub-Hypotheses 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1. Relationship between Green Recruitment and Selection and 

Environmental Performance 
.831* 0.000 

2. Relationship between Green Training and Development and 

Environmental Performance 
.822* 0.000 

3. Relationship between Green Performance Management and 

Appraisal and Environmental Performance 
.857* 0.000 

4. Relationship between Green Reward and Compensation and 

Environmental Performance 
.831* 0.000 

5. Relationship between Green Participation and 

Empowerment and Environmental Performance 
.854* 0.000 

6. Relationship between Green Organizational Culture and 

Environmental Performance 
.913* 0.000 

Relationship between application of Green HRM practices 

and Environmental Performance 
.912* 0.000 

  * Correlation is statistically significant at 0.05 level 

Table (5.15) shows the following results: 

 The correlation coefficient between the application of Green HRM practices and 

Environmental Performance equals 0.912 and the p-value (Sig.) equals 0.000. The p-

value (Sig.) is less than 0.05, so the correlation coefficient is statistically significant 

at α = 0.05. The researcher concludes that there is a significant relationship between 

Green HRM practices and Environmental Performance. 
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 The results of the six sub hypotheses according to table (5.16) are as follows:  

1. The relationship between Green Recruitment and Selection and EP: the results show 

that the correlation coefficient of the relationship between Green Recruitment and 

Selection and EP equals 0.831 and the p-value (Sig.) equals 0.000. The p-value (Sig.) 

is less than 0.05. Moreover, the correlation is positive and strong since ρ= 0.831 is 

above 0.5. It is concluded that there is a significant and strong relationship between 

the Green Recruitment and Selection and EP. These results agreed with (Masri & 

Jaaron, 2017) who found that the correlation coefficient of the relationship between 

Green Recruitment and Selection and EP equaled 0.637 and the type of correlation 

was positive. This agreement occurred because both of them had been conducted in 

the same population.       

2. The relationship between Green Training and Development and EP: the results show 

that the correlation coefficient of the relationship between Green Training and 

Development and EP equals 0.822 and the p-value (Sig.) equals 0.000. The p-value 

(Sig.) is less than 0.05. Moreover, the correlation is positive and strong since ρ= 

0.822 is above 0.5. These results disagreed with (Masri & Jaaron, 2017) who found 

that the correlation coefficient of the relationship between Green Training and 

Development and EP equaled 0.486 which was considered as the weakest among 

other practices, while the type of correlation was positive. This agreement occurred 

because both of them had been conducted in the same population.  

3. The relationship between Green Performance Management and Appraisal and EP: 

the results show that the correlation coefficient of the relationship between Green 

Training and Development and EP equals 0.857 and the p-value (Sig.) equals 0.000. 

The p-value (Sig.) is less than 0.05. Moreover, the correlation is positive and strong 

since ρ= 0.857 is above 0.5. These results agreed with (Masri & Jaaron, 2017) who 

found that the correlation coefficient of the relationship between Green Performance 

Management and Appraisal and EP equaled 0.605, which was considered as one of 

the practices that had strong and positive relationship. This agreement occurred 

because both of them had been conducted in the same population.    

4. Relationship between Green Reward and Compensation and EP: the results show that 

the correlation coefficient of the relationship between Green Reward and 

Compensation and EP equals 0. 831 and the p-value (Sig.) equals 0.000. The p-value 
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(Sig.) is less than 0.05. Moreover, the correlation is positive and strong since ρ= 

0.831 is above 0.5. These results agreed with (Masri & Jaaron, 2017) who found that 

the correlation coefficient of the relationship between Green Reward and 

Compensation and EP equaled 0.574, which was considered as one of the strongest 

Green practices and its type of correlation was positive. This agreement occurred 

because both of them have conducted in the same population.    

5. Relationship between Green Participation and Empowerment and EP: the results 

show that the correlation coefficient of the relationship between Green Participation 

and Empowerment and EP equals 0. 854 and the p-value (Sig.) equals 0.000. The p-

value (Sig.) is less than 0.05. Moreover, the correlation is positive and strong since 

ρ= 0. 854 is above 0.5. These results agreed with (Masri & Jaaron, 2017) who found 

that the correlation coefficient of the relationship between Green Participation and 

Empowerment and EP equaled 0.574, which was considered as strong and positive. 

This agreement occurred because both of them have conducted in the same 

population.    

6. Relationship between Green Organizational Culture and EP: the results show that the 

correlation coefficient of the relationship between Green Organizational Culture and 

EP equals 0. 913 and the p-value (Sig.) equals 0.000. The p-value (Sig.) is less than 

0.05. Moreover, the correlation is positive and strong since ρ= 0. 913 is above 0.5. 

These results agreed with (Masri & Jaaron, 2017) who found that the correlation 

coefficient of the relationship between Green Organizational Culture and EP equaled 

0.620, which was considered as strong and positive. This agreement occurred 

because both of them have conducted in the same population.  

 In general, the results of the correlation test ranged between 9.1% and 8.2%, which 

reflect a positive and strong correlation between Green HRM practices and EP. This 

means that every positive increase of one independent variable leads to a positive 

increase in the dependent variable. Moreover, the strongest correlation is with Green 

Organizational Culture practice (ρ=0.913). However, the weakest correlation is with 

Green Training and Development (ρ=0.822). Therefore, adopting Green HRM 

practices and achieving positive change and progress lead to improve EP as well. 
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2. There is a statistical significance impact at α ≤ 0.05 of GHRM practices on 

Environmental Performance.  

Table (5.16): Testing the First Hypothesis: Result of multiple linear regression 

analysis  

Variable B T Sig. R 
R-

Square 
F Sig. 

(Constant) 0.308 2.600* 0.010 

.928 0.862 319.477** 0.000 

Recruitment and Selection 0.036 0.692 0.489 

Training and Development 0.051 0.914 0.361 

Performance Management 

and Appraisal 
0.141 2.225* 0.027 

Reward and Compensation 0.110 2.520* 0.012 

Participation and 

Empowerment 
0.103 1.931* 0.037 

Organizational Culture 0.534 9.992* 0.000 

* The variable is statistically significant at 0.05 level 

* * The relationship is statistically significant at 0.05 level 

 

To test this hypothesis, the Multiple Linear Regression Model was used, and table 

(5.16) shows the following results: 

 The Multiple correlation coefficient R =0.928 and R-Square = 0.862. This means 

86.2% of the variation in Environmental Performance is explained by all of the 

independent variables together "Recruitment and Selection, Training and 

Development, Performance Management and Appraisal, Reward and Compensation, 

Participation and Empowerment and Organizational Culture"  

 The Analysis of Variance for the regression model. F=319.477, p-value (Sig.) less 

than 0.05, so there is a significant relationship between the dependent variable 

Environmental Performance and the independent variables " Green Recruitment and 

Selection, Green Training and Development, Green Performance Management and 

Appraisal, Green Reward and Compensation, Green Participation and Empowerment 

and Green Organizational Culture ". 

The impact of Green Recruitment and Selection on EP 

 For the variable " Green Recruitment and Selection ", the t-test =0.692, the P-value 

(Sig.) more than 0.05, hence this variable is statistically insignificant. Then there is 

insignificant impact of Green Recruitment and Selection on Environmental 

Performance.  
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 According to the statistical results, the independent variable " Green recruitment and 

selection" has insignificant impact on environmental performance. This result 

indicates that there is clear weakness in adopting green recruitment and selection in 

government hospitals in the Gaza strip. This reflects the absence of real attempts to 

recruit and select eco-friendly employees because this process needs special 

techniques and better financial conditions. Also, the results show that Green 

Recruitment and Selection has insignificant impact on EP when it is applied with the 

other practices, but when it is applied alone, it affect EP.    

 This result  is consistent with (Ghani, 2016) who found that the company's effort to 

apply green recruitment and selection was weak. However, it is differed from (M. H. 

Jabbar & M. Abid, 2015; Masri & Jaaron, 2017; Paillé et al., 2014) who found that 

there was a positive relationship between Green recruitment and selection and EP.  

The impact of Green Training and Development on EP 

 For the variable "Green Training and Development", the t-test =0.914, the P-value 

(Sig.) more than 0.05, hence this variable is in statistically significant. Then there is 

insignificant impact of the variable Green Training and Development on EP.  

 According to the statistical results, the independent variable " Green Training and 

Development" has insignificant impact on environmental performance. The 

insignificant impact of Green Training and Development on EP means that this 

practice has insignificant impact on EP when it is applied with the other practices, 

but when it is applied alone, it affect EP. 
 

  This result indicates that there is clear weakness in adopting green training in 

government hospitals in the Gaza strip. This reflects the absence of real attempts to 

train employees and develop their skills since this process needs special techniques, 

better financial conditions, and qualified trainers.  

 This result  is consistent with (Ghani, 2016) who found that the company's effort to 

apply green training was weak. However, it is differed from (Masri & Jaaron, 2017) 

who found that there was a positive relationship between Green Training and 

Development and EP .   

The impact of Green Performance Management and Appraisal on EP 
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 For the variable " Green Performance Management and Appraisal ", the t-test 

=2.225, the P-value (Sig.) less than 0.05, hence this variable is statistically 

significant. Since the sign of the test is positive, then there is significant positive 

impact of the variable Green Performance Management and Appraisal on 

Environmental Performance.  

 According to the statistical results, the independent variable "Performance 

Management and Appraisal" has significant  positive impact on EP.  This indicates 

that implementing Green Performance Management and Appraisal is weak in the 

government hospitals in the Gaza strip. This result emphasizes that applying Green 

performance management and appraisal leads to improve EP.  

 This result is consistent with (Masri & Jaaron, 2017) who found that green 

performance management had a positive relationship with EP. Also it agreed with 

(Cheema & Javed, 2017) who concluded that the organization's green performance 

and appraisal system was positively and strongly affected its EP and CSR.  

 Moreover, the result of this hypothesis is in line with (Owino & Kwasira, 2016) who 

found that the successful achievement of "the environmental sustainability" 

depended significantly on green performance management.   

The impact of Green Reward and Compensation on EP 

 For the variable " Green Reward and Compensation ", the t-test =2.520, the P-value 

(Sig.) less than 0.05, hence this variable is statistically significant. Since the sign of 

the test is positive, then there is significant positive impact of the variable Green 

Reward and Compensation on Environmental Performance. 

 According to the statistical results, the independent variable " Green Reward and 

Compensation" has a positive and significant impact on EP. This means that 

rewarding and compensating employees for their environmentally friendly works 

lead to improve EP, while the lack of adopting green rewards and compensations 

leads to decline in EP.  

 This result is consistent with (Masri & Jaaron, 2017) who found that green reward 

and compensation had a positive effect on EP in some manufacturing companies in 

West Bank. It also agree with the results of(M. Jabbar & M. Abid, 2015)who 

accepted that there was a significant impact of Green reward and compensation and 
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both the job satisfaction and employee motivation, therefore it  led to enhance EP as 

well.   

The impact of Green Participation and Empowerment on EP 

 For the variable " Green Participation and Empowerment ", the t-test =1.931, the P-

value (Sig.) less than 0.05, hence this variable is statistically significant. Since the 

sign of the test is positive, then there is significant positive impact of the variable 

Green Participation and Empowerment on Environmental Performance.  

 According to the statistical results, the independent variable "Green Participation and 

Empowerment " has a positive and significant impact on EP. This means that 

involving employees in environmentally friendly works and empowering them to 

adopt green practices lead to improve EP.  

 This result is consistent with (M. Jabbar & M. Abid, 2015) who found that involving 

employees in green works played a mediating role in the influential relationship 

between Green recruitment and the level of employees' satisfaction of their jobs.    

 However, this result is differed from (Masri & Jaaron, 2017) who found that green 

participation and empowerment was ranked as reasonable. 

The impact of Green Organizational Culture on EP  

 For the variable " Green Organizational Culture ", the t-test =9.992, the P-value (Sig.) 

less than 0.05, hence this variable is statistically significant. Since the sign of the test 

is positive, then there is significant positive impact of the variable Green 

Organizational Culture on Environmental Performance. 

 According to the statistical results, the independent variable green "Green 

Organizational Culture" has a positive and significant impact on EP. This indicates 

that greening employees' organizational culture and helping them to adopt green 

values lead to improve EP.  Moreover, creating a model of green manager or 

employee in the work environment leads to build green cultures that subsequently 

drives hospitals into achieving better EP. 

 This result is in line with (Masri & Jaaron, 2017) who found that changing 

organizational culture under the positive effect of Green Management was 

considered as a "priority"  and at the top of the list of green practices followed in 

terms of use among the Palestinian organizations studied.  
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 Moreover, the result of this research regarding the relationship between Green 

Organizational Culture and EP is consistent with(Jose Chiappetta Jabbour, 2011) 

who found that improving EP depended mainly on achieving the determined 

environmental goals which could be established through adopting green orientation 

in  the organizational culture of companies. 

In General  

 Based on the P-value (Sig.), the variables arranged from the most significant 

independent one to the less significant are as follows:  Green Organizational Culture, 

Green Reward and Compensation, Green Performance Management and Appraisal, 

Green Participation and Empowerment, Green Training and Development,  and 

Green Recruitment and Selection respectively. 

 According to table (5.17) the R Square equals 0.862 and it is near the integer one 

which means that the regression is very strong.   

 According to the statistical results, it is found that the most dominant practice is 

“green Organizational Culture”, whereas the least dominant practice is green 

Recruitment and Selection”.  Although "green recruitment and selection" is found in 

this research as the least dominant practice on EP, the study of (Masri & Jaaron, 

2017) which targeted 110 Palestinian manufacturing organizations found that "green 

recruitment and selection" was the most dominant practice that affected EP.  

Environmental Performance = 0.308 + 0.036(Recruitment and Selection) + 0.051 

(Training and Development) + 0.141 (Performance Management and Appraisal) +0.110 

(Reward and Compensation) + 0.103 (Participation and Empowerment) + 0.534 

(Organizational Culture). 

3) There is a statistical significance difference at α ≤ 0.05 among the responses of 

the research sample toward the following personal traits (gender, age, 

educational qualification, workplace, job title and tenure). 

To test this hypothesis, the Independent Samples T-test and Analysis of Variance 

(ANOVA) was used, and the following table illustrates this: 

This hypothesis can be divided into the following sub-hypotheses: 

a. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward "gender" 
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Table (5.17): Independent Samples T-test of the fields and their p-values for 

gender 

No. Field 
Means Test 

Value 
Sig. 

Male Female 

1.  Green Recruitment and Selection 4.12 4.75 -2.408* 0.017 

2.  Green Training and Development 4.15 4.81 -2.680* 0.008 

3.  Green Performance Management and 

Appraisal 
4.11 4.77 -2.586* 0.010 

4.  Green Reward and Compensation 3.27 4.08 -3.041* 0.003 

5.  Green Participation and Empowerment 3.93 4.60 -2.725* 0.007 

6.  Green Organizational Culture 3.85 4.61 -2.859* 0.005 

 Green HRM Practices 4.10 4.75 -2.863* 0.004 

 Environmental Performance 4.06 4.79 -2.837* 0.005 

 All items of the questionnaire 4.10 4.76 -2.886* 0.004 
  * The mean difference is significant a 0.05 level 

Table (5.17) shows that the p-value (Sig.) is smaller than the level of significance 

 = 0.05 for each field, then there is significant difference among the respondents 

toward each field due to gender. It is concluded that the gender has an effect on each 

field. 

 The hypothesis is accepted. The results shows that there is significant difference 

among the male and female respondents in Palestinian government hospitals in the 

Gaza strip toward all the research fields. According to table (5.17) the mean of all 

items for females is 4.76, while the mean for males is 4.10 may be because 51.7% of 

the respondents are female and 48.3% of them are male. This also indicates that 

females agree that the application of Green HRM practices is weak more than males  

This result is in line with (Sharanya & Radhika, 2016) who found that the difference 

between males and females is clear regarding their awareness of Green practices.  

b. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward "age". 

Table (5.18): ANOVA test of the fields and their p-values for age  

No. Field 

Means 

Test 

Value 
Sig. Below 

30 

years 

30 – 39 

years 

40 - 

49 

years 

Above 

50 

years 

1.  Green Recruitment and 

Selection 
4.97 4.17 4.23 4.21 2.648* 0.049 

2.  Green Training and 

Development 
4.85 4.23 4.32 4.32 2.710* 0.035 
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No. Field 

Means 

Test 

Value 
Sig. Below 

30 

years 

30 – 39 

years 

40 - 

49 

years 

Above 

50 

years 

3.  Green Performance 

Management and 

Appraisal 

4.95 4.15 4.24 4.46 2.647* 0.049 

4.  Green Reward and 

Compensation 
4.46 3.37 3.17 3.20 5.760* 0.001 

5.  Green Participation and 

Empowerment 
4.95 4.03 3.81 3.68 5.389* 0.001 

6.  Green Organizational 

Culture 
4.91 3.90 3.91 3.94 4.337* 0.005 

 Green HRM Practices 4.99 4.16 4.19 4.19 3.831* 0.010 

 Environmental 

Performance 
4.95 4.20 4.27 3.95 2.666* 0.048 

 All items of the 

questionnaire 
4.98 4.17 4.20 4.18 3.644* 0.013 

  * The mean difference is significant a 0.05 level 

Table (5.18) shows that the p-value (Sig.) is smaller than the level of significance 

 = 0.05 for each field, then there is significant difference among the respondents 

toward each field due to age. It is concluded that the age has an effect on each field. 

 The result concludes that there is significant difference between the respondents' 

ages and all the research fields which means that age affects all these fields. 

Although the majority of the respondents sampled are below 40 years, the application 

of Green HRM practices is weak and needs to be improved. This result highlights the 

importance of age as a demographic variable in making significant changes toward 

adopting green practices, especially the effect of youth groups who are 40 years and 

less.  

 Moreover, younger employees have the desire to effectively be involved in green 

initiatives and participate in green training courses because they are looking forward 

to improve their performance level. In some cases, they also have the ability to 

modify their behaviors and use new technologies more than old employees.  

 This result is differed from (Wiernik, Dilchert, & Ones, 2016) who found that 

employees' age had no effect on the degree of implementing green behaviors, and 

that old employees adopted green practices and gained wide experience more than 

young employees.  
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c. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward "educational qualification ". 

Table (5.19): ANOVA test of the fields and their p-values for educational 

qualification   

No. Field 

Means 
Test 

Value 
Sig. Diploma 

or lower 

Bachelor 

degree   

Master 

degree 

1.  Recruitment and Selection 4.84 4.22 4.43 2.383 0.094 

2.  Training and Development 4.76 4.37 4.40 1.016 0.363 

3.  Performance Management and 

Appraisal 
4.75 4.29 4.40 1.385 0.252 

4.  Reward and Compensation 3.83 3.65 3.47 0.329 0.720 

5.  Participation and Empowerment 4.37 4.27 3.96 0.413 0.662 

6.  Organizational Culture 4.40 4.17 4.15 0.330 0.719 

 Green HRM Practices 4.63 4.34 4.38 0.701 0.497 

 Environmental Performance 4.53 4.36 4.55 0.199 0.820 

 All items of the questionnaire 4.61 4.34 4.41 0.574 0.564 
 

Table (5.19) shows that the p-value (Sig.) is greater than the level of significance 

 = 0.05 for each field, then there is insignificant difference among the respondents 

toward each field due to educational qualification. It is concluded that that the 

educational qualification has no effect on each field. 

 The results shows that the educational qualification has no effect on Green HR 

practices. This means that the implementation of green practices needs awareness in 

the environmental protection issues that mainly depends on the extent to which 

employees have the desire to adopt these practices in the work or personal life, no 

matter whether an employee has a bachelor, master, or diploma degree.  

 The educational system in Palestine do not focus in educating students in schools and 

universities about how to be eco- friendly persons and protect the environment. This 

situation leads to weakness in adopting green practices. In this case efforts should be 

made to use education system as a tool to increase green awareness among students 

who will be employees in different organizations in future.   

 This result is consistent with (Elizabeth & Rebecca, 2013) who investigated the 

relationship between education levels and environmental protection interest levels in 

different countries, and they found that in  rich areas such as Europe there was a 

strong relationship between education levels and environmental protection interest 
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levels, however, there was no relationship between them in poor countries. As it 

known Palestine is considered as a poor country and weak economically, so 

employees educational levels do not affect the application of Green HR practices 

since the curriculum and the extracurricular activities in schools and universities do 

not take into account environmental protection issues and sustainability of resources. 
 

d. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward " workplace ". 

Table (5.20): ANOVA test of the fields and their p-values for workplace    

No. Field 

Means 

Test 

Value 
Sig. 

Al-Shifa 

Medical 

Complex 

Nasser 

Medical 

Complex 

European 

Gaza 

Hospital 

1.  Recruitment and Selection 4.34 4.93 4.11 2.731 0.067 

2.  Training and Development 4.35 4.89 4.42 1.753 0.265 

3.  Performance Management and 

Appraisal 
4.40 4.86 4.10 2.287 0.175 

4.  Reward and Compensation 3.64 4.03 3.40 1.414 0.245 

5.  Participation and Empowerment 4.08 4.53 4.41 1.334 0.265 

6.  Organizational Culture 4.09 4.73 4.02 2.445 0.088 

 Green HRM Practices 4.28 4.82 4.36 2.023 0.134 

 Environmental Performance 4.32 4.95 4.10 3.023 0.051 

 All items of the questionnaire 4.29 4.85 4.31 2.218 0.110 

  * The mean difference is significant a 0.05 level 

Table (5.20) shows that the p-value (Sig.) is greater than the level of significance 

 = 0.05, then there is insignificant difference among the respondents toward each field 

due to workplace. It is concluded that the workplace has no effect on the other fields. 

 According to the statistical analysis, the results show that workplace has no effect on 

the other fields of the research. These results indicates that the successful application 

of  each Green practice do not  linked mainly with the workplace. Moreover, results 

show that Nasser Medical Complex has the highest mean regarding all items of the 

questionnaire, it means that it has the first rank with regards to adopting Green 

Practices, followed by European Gaza Hospital. However, Al-Shifa Medical 

Complex is the worst with regard to applying Green HRM practices. This means that 

the respondents agreed that Nasser Medical Complex applied Green HRM practices 

more than the European Gaza Hospital and Al-Shifa Medical Complex. 
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e. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward " job title " 

Table (5.21): ANOVA test of the fields and their p-values for job title 

No. Field 

Means 

Test 

Value 
Sig. 

M
a

n
a

g
er

 

E
n

g
in

ee
r 

M
a

in
te

n
a

n
ce

 

te
ch

n
ic

ia
n

  
 

A
d

m
in

is
tr

a
to

r 

C
h

ie
f 

n
u

rs
e 

N
u

rs
e 

M
id

w
if

e 

O
th

er
 

1.  Recruitment and 

Selection 
5.48 3.83 4.40 4.73 4.18 4.22 4.19 5.52 1.501 0.166 

2.  Training and 

Development 
5.05 3.70 3.82 4.86 4.29 4.51 4.13 5.45 1.714 0.105 

3.  Performance 

Management and 

Appraisal 
5.19 3.58 3.91 4.79 4.35 4.23 4.29 5.31 1.535 0.155 

4.  Reward and 

Compensation 
5.37 2.79 2.98 4.07 3.29 3.56 3.85 4.40 2.480* 0.017 

5.  Participation and 

Empowerment 
5.07 3.96 3.72 4.58 3.93 4.19 4.21 4.91 1.134 0.342 

6.  Organizational 

Culture 
5.26 3.61 4.01 4.53 3.85 4.05 4.69 5.14 1.552 0.149 

 Green HRM 

Practices 
5.34 3.82 4.19 4.81 4.15 4.18 4.28 5.46 2.089* 0.044 

 Environmental 

Performance 
5.40 3.86 4.10 4.84 4.10 4.17 4.40 5.32 1.631 0.126 

 All items of the 

questionnaire 
5.35 3.83 4.17 4.82 4.15 4.17 4.30 5.44 2.045* 0.049 

  * The mean difference is significant a 0.05 level 

Table (5.21) shows that the p-value (Sig.) is smaller than the level of significance 

 = 0.05 for the fields “Green Reward and Compensation, and Green HRM Practices”, 

then there is significant difference among the respondents toward these fields due to job 

title. We conclude that the job title has an effect on these fields. 

For the other fields, the p-value (Sig.) is greater than the level of significance  = 

0.05, then there is insignificant difference among the respondents toward these fields 

due to job title. It is concluded that the job title has no effect on the other fields. 

 The result show that the job titles of the respondents have an effect on Green Reward 

and Compensation, and Green HRM Practices. This occurs because employees' 

functional tasks differs among employees, specially their compensations and salaries.  

 However, the results show that job title has no effect on the other fields. 
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f. There is a statistical significance difference at α ≤ 0.05 among the responses of the 

research sample toward " tenure ". 

Table (5.22): ANOVA test of the fields and their p-values for tenure 

No. Field 

Means 

Test 

Value 
Sig. 

less 

than 5 

years 

5- less 

than 10 

years 

10- 

less 

than 

20 

years 

20 

years 

or 

more 

1.  Recruitment and Selection 5.03 4.01 4.37 4.44 3.326* 0.020 

2.  Training and Development 5.09 4.00 4.49 4.51 4.209* 0.006 

3.  Performance Management 

and Appraisal 
5.14 3.93 4.38 4.49 5.021* 0.002 

4.  Reward and Compensation 4.50 3.28 3.44 3.42 5.193* 0.002 

5.  Participation and 

Empowerment 
5.11 3.86 4.01 4.00 6.740* 0.000 

6.  Organizational Culture 5.03 3.81 4.16 3.84 5.336* 0.001 

 Green HRM Practices 5.11 3.98 4.37 4.34 5.572* 0.001 

 Environmental 

Performance 
5.13 3.95 4.41 4.30 4.639* 0.003 

 All items of the 

questionnaire 
5.12 3.98 4.38 4.34 5.526* 0.001 

  * The mean difference is significant a 0.05 level 

Table (5.22) shows that the p-value (Sig.) is smaller than the level of significance 

 = 0.05 for each field, then there is significant difference among the respondents 

toward each field due to tenure. It is concluded that the tenure has an effect on each 

field. 

 According to the statistical results, the mean of the group that had less than five years 

in service equals 5.12, while the means of the other groups is smaller. These results 

emphasize that employees who have less in service years agree that there is a  real 

adaptation of Green HR practices in hospitals. However, employees who have higher 

in service years agree that adopting Green HR practices in hospitals is very weak.  

 These different opinions among the two groups occurred because in most cases 

employees who have less in service would have less awareness concerning these 

issues, especially in the Palestinian society where young people in most cases do not 

care about environmental protraction issues and do not have wide knowledge 

regarding green practices and how to adopt them. It can be concluded that there is a 

direct relationship between the level of in service and the knowledge and awareness.  
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Chapter 6 

Conclusions and Recommendations 

Introduction 

This chapter explains the significant results the researcher found which were 

deduced from the statistical analysis of the research variables and hypotheses. 

Furthermore, the researcher highlights the possible recommendations depending on the 

results reached and that could be appropriate for the Palestinian society. This chapter 

also tries to present future research suggestions for other researchers to study other sides 

of the topic.  

Conclusions 

According to the statistical analysis for the research variables and hypotheses, this 

research found the following results:  

1. Conclusions Related to Green Recruitment and Selection 

It was concluded that Green Recruitment and Selection is generally very weak in 

the Palestinian government hospitals. This weakness appeared according to several 

aspects that discussed in the following paragraph.  

The job analysis, job description, responsibilities are not formulated to recruit 

candidates who have environmental awareness. Moreover, the top managers' efforts to 

use advanced technologies and techniques which will positively affect the process of 

recruiting and selecting candidates is weak  

This weakness occurred because the Palestinian government hospitals represented 

by MOH do not have predetermined environmental plans and strategies to be relied on 

to recruit and select high qualified and eco-friendly candidates. Also the difficult 

financial situation has bad impact on the green recruitment and selection process . 

Therefore, it can be concluded that Green recruitment and selection in Palestinian 

government hospitals is weak because of the political situation especially the Palestinian 

rift which led to significant deterioration and degradation in several sector including the 

health sector.   
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2. Conclusions Related to Green Training and Development  

It was concluded that the process of training employees and developing their 

skills to be able to deal with environmental protection issues is very weak. This 

weakness appeared in the aspects related to this practice.  

It is found that the Green Training and Development the efforts to conduct green 

training programs and courses and develop employees' abilities to solve environmental 

problems is weak. 

This conclusion regarding this practice occurred because holding green courses 

requires enough financial support ,while the Palestinian government depends mainly on 

external aid and it suffers from financial crises because of the complicated political 

situation.  

3. Conclusions Related to Green Performance Management and Appraisal 

It was concluded that Green Performance Management and Appraisal is generally 

very weak in relation to some aspects in respect of the process of appraising employees' 

environmentally friendly performance. 

The conclusions of this field showed that employees were not received feedback 

of their green practices and eco-friendly behaviors. Moreover, the management at 

government hospitals lace of experts who could appraise environmental performance 

and senior managers lack of adequate attention to put standards to measure green 

performance.   

This weakness occurred because this process requires predetermined procedures 

and it also needs to sit green performance indicators to measure employees' 

performance in addition to hospitals' performance. This process requires good and 

stable economic situation to manage the process well.  

4. Conclusions Related to Green Reward and Compensation  

It was generally found that Green Reward and Compensation was very weak. 

Thus, there are some aspect that reflect the weakness of this practice.    

The conclusions of this practice showed that there is no real green reward and 

compensation policy  Moreover, employees don’t receive any financial or non-financial 

incentives and rewards in exchange for adopting green practices and behaviors.  



124 
 

This weakness appeared as a result of the financial crisis that lead to create the 

salary crisis as well. Moreover, the Palestinian rift and the ten years of siege led to 

make the situation of the health sector progressively worse.  

5. Conclusions Related to Green Participation and Empowerment  

According to the statistical results, it was found that that employees' participation 

and involvement in environmentally friendly works is weak. Also empowering them to 

adopt green behaviors is considered as weak. There are some main aspects that 

clarified the weakness in this field. 

It was found that employees' participation in local and international eco-friendly 

programs is weak. Also, managers' efforts to empower employees by integrating them 

into discussions to learn how to face environmental issues and find appropriate 

solutions for them is need to do more. There was lack of interest among officials in 

MOH of environmental issues which was clearly noticed while collecting data through 

interviews.   

This weakness occurred because there is no clear formal plan to involve them in 

these works and encourage them to participate in green practices. Also, the complicated 

political situation in the Gaza strip led to lack of clear mechanism for green 

participation and empowerment process. Additionally, green programs required good 

economic state to conduct them. This occurred also because of the civil rift and the 

financial crises the government face in addition to the wars  and the blockade against 

the Gaza Strip. 

6. Conclusions Related to Green Organizational Culture  

  It was generally found that Green Organizational Culture is very weak. Hence, 

there are some aspect that reflect the weakness of this practice.    

It was concluded that that there is no real efforts to promote, disseminate, and 

present green cultures, values, and beliefs. Moreover, employees do not have enough 

awareness about green organizational culture. Manages' efforts to make information 

and values related to environmental protection issues clear for employees is weak. 

Moreover, the vision and mission of MOH do not take into account environmental 

protection issues.  

This weakness occurs as a result of the culture of the Palestinian society that 

rarely encourages the green trend and take care of environmental protection issues, 
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which explains the disastrous environmental situation of government hospitals and the 

life in the Gaza Strip in general as well.  

7. Conclusions Related to Environmental Performance  

It was concluded that the environmental performance is generally weak since the 

application of Green HRM practices is weak. The following paragraph determines the 

weak aspects that related to EP.  

The weakness of this field illustrated by the lack of inactive laws to encourage 

government institutions at health sector to measure their environmental performance. 

Moreover, the process of evaluating the current environmental situation of hospitals is 

generally weak. Also, the efforts to direct employees to improve their environmental 

performance is also weak. Moreover, the top managers' effort to prepare reports about 

the environmental performance and present evaluation of hospitals' environmental 

status is weak.  

This weakness occurred because there is no clear predetermined strategies and 

objectives to measure environmental performance levels, and because of the unstable 

political situation that led to lack of real development in government hospitals in terms 

of environmental protection. Also, there is no real mechanism to measure 

environmental performance and to clear things up.  

8. Conclusions Related to Hypotheses Testing  

a. Conclusions of Correlation between Green HRM Practices and EP 

It was concluded that there is a significant positive and strong relationship 

between Green HRM practices and Environmental Performance. This indicated that 

every positive development and improvement of one  Green practice lead to a positive 

development and improvement in EP. Moreover, the strongest correlation is with 

Green Organizational Culture practice while, the weakest correlation is with Green 

Training and Development. Thus, adopting and applying Green HRM practices and 

achieving positive change and progress of implementing them lead to improve EP as 

well.  

b. Conclusions of the Impact of Green HRM Practices on EP 

It was found that changes in Green recruitment and selection are not associated 

with changes in EP. Moreover, changes in Green training and development are not 

associated with changes in EP. However, the other studied green practices which are 
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Green performance management and appraisal, Green reward and compensation, 

Green participation and empowerment, and Green organizational culture had 

significant impact on EP. This means that changes in these four practices are related to 

changes in EP. Moreover, these conclusions pointed out that the most influential 

practice is green organizational culture, while the least influential one is green 

recruitment and selection.  

These conclusions reflected that green recruitment and selection and green 

training and development requires more formal attention because recruiting and 

selecting eco-friendly candidates will lead to positively change organizations' 

environment by gradually spreading and promoting environmental concern. Also 

training employees of how to face environmental problems and adopt green behaviors 

will positively promote the way of how to use these practices strongly. Although green 

organizational culture was the most influential practice and had strong impact on EP, it 

still weak and requires more attention.    

c. Conclusions of the Differences Toward Personal Traits  

It was concluded that gender, age, and tenure affected the studied Green HRM 

practices, and also job title affected Green reward and compensation and Green HRM 

practices as a whole. However, educational qualification and workplace had no effect 

on Green HRM practices and also job title had no effect on Green recruitment and 

selection, green training and development, green performance management and 

appraisal, green participation and empowerment and green organizational culture.   

 

Recommendations  

Based on the aforementioned results, the researcher deduces the following 

recommendations:  

1. Recommendations Related to Green Recruitment and Selection 

a. Managers in the MOH ought to focus on recruiting and selecting employees who 

have knowledge, commitment, and awareness of how to protect environment and 

deal with green issues. This practice spreads awareness among the old staff and 

gradually changes the nature of work to be better.   
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b. It is better to focus on green issues and how to deal with them in Job 

responsibilities, since it facilitate recruiting candidates who are more aware of how 

to preserve the environment.  

c. It is recommended to emphasize on assessing candidates ability and compatibility 

with green programs in job interviews, since it helps to create clear and 

comprehensive idea of candidates before hiring them.  

2. Recommendations Related to Green Training and Development  

a. The top managers in MOH ought to conduct  programs, workshops, and  remote 

courses since these practices develop employees' skills and help them acquire 

knowledge regarding environmentally friendly practice. Moreover, the remote 

courses help to reduce the usage of paper, energy, transportation to attend courses 

in person, and other costs such as halls. Minimizing the usage of these things will 

positively affect the nature and reduce the negative impact on it.  

b. There is a need to educate employees to increase their responsibility towards 

protecting environment because it reflected positively on hospital's EP.   

c. Employees ought to be trained periodically about how to maintain natural resources 

and follow specific environmental conservation criteria since employees who 

receive training about how to adopt green practices, will  apply ecofriendly 

knowledge in all activities at work in addition to their own lives. 

d. It is a better option to continuously train employees about how to solve 

environmental problems and achieve sustainability of resources  since conducting   

environmentally friendly training courses lead to improve the external and internal 

environmental status of the government hospitals. 

3. Recommendations Related to Green Performance Management and Appraisal  

a. The top  managers in MOH ought to use systems and metrics to periodically assess 

employees green performance because it will lead to identify the weaknesses and 

strengths, which it turn form sufficient knowledge of  how to address 

environmental issues and improve behaviors.    

b. The top managers are required to provide employees with regular feedback 

regarding  their role in achieving environmental protection goals to improve their 

environmental performance and hospitals environmental performance as well.  
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c. There is a need to share evaluation results with employees regarding the level they 

achieved and to what extent they make progress in accomplishing  environmental 

objectives since this process will motivate them to carry out their environmental 

protection responsibilities. 

4. Recommendations Related to Green Reward and Compensation 

a. The officials in MOH ought to put green compensation strategy to encourage 

employees to adopt eco-friendly behaviors and practices. 

b. It is better for employees to be rewarded for their engagement in green practices to 

strengthen their commitment to established environmental laws and develop their 

green performance.  

c. There is a need to present green rewards and compensations to enhance job 

satisfactions among employees, develop their environmental performance, and 

encourage them to protect environment and become eco-friendly persons. 

5. Recommendations Related to Green Participation and Empowerment  

a. There is a need to present opportunities  to employees to be involved in  regular 

meetings to solve environmental issues because these meetings help them to 

increase their awareness of environmental issues and spread their knowledge and 

share it with their colleagues.  

b. Employees ought to be encouraged to present environmentally friendly ideas and 

initiatives and empower them to be able to face environmental protection problem 

and achieve sustainability.   

c. It is recommended that top managers team up with employees to discuss 

environmental issues occurred in hospitals and other health institutions in order to 

achieve high environmental performance level and increase their awareness 

regarding environmental preservation.  

d. There is a need for conducting discussion concerning environmental issues to help 

employees deal with environmental issues and solve environmental problems. 

6. Recommendations Related to Green Organizational Culture: 

a. The managers ought to promote their efforts to disseminate and encourage green 

cultures, values, and beliefs among employees in order to achieve  environmental 

development which in turn positively reflected on the workplace and achieve 

healthy life in the Palestinian society   
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b. It is recommended to support the desire of making real change among employees 

by the top managers in order to be eco-friendly persons.  

c. Employees in all managements and levels should firstly be aware of environmental 

values and standards in order to improve EP.  

d. The top managers ought to put rules to punish employees who violate green 

strategies after they are already implemented in order to prevent the bad effects on 

environment.  

e. There is a need for making actual change of employees' attitudes, values, and 

behaviors to achieve environmental protection aims that will directly and positively 

affect making  real change in organization's policy. 

7. Recommendations Related to Environmental Performance  

a. The top managers in MOH ought to put clear environmental strategy and objectives 

to assess  hospitals' and employees' environmental performance.  

b. It is a better suggestion to periodically assess Employees' environmental 

performance since it leads to  support strengths points and correct weaknesses.     

c. There is a need to measure the environmental performance of Government hospitals 

to avoid any bad effects on environment and natural resources.  
 

8. Recommendations Related to Hypotheses Testing  

a. The officials in the Palestinian government ought to recruit and select green 

candidates to work in health sector. Also it should train employees and develop 

their skills because this formal attention will lead to positively change the 

environmental performance of institution in health sector and gradually spread and 

promote environmental protection concern. 

b. Helping health employees to participate in green courses and being empowered to 

solve environmental problems is  positively affect the managerial  process in health 

institutions.  

c. There is a need for changing Employees' culture, values,  and behaviors to create 

green employees who could have a strong desire to give up all bad practices and 

behaviors that harm the environment. 
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Proposed Future Research 

Other researchers could investigate and study several topics relate to Green HRM, 

these topics are as follows:  

1. To study the application of Green HRM practices in other sectors, for example 

education or banking sectors in Palestine. 

2. To study the application of Green HRM practices in government or private 

hospitals in West Bank, since the researcher couldn’t apply the study on 

government hospitals in West Bank because of the political situation in Palestine.  

3. To study the relationship between Green HRM practices and other variables such as 

corporate social responsibility and supply chain management in the Palestinian 

society.  
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Appendixes 

Appendix (A): The Questionnaire Referees 

University Name No. 

Islamic University of Gaza Dr. Samir Safi 1.  

Islamic University of Gaza Dr. Khalid Dehliz 2.  

Islamic University of Gaza Dr. Rushdy Wadi 3.  

Islamic University of Gaza Dr. Akram Sammour 4.  

Islamic University of Gaza Dr. Yousef Baher 5.  

Al- Quds Open University Dr. Jalal Shabat 6.  

Al- Azhar University-Gaza Dr. Mohammed Fares 7.  

Al- Azhar University-Gaza Dr. Ramez Bedair 8.  

Al- Azhar University-Gaza Dr. Nihaya El Telbani 9.  

Al- Azhar University-Gaza Dr. Wafiq al-Agha 10. 
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Appendix (B): Request for Questionnaire Assessment 

 
 الرحيم الرحمن هللا بسم

 
 
 

 بغزة االسالمية الجامعة
 العليا الدراسات عمادة
 التجارة كلية
       األعمال إدارة قسم

 
 
 

 هللا ها/حفظه ........................................ : ة/الدكتور
 

 وبركاته هللا ورحمة عليكم السالم

 استبانة تحكيم طلب :الموضوع

 

"واقع تطبيق إدارة الموارد البشرية الخضراء في بعنوان  دراسة بإجراء الباحثة تقوم
تقوم بإعداد و تصميم استبانة  , وبناءًا على ذلكالمستشفيات الحكومية الفلسطينية في قطاع غزة"

ثراءها برأيكم  مرتبطة بالدراسة المذكورة. لذا أرجو من سيادتكم التكرم بتحكيم هذه االستبانة وا 
ومالحظاتكم القيمة وبما ترونه مالئمًا فيما يتعلق بالفقرات ومدى وضوحها وارتباطها بالموضوع 

 المراد دراسته.
 .والتقدير االحترام فائق بقبول وتفضلوا تعاونكم ، حسن لكم شاكرين

                                                                                         

 الباحثة                                                                                                      

 فاطمة أبو مهادي                                                                                    

 المرفقات: 

 االطار العام للدراسة

 نسخة باللغة العربية من االستبانة  
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Appendix (C): Questionnaire  

Dear Employees,  

This research defines the term "green management" and how it is applied in 

human resource management to create a new term called "green human resource 

management". Green HRM means the process in which human resource management 

policies, strategies and practices are invested, as well as mobilizing human resources to 

achieve sustainability and protect the environment. This research also tries to highlight 

employees' behavior in the MOH and to what extent can be considered as 

environmentally friendly one . 

A questionnaire is used as a statistical tool for this research in order to complete 

the requirements of the Master of Business Administration degree at the Islamic 

University of Gaza. This questionnaire is designed to measure the variables. This 

research is entitled ‟The Reality of Applying Green Human Resource Management 

Practices in the Palestinian Government Hospitals in The Gaza Strip and their 

Impact on Environmental Performance”. Thus, it aims at studying the reality of 

applying Green HRM practices by employees work in two government medical 

complexes and one hospital in the Gaza Strip, and the impact of applying these practices 

on EP.  

Therefore, you are the primary source of data, I would kindly ask you to answer 

this question carefully. It should be noted that the data collected will be used for 

scientific research only. If you have inquiries or comments, please contact the 

researcher via the undermentioned e-mail address. 

Thank you for all your assistance. 

 

                                                                                             Warm Regards,    

 

                                                                                      Fatima Mahadi  

            E-mail: Fabumhadi@gmail.com 

mailto:Fabumhadi@gmail.com
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First: Personal Information 

Please put (√) in a column that matches your opinion: 

1. Gender: 

 Male                                  Female 

 

2. Age: 

 Below 30 years             30  – 39 years           40 - 49 years          Above 50 years  

 

3. Educational Qualification   

 Diploma or lower         Bachelor degree         Master degree           PHD 

 

4. Workplace:   

 Al-Shifa Medical Complex   Nasser Medical Complex     European Gaza Hospital 

5. Job title:  

  Manager              Engineer              Maintenance technician         Administrator              

 Chief nurse           Nurse                  Paramedic         Midwife     Other………… 

 

6. Tenure: 

  less than 5 years     5- less than 10 years      10- less than 15 years 

  15 years or more 
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 Second: Research  Variables  

 Please accurately determine the degree from 1 to 10 that is suitable to each of the 

following phrases in all dimensions mentioned below:  

 

The Six Independent Variables 

 

No. Phrase 1 – 10 

 Recruitment and Selection  

1. 
The job analysis contains environmental awareness skills that the 

employee should have. 

   

2. 
Job responsibilities are formulated based on considering environmental 

protection issues more significant than other issues. 

 

3. 
The job vacations ads of MOH focus on recruiting candidates who have 

eco-friendly skills and behaviors and who aware of environmental issues.  

 

4. 

The human resource management at MOH depends on a specific 

methodology of the recruitment and selection process that specify the 

candidates' commitment and awareness of protecting environment and 

green orientation in the world.    

 

5. 
The management has a clear plan to recruit high qualified and eco-

friendly candidates.  

 

6. The HRM attracts eco-friendly and green manpower   

7.  

The management has advanced technologies and techniques that have 

positive effect on recruiting and selecting candidates who are aware of 

environmental issues.    

 

 

No. Phrase 1 – 10 

 Training and Development  

1. The management depends on green training programs to protect 

environment, and they considered as a priority for MOH comparing 

with other training programs.  

   

2. The management orders employees to attend the courses that related to 

training them to adopt environmental protection practices and preserve 

natural resources.  

 

3. The management develops green training programs that focus on 

protecting environment, and encourages holding them frequently.   

 

4. The management provides employees of the content of training courses 

on internet to minimize using papers, in addition to using remote 

communication.  

 

 The management holds training programs to enhance social 

responsibility regarding environmental protection, reduce the depletion 
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No. Phrase 1 – 10 

 Training and Development  

of natural resources, and decreasing damage against environment. 

6. The human resource department cares about green training that leads to 

create employees who are able to face many environmental problems 

and find suitable solutions for them. 

 

7.  The Ministry of Health has a continuous education unit that 

continuously and periodically cares about instructing and educating 

employees regarding environmental protection issues.  

 

8. The management holds high quality courses that have tangible results, 

which directly affect employees behaviors toward protecting 

environment.   

 

9. The managers are interested in employees opinions regarding the 

content of training courses, and encourage opinions that related to 

methods of protecting environment.   

    

10. The courses that I attended and focus on environmental protection and 

strengthen green orientation, are useful and contribute in increasing 

environmental awareness.    

 

 

No. Phrase 1 – 10 

 Performance Management and Appraisal  

1. Employees' aims and responsibilities are clear regarding environmental 

protection issues.  

   

2. The performance management system of the institution is active and 

directly contributes in achieving the objectives related to protecting 

environment and natural resources.  

 

3. Employees have enough knowledge and awareness of their 

responsibilities toward protecting environment and decrease pollution 

that lead to achieve tangible results.   

 

4. The management evaluates employees' green performance levels to meet 

the objectives related to environmental protection, environmental 

progress, and sustainability of natural resources.  

 

5. The management effectively and continuously evaluates and records 

employees green or eco-friendly practices and contributions.   

 

6. Employees are provided with regular feedback to improve their practices 

related to environmental protection.  

 

7.  Evaluating employee performance depends on green standards prepared 

by the management.  

 

8. The process of measuring the performance of eco-friendly employees 

leads to achieve sustainability and encourage their co-workers to do so. 
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No.  Phrase 1 – 10 

 Reward and Compensation  

1.   The management has a compensation policy to reward employees for 

their green or eco-friendly behaviors.  

 

2. The management presents financial and nonfinancial rewards for the 

employee who presents creative ideas for green initiatives aims to 

protect environment and decrease pollution levels.  

 

3. The management provides bonuses and incentives to the employee who 

proves his ability to adopt green practices in order to encourage him/her 

to continue at work that positively reflected on the general performance.   

 

4. The management has a promotion system where employees are 

promoted based on their environmentally friendly practices and to what 

extent they protect environment and achieve sustainability of natural 

resources. 

 

5. The management has a reward system encourages employees to improve 

their performance that linked to protecting environment and achieve 

sustainability of natural resources.  

 

6.   Employees receive moral appreciation for their efforts at work and their 

green performance, the extent to which they protect environment, 

minimize damage against environment, and protect natural resources.  

 

7.  The management gives incentives and rewards to employees based on 

their annual performance.  

 

 

No. Phrase   1 – 10 

 Participation and Empowerment  

1.  The management has developmental and clear vision to guide 

employees' behaviors and their acts towards environmental protection.   

 

2. Employees are involved in formulating strategies to protect 

environment.   

 

3. Employees, who have strong feeling of belonging for their organization, 

significantly participate in green and eco-friendly businesses.   

 

4. Employees are highly involved in environmentally friendly green works, 

if their organizations have a high performance assessment rating for 

environmental protection and pollution reduction 

 

5.  An employee with a low desire to resign is able to adopt green practices 

compared to other employees.  

 

6.  The employees share their knowledge, especially with regard to 

environmental protection issues. 

 

7.  Managers integrate employees into discussions that addressing  



152 
 

No. Phrase   1 – 10 

 Participation and Empowerment  

environmental protection issues. 

8. Employees are offered opportunities to participate in local or 

international environmentally friendly programs. 

      

 

No

.  

Phrase 1 – 10 

 Organizational Culture  

1.  The management clarifies information and values related to 

environmental protection issues for employees. 

 

2. The management encourages and supports green practices and behaviors 

in accordance with well-defined and predefined policies. 

 

3. The vision and mission of  MOH take into consideration the 

environmental protection and sustainability issues.  

 

4. The culture spreads among employees promotes green attitudes and 

behaviors, and attempts to reduce environmental pollution and depletion 

of natural resources. 

    

5. Employees have enough information about green organizational culture, 

which means creating employees' desire to achieve sustainable 

environmental progress. 

 

6. Managers are concerned to adopt and modify values and ideas related to 

environmental protection and sustainability issues. 

 

7.  Employees in all departments share green values that address 

environmental problems, achieve environmental progress, and conserve 

natural resources. 

 

8.  The values, beliefs, and behaviors reflect a strong desire among 

employees to accomplish sustainability and environmental protection. 

      

9.  The management has values and leadership styles that encourage 

environmental protection and promote green culture. 

 

10.  The H R department in MOH is the protector of culture and the senior 

principal for addressing pollution issues, spreading the culture of 

protecting environment, and paying attention to issues that achieve 

environmental progress. 

 

11. The HR Department is responsible for disseminating and presenting new 

values, beliefs and cultures in line with the global trend towards 

protecting the environment, conserving natural resources, and achieving 

sustainability. 
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 Phrase 1 – 10 

 Environmental Performance  

1. The Department has a formal environmental strategy to assess the 

environmental performance of hospitals. 

 

2. The administration periodically assesses the environmental situation of the 

hospital. 

 

3. The management determines indicators for assessing the hospital 

environmental performance, such as an energy consumption and waste 

categorization according to the degree of risk. 

 

4. Data are collected to prepare reports about the hospital's environmental 

performance. 

 

5. The achievements of the environmental protection objectives are 

monitored and reviewed, in addition to follow-up the implementation of 

environmental obligations  

 

6. Costs resulting from environmental damage are assessed  

7. The hospitals environmental performance is evaluated to determine the 

annual consumption of electricity, gas emissions, and the amount of 

materials being treated. 

 

8. The management sets specific objectives of environmental performance 

level and links them to the practices of hospital employees. 

 

9. The management is concerned with directing and instructing employees 

of how to improve their performance to protect the environment and 

reduce pollution hazards. 

 

10. employees are involved in assessing the hospital's environmental 

performance by providing feedback and ideas that contribute to improved 

performance. 

 

11. Managers and employees are committed to the laws, regulations and 

formal procedures regarding the environmental protection. 

 

12. Managers are concerned about the hospital's role in combating pollution 

and efficient use of natural resources. 

 

13. The management assesses employees' environmental performance 

according to specific methodological procedures. 

 

14. The management reviews plans and policies of the use of natural resources.  

15. The hospital has qualified employees who are able to present information 

about environmental performance to the management and prepare special 

reports. 
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Appendix (D): Questionnaire in Arabic Language 

 

   :أخي العزيز / أختي العزيزة
  تحية طيبة.. وبعد

 

  تعبئة استبانة

 

اإلدارة الخضراء وكيف يتم تطبيقه في إدارة الموارد البشرية ”تقوم هذه الدراسة بتعريف مصطلح 
والذي يعني تلك العملية التي يتم فيها استثمار “ إدارة الموارد البشرية الخضراء”ليخلق مصطلح جديد يسمى 
والممارسات المتعلقة بإدارة الموارد البشرية باإلضافة الى حشد الموارد البشرية السياسات واالستراتيجيات 

لتحقيق االستدامة و حماية البيئة.  كما تحاول الدراسة الضوء على سلوك العاملين في وزارة الصحة والى 
  .أي مدى يمكن اعتبار هذا السلوك صديقًا للبيئة
الستكمال متطلبات درجة الماجستير في إدارة األعمال في  تستخدم الدراسة االستبانة كأداة إحصائية

"واقع الجامعة اإلسالمية بغزة. كما تم تصميم هذه االستبانة لقياس متغيرات هذه الدراسة والتي هي بعنوان: 
تطبيق ممارسات إدارة الموارد البشرية الخضراء في المستشفيات الحكومية الفلسطينية في قطاع غزة 

.  وبالتالي تهدف الدراسة الى دراسة واقع تطبيق ممارسات إدارة الموارد البشرية داء البيئيوأثرها على األ
الخضراء من قبل موظفي وزارة الصحة العاملين في ثالث مجمعات ومستشفيات حكومية في قطاع غزة 

 .وأثر ذلك على األداء البيئي
علومات فإنني أطلب من سيادتكم وبناءًا على ذلك وبما أنكم المصدر األساسي للحصول على الم

التكرم باإلجابة على هذه االستبانة بدقة. كما ويجدر اإلشارة الى أن المعلومات التي سيتم جمعها ستستخدم 
ألغراض البحث العلمي فقط.  في حال كان لديكم أي استفسارات أو تعليقات أخرى يرجى التكرم بالتواصل 

  .لكتروني المذكور أدناهمع الباحثة عن طريق عنوان البريد اال
 كل الشكر لتعاونكم

 الباحثة              

 فاطمة أبو مهادي           
fabumhadi@gmail.com: Email 

 

 

 

 

mailto:fabumhadi@gmail.com
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   :أوال: البيانات الشخصية

 :أمام االجابة التي تختارها)√ ( الرجاء وضع عالمة 

 : الجنس .1

                 ذكر                       أنثى. 

 

 : العمر .2

   سنة       30أقل من  30- 39   سنة        40- 49 50  سنة           سنة فأكثر. 

 

 : المؤهل العلمي .3

             دبلوم فأقل            بكالوريوس      ماجستير  دكتوراه 

 

 : مكان العمل .4

  مجمع الشفاء                         مجمع ناصر مستشفى غزة األوروبي  

 

 : المسمى الوظيفي .5

               مدير            مهندس           فني صيانة  اداري  

             حكيم           ممرض              مسعف      لةباق  

  ..........................أخرى اذكرها 

 : سنوات الخدمة .6

    سنوات 5أقل من     5  سنوات    10أقل من  10-  سنة 15أقل من 

15   سنة فأكثر 
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 :ثانياً: متغيرات الدراسة

لكل بند من البنود المذكورة في كل متغير من  10 -1أرجو التكرم بتحديد الدرجة المناسبة من 
 .تعني أعلى درجات الموافقة 10أدنى درجات الموافقة و  تعني 1المتغيرات المذكورة أدناه. مع العلم أن 

 10 – 1  البند   الرقم 
 االختيار والتعيين. 1
    .يتضمن التحليل الوظيفي مهارات الوعي البيئي التي يجب أن يمتلكها شاغل للوظيفة .1
البيئة  يتم صياغة المسؤوليات الوظيفية على أساس إعطاء األهمية لقضايا المحافظة على .2

 وحمايتها
 

تهتم إعالنات الوظائف الخاصة بوزارة الصحة بالتركيز على امتالك المتقدمين مهارات  .3
  .وسلوكيات صديقة للبيئة ومحاولة جذب المتقدمين األكثر وعيًا بالقضايا البيئية

 

التزام  تعتمد إدارة الموارد البشرية في عمليات االختيار والتعيين على منهجية تحدد مدى .4
  .المتقدمين بحماية البيئة ووعيهم بالقضايا البيئية و بالتوجه األخضر في العالم

 

   .تمتلك اإلدارة خطة واضحة آللية جذب موظفين بكفاءات عالية ولديهم اهتمام بالبيئة وحمايتها .5
الصديق  تعمل إدارة الموارد البشرية على جذب وترغيب القوى العاملة ذات التوجه األخضر .6

 .للبيئة
 

تمتلك اإلدارة تكنولوجيات وتقنيات متطورة تنعكس ايجابيًا على عملية اختيار وتعيين موظفين  .7
   .لديهم وعي بالقضايا البيئية

 

 التدريب والتطوير. 2
تعتمد اإلدارة برامج التدريب األخضر المتعلق بحماية البيئة والتي تعتبر بمثابة أولوية لوزارة  .1

   .الصحة مقارنة ببرامج التدريب األخرى
 

تلزم اإلدارة الموظفين بحضور دورات تتعلق بالتدريب على تبني ممارسات حماية البيئة  .2
 .والمحافظة على الموارد الطبيعية

 

تقوم االدارة بتطوير برامج التدريب األخضر التي تركز على حماية البيئة وتشجع على عقدها  .3
 .بشكل متكرر

 

توفر اإلدارة المواد التدريبية للموظفين على اإلنترنت وذلك لتقليل استخدام الورق, والستخدام  .4
 .وسائل التواصل عن بعد

 

تعقد اإلدارة برامج تدريبية تعزز المسؤولية االجتماعية لدى الموظفين فيما يتعلق بحماية البيئة  .5
 .ر المباشر بالبيئةوالحد من استنزاف الموارد الطبيعية والحاق الضر 

 

تهتم إدارة الموارد البشرية بالتدريب األخضر والذي يؤدي الى خلق موظفين قادرين على  .6
يجاد حلول مناسبة لها   .مواجهة العديد من المشكالت البيئية وا 

 

تمتلك الوزارة وحدة للتعليم المستمر والتي تهتم بشكل مستمر ودوري بتوعية وتثقيف الموظفين  .7
 .والعاملين في مؤسساتها فيما يتعلق بقضايا حماية البيئة
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تهتم االدارة بعقد دورات ذات جودة عالية وبنتائج ملموسة والتي تؤثر بشكل مباشر على سلوك  .8

  .الموظفين تجاه البيئة وحمايتها
 

 المرتبطة تأخذ االدارة برأي الموظفين فيما يتعلق بمحتوى الدورات التدريبية وتشجع اآلراء .9
 .بكيفية حماية البيئة

 

تعتبر الدورات التي حصلت عليها والتي تركز على موضوع حماية البيئة وتعزيز التوجه  .10
 .األخضر مفيدة وتساهم في زيادة الوعي البيئي ونشره بين الموظفين

 

 إدارة وتقييم األداء. 3
   .بقضايا حماية البيئةتعتبر أهداف الموظفين ومسؤولياتهم واضحة فيما يتعلق  .1
يعتبر نظام إدارة األداء نظام فعال يساهم بشكل مباشر في تحقيق األهداف المتعلقة بحماية  .2

   .البيئة والموارد الطبيعية
 

يمتلك الموظفين علم ودراية كافية بمسؤولياتهم تجاه حماية البيئة والحد من التلوث مما يحقق  .3
 .نتائج ملموسة

 

اإلدارة بتقييم مستويات األداء األخضر لدى الموظفين من أجل الوصول الى األهداف تقوم  .4
  .المتعلقة بحماية البيئة وتحقيق التقدم البيئي واستدامة الموارد الطبيعية

 

   .يتم تقييم وتسجيل السلوكيات والمساهمات الخضراء بشكل فعال ومتواصل من قبل االدارة .5
   .الموظفين بمالحظات تقييمية وبانتظام لتحسين ممارساتهم المتعلقة بحماية البيئةيتم تزويد  .6
  .يتم تقييم أداء الموظف اعتمادًا على معايير خضراء موضوعة مسبقًا من قبل اإلدارة .7
تؤدي عملية قياس أداء الموظفين الذين يعتبرون أصدقاء للبيئة الى تحقيق استدامة الموارد  .8

 .الموظفين اآلخرين على ذلكوتشجيع 
 

 المكافآت والتعويضات. 4
    .توجد لدى اإلدارة سياسة تعويضات لمكافأة الموظفين على سلوكهم األخضر الصديق للبيئة .1
تقدم اإلدارة مكافآت مادية وغير مادية للموظف الذي يقدم أفكار إبداعية لمبادرات خضراء  .2

 .التلوث تهدف الى حماية البيئة والحد من
 

توفر اإلدارة عالوات ومكافئات للموظف الذي أثبت من خالل سلوكياته قدرته على تبني  .3
ممارسات خضراء لكي تشجعه على البقاء بالعمل مما ينعكس ايجابيًا على األداء العام 

  .للمؤسسة

 

الصديقة للبيئة ومدى تملك اإلدارة نظام ترقيات تمنح بموجبه للموظفين بناءًا على ممارساتهم  .4
  .حمايتهم للبيئة وتحقيق االستدامة للموارد الطبيعية

 

تمتلك اإلدارة نظام مكافآت يشجع الموظفين على تحسين أدائهم الوظيفي المرتبط بحماية البيئة  .5
  .وتحقيق االستدامة للموارد الطبيعية
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ايته للبيئة دائه األخضر ومدى حميتلقى الموظف تقدير معنوي لجهوده في العمل المرتبطة بأ .6

  .و محافظته على الموارد الطبيعية وتقليل الضرر البيئي
 

   .تقوم اإلدارة بمنح الحوافز والمكافآت بناءًا على األداء السنوي للموظف .7
   المشاركة والتمكين.5
  .نحو حماية البيئةيوجد لدى االدارة رؤية تطويرية واضحة لتوجيه سلوكيات الموظفين وأفعالهم  .1

  .يتم اشراك الموظفين في صياغة استراتيجيات لحماية البيئة .2
الموظف الذي لديه انتماء قوي لمنظمته يشارك بشكل كبير في األعمال الخضراء الصديقة  .3

  .للبيئة
 

يشارك الموظفين بشكل كبير في األعمال الخضراء الصيقة للبيئة في حال كانت منظماتهم  .4
 .وثتمتلك معدل تقييم أداء عال فيما يتعلق بحماية البيئة والحد من التل

 

يعتبر الموظف الذي لديه رغبة منخفضة في االستقالة قادر على تبني الممارسات الخضراء  .5
  .مقارنة بغيره

 

  .يتشارك الموظفين المعرفة فيما بينهم خاصة فيما يتعلق بقضايا حماية البيئة .6
  .المدراء بدمج الموظفين في مناقشات تتعلق بمعالجة قضايا حماية البيئةيقوم  .7
  .يتم تقديم فرص للموظفين للمشاركة في برامج صديقة للبيئة سواء كانت محلية أو دولية .8
 الثقافة التنظيمية. 6
  .تقوم اإلدارة بتوضيح المعلومات والقيم المتعلقة بقضايا حماية البيئة للموظفين .1
تشجع اإلدارة الممارسات والسلوكيات الخضراء وتدعمها وفق سياسات مدروسة وموضوعة  .2

 .مسبقاً 
 

تأخذ الرؤية والرسالة الخاصة بالوزارة بعين االعتبار االشارة لقضايا حماية البيئة وتحقيق  .3
 .االستدامة للموارد الطبيعية

 

المواقف والسلوكيات الخضراء الصديقة للبيئة تشجع الثقافة المنتشرة بين الموظفين على تبني  .4
 .ومحاولة الحد من التلوث البيئي واستنزاف الموارد الطبيعية

 

يمتلك الموظفين معلومات كافية عن الثقافة التنظيمية الخضراء والتي تعني خلق رغبة لدى  .5
 .الموظفين للعمل على تحقيق التقدم البيئي المستدام

 

ني و تعديل القيم واألفكار التي لها عالقة بقضايا حماية البيئة واستدامة الموارد يهتم المدراء بتب .6
 .الطبيعية

 

يتشارك الموظفون في جميع األقسام القيم الخضراء التي تهتم بحل المشكالت البيئية وتحقيق  .7
 .التقدم البيئي والمحافظة على الموارد الطبيعية

 

 تعكس القيم  والمعتقدات والسلوكيات اإلدارية المنتشرة بين الموظفين رغبة كبيرة في تحقيق  .8
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 .االستدامة للموارد الطبيعية وحماية البيئة

  .تمتلك اإلدارة قيم وأنماط قيادة تشجع على حماية البيئة وتعزز الثقافة الخضراء .9
ي للثقافة والمسئول األول عن معالجة قضايا التلوث يعتبر قسم الموارد البشرية في الوزارة الحام .10

 .البيئي ونشر ثقافة حماية البيئة واالهتمام بالقضايا التي تحقق التقدم البيئي
 

يعتبر قسم الموارد البشرية مسئوال عن نشر وتقديم قيم ومعتقدات وثقافات جديدة تتناسب مع  .11
  .على الموارد الطبيعية وتحقيق االستدامةالتوجه العالمي نحو حماية البيئة والمحافظة 

 

 المحور الثاني/ األداء البيئي
  .تمتلك االدارة استراتيجية بيئية رسمية لتقييم األداء البيئي للمستشفيات .1
  .تقيم االدارة الوضع البيئي للمستشفى بشكل دوري .2
مؤشر الستهالك الطاقة ومؤشر تحدد االدارة مؤشرات لتقييم االداء البيئي للمستشفى مثل  .3

 .لتصنيف النفايات حسب درجة الخطورة
 

  .يتم جمع البيانات لعمل تقارير عن األداء البيئي للمستشفى .4
   .يتم مراقبة ومراجعة االنجازات المتعلقة بأهداف حماية البيئة ومتابعة تنفيذ االلتزامات البيئية .5
  .الحاق الضرر بالبيئة ومعالجتهايتم تقييم التكاليف الناتجة عن  .6
يتم تقييم األداء البيئي المتعلق بالجانب العملي للمستشفيات لمعرفة الطاقة الكهربائية المستهلكة  .7

 .سنويًا وانبعاثات الغازات الملوثة للهواء و كمية المواد التي يتم معالجتها
 

البيئي وربطها بممارسات العاملين في  تقوم االدارة بوضع أهداف محددة لمعرفة مستوى األداء .8
 .المستشفى

 

رشاد العاملين الى كيفية تحسين أدائهم من أجل حماية البيئة والحد من  .9 تهتم االدارة بتوجيه وا 
  .مخاطر التلوث

 

يشارك العاملون بتقييم األداء البيئي للمستشفى من خالل تقديم مالحظات وأفكار تساهم في  .10
 .تحسين األداء

 

  .لتزم المدراء والموظفين بالقوانين واألنظمة واإلجراءات الرسمية المتعلقة بحماية البيئةي .11
  .يهتم المدراء بالتأكد من دور المستشفى في مكافحة التلوث وكفاءة استخدام الموارد الطبيعية .12
  .محددةتقوم اإلدارة بتقييم األداء البيئي للعاملين وفق إجراءات منهجية  .13
  .تقوم اإلدارة بمراجعة الخطط والسياسات المتعلقة باستخدام الموارد الطبيعية .14
يوجد لدى المستشفى موظفين مؤهلين قادرين على تزويد اإلدارة بمعلومات تتعلق باألداء البيئي  .15

عداد تقارير خاصة بذلك  .وا 
 

 

 

 

 

 


