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Greener HR: Understanding senior management’s adoption decisions through the  

Theory of Planned Behaviour 

 

Abstract 

Human Resources (HR) policies and practices have changed due to global environmental 

instability. These policies and practices are key factors for successful environmental 

management. Using the Theory of Planned Behaviour, this article aims to understand the 

critical factors which influence senior management’s decision to adopt ‘green’ HR practices. 

Data were collected from 210 organisations in Australia using two separate surveys. Survey 

one, which was addressed directly to HR managers and directors, contained questions relating 

to HR policies (the dependent variables), while survey two, which was addressed directly to 

CEOs and senior managers, contained questions about environmental-related attitudes, 

subjective norms and perceived control (the independent variables). Results indicated that 

senior management’s environmental-related attitudes, subjective norms from stakeholders 

and perceived green resource readiness influenced their decision to adopt green HR 

initiatives. However, attitudes and green resource readiness in particular had greater impacts 

than subjective norms. Limitations, implications and future research are also outlined.     

 

Keywords: green HR, green adoption, green behaviour, environmental attitudes  
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Greener HR: Understanding senior management’s adoption decisions through the 

Theory of Planned Behaviour 

Introduction 

Climate change has become an increasing concern in recent years. To mitigate climate 

change impacts international environmental standards and other formal environmental 

strategies have been created in order to balance both industrial growth and safeguarding of 

the natural environment (Daily & Huang 2001). Businesses are often coerced by industrial or 

federal regulations to employ clean technologies or environmentally-friendly production 

processes to create ‘green’ products (Özen & Küskü 2009). To become a green business an 

organisation should carry out and produce not only green processes and products, but also 

green human resources (HR) practices (Callenbach et al. 1993). However, while there is an 

increasing number of green technology adoptions (del Río González 2005), green HR 

initiatives are rare (Millard 2011).   

To promote green HR initiatives it is necessary to understand the significant factors 

influencing their adoption. This study aims to develop an integrative model of green HR 

initiative adoption in order to understand the antecedents of organisational adoption 

behaviour and promote the successful implementation of green HR initiatives.  

This study contributes to human resource management (HRM) and green management 

literature in two ways: firstly, this study identifies key factors that influence the adoption of 

green HR initiatives; and secondly, it develops an integrative adoption model of green HR 

initiatives.  

Changing toward green human resource management   

Organisational change can be seen to arise from two fundamental processes: one is 

formal, proactive and planned, while the other is informal, ad hoc and emergent (Weldon 

2000). An example of formal planned change is the introduction of e-learning in universities 

in response to opportunities and expectations generated by knowledge-based, globalised 

learning environments (Hutchinson 2007). In contrast, Tieto-X (Finland’s leading contract 

work solutions company) experienced emergent change arising from unplanned, increasing 

turnover in its top management team and the consequential acquisition of new competencies 

(Wikström 2004).   

Furthermore, organisational change can be episodic or continuous (Weick & Quinn 

1999). Episodic change is infrequent, discontinuous and intentional – sometimes termed 

radical change – and involves replacing one organisational strategy or technology with 

another. For example, in the 1980s BMW automobiles focused on engineering and vehicle 
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quality; however, by the mid-2000s quality was less of a concern in the automobile industry 

because most models were well built and reliable. Therefore, BMW shifted its strategic 

orientation towards design and brand appeal (Dawson & Kerwin 2004). Continuous change, 

on the other hand, is an ongoing, evolving and cumulative process – sometimes termed 

incremental change. Continuous change often involves incremental upgrading of operational 

procedures or systems in response to ongoing changes in the organisation’s external 

environment.   

A recent study conducted by Plowman et al. (2007) defines organisational change as 

scope (either convergent or radical) and pace (either continuous or episodic). Based on a case 

study of Mission Church, Plowman et al. (2007) explained that organisational change can be 

driven by organisational instability or organisational inertia, which emerge from  

improvisation and learning. Green HR initiatives can mostly be seen as a planned, continuous 

change for today’s organisation. Most green HR practices start with the design and 

implementation of a medium- to long-term sustainability strategy (Epstein 2008). For 

example, a green HR initiative was started by HR managers from Walmart which gradually 

introduced the use of glassware rather than paper cups in the company kitchen. As a result the 

company saved US$12,000 a year in reducing paper waste. Woolworths, the largest 

supermarket/grocery store chain in Australia, installed staff kitchen sinks which were fitted 

with low-flow taps and introduced an Eco Ambassador program to provide employees with 

green behaviour at-work training.        

HR policies and practices have changed due to global environmental instability.  

These policies and practices are the key factors for successful environmental management 

(Daily & Huang 2001). HR policies can play a significant role at the national level in cutting 

greenhouse gas emissions, for example through car pooling or recycling programs.  At an 

organisational level, businesses can benefit from green HR practices twofold: first, businesses 

can adopt green HR practices, building their brand as a green employer thereby attracting 

talented employees; and second, firms can adopt green HR practices to reduce product and 

labour costs (e.g. recycling).   

Organisations have been increasingly confronted with environmental issues. In 

response many companies include environmental management as a part of their business 

strategy. The change towards greener HR practices can be beneficial to organisations in cost 

reduction and employee retention and attraction (Muster & Schrader 2011).  However, a 

survey by the Society for Human Resource Management (SHRM 2008) indicated that only 

22 per cent of organisations formally adopt green HR initiatives and 50 per cent of firms have 

http://en.wikipedia.org/wiki/Supermarket�
http://en.wikipedia.org/wiki/Grocery_store�
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no plan to adopt them at all. Examples of green initiatives include recruiting employees with 

green attitudes and green experience, or providing employees with training programs or 

information sessions on green practices.    

A systematic literature review by Renwick, Redman and Maguire (2013) 

demonstrated that organisations can improve their environmental management by enhancing 

employees’ ability, motivation and involvement.   The authors concluded that organisations 

can develop green workforces by attracting/recruiting green-aware employees.  Further, 

organisations should provide training or education programs in relation to environmental 

management.  Renwick and colleagues (2013) also illustrated that performance appraisals and 

incentive systems should include green objectives and performance indicators.  Finally, 

organisations should encourage employees to engage in green activities such as having green 

champions.  The review by Renwick et al. (2013) highlights the important role of human 

capital and its impact on environmental management.   The authors also developed a green 

HRM model based on ability, motivation and opportunities.  This model provides good 

practices for organisations to develop a green workforce as described above.   

A number of empirical studies have also illustrated the role of HR in environmental 

management and climate change.  For example, two studies examined four organisations 

introducing ISO14001 certification, reporting that an effective way to encourage employees 

to participate in the ISO activities was through HR policies and practices (Jabbour et al. 2012; 

Jabbour & Santos 2008).  More recently, some HRM scholars have called for more research 

in linking environmental management into HR policies and practices (Muller-Camen et al. 

2010; Renwick et al. 2013).   Recent research has gradually focused on HR strategy to 

encourage employee involvement in green initiatives (see Daily et al. 2012).   

Currently literature on environmental management also recognises the important role 

of HRM in encouraging employee participation in green initiatives. Egri and Herman (2000) 

proposed the need for environmental leaders who have the skills to drive employees’ green 

participation.  These skills include collaboration, granting responsibility to subordinates, two-

way communication, orientation towards change, charisma, creation of individualised 

confidence and consideration.  Senior managements’ contribution is considered essential 

because they can create and foster conditions through their endorsement.  However, while 

much research highlights the important role of HRM in environmental management senior 

managers may not see environmental aspects as their concern.  Attitudes are, therefore, 

usually an important driver in adopting green HRM practices (Betania & Roberto 2007; 

Ghosh & Kumaraswamy 2002). Understanding the key factors that drive organisations to 
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adopt green HR initiatives will increase the uptake of formal green initiatives within 

organisations. This paper aims to identify these key factors and develop an integrative model 

of green HR initiative adoption based on the Theory of Planned Behaviour (TPB).  

Applying the Theory of Planned Behaviour  

  The theory of planned behaviour - TBP (Ajzen 1991) forms the theoretical framework 

of this article because it offers a clearly defined model that allows the investigation of the 

influence that attitudes, subjective norms and volitional control have on adopting green HR 

practices. Over the years researchers have used TPB to explain environmentally-friendly 

behaviours such as pollution prevention practices (Cordano & Frieze 2000), recycling 

(Boldero 1995), green purchasing (Kalafatis et al. 1999) and green IT (Sarkar & Young 

2009). The model has also provided robust estimates. 

TPB is a social psychological model predicting an individual’s behaviour on the basis 

of his or her attitudes, normative beliefs and control and, through vigorous testing, has been 

found to be relatively robust (Sheeran & Taylor 1999). TPB posits that a person’s intention to 

carry out a behaviour is the immediate antecedent of that behaviour. Intention is predicted by 

the interaction of three factors: 1) attitudes, 2) subjective norms, and 3) perceived behavioural 

control. TPB has been widely supported by research examining a broad range of behaviours 

such as exercise (Hagger et al. 2002), readiness for change (Peach et al. 2005) and 

environmental behaviour (Bamberg, 2003) among many others.  

Previous studies have employed TPB to explain the behaviour at an individual level; 

however, TPB can be adapted and applied to firm-level dynamics, as previous studies have 

argued that individual-level actions influence firm-level outcomes (see Unsworth et al. 2012; 

Unsworth et al. 2009). Key decision-makers such as CEOs or HR managers are governed by 

their attitudes and perceptions of norms. These attitudes and norms will influence 

individuals’ (i.e. CEOs’ or HR managers’) decision-making in relation to the organisation’s 

adoption of specific green practices. Top management attitudes are a critical determinant of 

organisational policies and practices adoption (Dutton & Ashford 1993; Rynes & Rosen 

1995). As a result, TPB can be explained as top managements’ adoption decisions, which 

then influence firm-level outcomes. 

Based on the TPB framework this study proposes that top management’s attitudes 

toward environmental issues are likely to influence the adoption of green HR initiatives.  

Further, senior management’s perceptions, which are influenced by stakeholders (subjective 

norms), influence their decision to adopt specific green practices. One category identified by 

Lehman et al. (2002) is resource readiness, which represents a facet of perceived control. 
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That is, when top management perceives that they have the ‘right’ resources (both financial 

and non-financial) their perceived control over the adoption of green practices will be 

increased. The next section develops the proposed model of green HR initiative adoption as 

well as the hypotheses based on the TPB framework. 

Environmental-related attitudes 

TPB posits that positive beliefs or attitudes about a behaviour and its outcomes will 

lead to an increase in that behaviour. Previous studies indicate that beliefs about the 

relationship between humans and the environment increase individual awareness, which turns 

into pro-environmental behaviour (e.g. Dunlap et al. 2000; Ibtissem 2010; Stern 2000).  

Accordingly, it is possible that when an organisation’s senior management has an ecological 

world view and is aware of the firm’s environmental impact they will be more likely to adopt 

a green approach as part of business operations. Attitudes play a key role in one’s behaviour; 

this pertains to individuals as well as to organisations (Unsworth et al. 2009). When top 

management does not perceive that the environment will impact upon their business they will 

be less likely to drive the company in a green direction:  

Hypothesis 1: Senior managers with a positive attitude towards environmental issues 

will be more likely to adopt green HR initiatives.  

Subjective norms 

Subjective norms are the social influences impacting on an individual’s intention to 

perform or not to perform (Ajzen 1991). Subjective norms are determined by the normative 

expectations of others (e.g. ‘my friends think that I should buy a green product’) and 

motivation to comply (e.g. ‘I generally want to do what my friends think I should do’) with 

these expectations. In the business context subjective norms are viewed as senior 

management’s perceptions of whether key stakeholders expect them to adopt (or not adopt) 

green HR practices.   

There are two major stakeholders that can influence an organisation’s adoption 

decisions: (a) external stakeholders and (b) internal stakeholders. Between the two categories 

external stakeholders, such as customers and regulators, are viewed as a firm’s most 

influential stakeholders (Christmann 2004; Etzion 2007). External stakeholders, especially 

government or industry, may coerce organisations to adopt green practices, for example: the 

carbon emissions trading scheme in Australia may influence top management to adopt a 

green approach in their business, customers may request companies to apply a certain 

environmental certification to their products, or top management may be obliged to adopt 

green operations either to avoid a fine or to maintain their market share or profit.  
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Green HR initiatives can be viewed as a voluntary green policy. Therefore, internal 

stakeholders, such as HR management teams, middle managers or employees, may also be 

influential stakeholders. These internal stakeholders are interested in many aspects of a firm’s 

green behaviour. Organisational members have been recognised as important drivers for 

green adoption and the creation of an ecological climate in the workplace (Aguilera et al. 

2007). Their expectations can also influence a firm to adopt green HR initiatives in a bid to 

attract employees. Backhaus et al.’s (2002) study indicated that graduates prefer companies 

that have a concern for community and the environment. 

 Senior management’s perceptions of green HR adoption can be influenced by the 

judgement of other stakeholders (Rivis & Sheeran 2003). These subjective norms then 

influence management’s decision to adopt green HR initiatives (Unsworth et al. 2012):  

Hypothesis 2a: Internal stakeholders will positively influence senior management’s 

decision to adopt green HR initiatives.   

Hypothesis 2b: External stakeholders will positively influence senior management’s 

decision to adopt green HR initiatives.  

Green resources readiness 

Perceived behavioural control (PBC) is defined as the extent to which organisations 

have complete control over their adoption behaviour. There are many who suggest that 

organisational readiness is important in adoption behaviour, such as having computer-based 

HR information systems (Teo et al. 2007), 360 degree feedback (Morgan et al. 2005) or 

workplace diversity (McCuiston et al. 2004). Organisational readiness can be viewed as 

operational readiness, financial readiness, staffing readiness, technical readiness and 

knowledge readiness. Green HR initiatives can be viewed as radical changes within an 

organisation. They also require significant time and resources to put them into practice.    

Introducing green HR initiatives can incur substantial financial and non-financial costs. 

For this reason, in the absence of slack financial resources or manpower, senior managers 

may perceive their organisation as lacking control over green HR initiative adoption. Thus, 

the level of financial and non-financial resource readiness can impact on senior managers’ 

decisions to adopt green HR initiatives:    

Hypothesis 3: Senior management who perceive high levels of green readiness will be 

more likely to adopt green HR initiatives.  

The proposed research model is displayed in Figure 1. 

-------------------------------------------------- 

Insert figure 1 about here 
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------------------------------------------------- 

Methods 

The study’s unit of analysis was senior management in Australia. Our sample was 

chosen from the Permission Corporation database which yields 600 organisations in the 

health and community services industry sectors. Respondents were CEOs, senior managers or 

HR managers and directors. A letter of invitation including the online survey link was sent to 

each respondent, followed by a reminder after two weeks. To minimise common method 

variance independent variables and dependent variables were collected from two sources 

using two separate surveys. Survey one, which was addressed directly to HR managers, 

contained questions relating to HR policies (the dependent variables), while survey two, 

which was addressed directly to CEOs and senior managers, contained questions about 

environmental-related attitudes, subjective norms and perceived control (the independent 

variables). 

The company response rate was 45 per cent. Of these, 62 companies did not provide 

responses from both top management (CEOs and/or senior managers) and HR managers. 

Therefore those 62 companies were excluded and the final sample for this study was 210 

companies (response rate of 35 per cent). Participating organisations were small- to medium-

sized organisations (average number of employees n = 229) that had been in business 

approximately 28 years. 

Measures 

 Measures from this study were adapted from the TPB framework. The independent 

variables were environmental attitudes, subjective norms and green readiness (perceived 

control). The actual adoption behaviour rather than the intention to adopt was used as the 

dependent variable. While intention to act and actual action are highly correlated researchers 

are encouraged to measure the actual behaviour over intention to act (Baumeister et al. 2007). 

The measures used in this article are examined in more detail below. 

Environmental-related attitudes. This construct examines senior managers’ attitudes towards 

the relationship between environmental conditions and their consequences. Six questions 

were adapted from Ibtissem’s (2010) study using a 7-point Likert scale (1 = strongly disagree 

and 7 = strongly agree). Example questions include, ‘Environmental quality will improve if 

our company uses less energy’ and ‘Saving energy will be advantageous for our company’. 

The internal consistency of this scale was .91. 

Subjective norms. This construct is defined as the perceived social norms to engage or not  

engage in a behaviour (Ajzen 1991, p. 188). It is determined by normative belief and 
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motivation to comply. This measure assessed organisations’ perceptions of stakeholders’ 

beliefs.  According to stakeholder theory (Freeman & Reed 1983), the key stakeholders are 

external (i.e. government, customers and competitors) and internal (i.e. senior managers, 

middle managers and employees). Both these stakeholder groups can influence organisational 

engagement in green HR adoption. The subjective norms are often determined as normative 

belief multiplied by motivation to comply. Although some research suggests that measuring 

motivation to comply is not necessary, if the research is interested in the relative influences of 

each specific belief then the motivation to comply should be calculated (Ajzen & Driver 

1992; Ajzen & Fishbein 1972). In an organisational context the voice of stakeholders may not 

be equal, thus to measure the subjective norms in this context motivation to comply should be 

considered (Bingham et al. 2005). Employing the TPB guidelines and following previous 

studies (Ajzen 1991; Unsworth et al. 2009), the first question asked ‘To what extent does 

your organisation believe that [government, customers, competitors, senior managers, middle 

managers and employees] influence your organisation in introducing green human resource 

practices?’ (1 = not at all and 7 = extremely influential), while the follow-up question asked 

‘To what extent does your organisation value the opinions of [government, customers, 

competitors, senior managers, middle managers and employees] in relation to introducing 

green human resource practices in your organisation?’ (1 = not at all and 7 = extremely 

valuable). The two items were then multiplied for each stakeholder to obtain measures of 

subjective norms for each type of stakeholder. The internal consistency of this scale indicated 

good reliability (internal stakeholders = .89; external stakeholders = .80).     

Green resource readiness. This measure assessed slack resources allocation (financial and 

non-financial) within companies. Three-items were adopted from Nystrom et al.’s  (2002) 

study using a 7-point Likert scale (1 = strongly disagree and 7 = strongly agree).  Examples 

of these items include ‘Our company has ample discretionary financial resources to support 

environmentally-friendly-related projects’ and ‘Our company can always find the manpower 

to work on environmentally-friendly-related projects’. The internal consistency of this scale 

was .83. 

Green HR Initiatives. This construct was adapted from SHRM’s (2008) survey which 

examined green programs within organisations. Respondents were asked if their company 

provided any of the ten green practices listed, including ‘Promoting print jobs on double-

sided paper’, ‘Providing training programs or information sessions for employees on green 

practices’ and ‘Recruiting employees with green attitudes and green experience’ (0 = never 
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and 4 = always). This construct is assessed as an aggregated measure. The internal 

consistency of this scale was .85. 

 

Results 

Firstly, Exploratory Factor Analysis was employed to examine construct validity and 

reliability. To test construct validity this study used discriminant validity (the measures of 

each concept should be different from the other concepts) and convergent validity (the 

correlation among items which make up the scale). Secondly, path analysis was performed to 

verify the proposed hypotheses. 

Construct validity and reliability 

 Construct validity is the extent to which the studied constructs (i.e., environmental-

related attitudes, internal/external subjective norms and green resource readiness) do actually 

measure according to the theory (Bagozzi et al. 1991). Factor analysis is a complex statistical 

procedure which can be conducted to assess construct validity (Bagozzi et al., 1991; 

Goodwin, 1999). Varimax rotation was used to determine the most suitable solution. All 

variables loaded significantly (>0.5) on four factors, namely environment-related attitudes, 

internal subjective norms, external subjective norms and green readiness (Table 1). A scree 

test, which is a technique used to determine the number of factors to retain in a factor 

analysis, also suggested four factors. The amount of variance explained by each factor was 

36.48 per cent (environmental-related attitudes; six items), 18.01 per cent (external subjective 

norms; three items), 12.69 per cent (green resource readiness; three items) and 7.79 per cent 

(internal subjective norms; three items) respectively. This means all questions were measured 

according to the original theory. 

------------------------------------ 

Insert Table 1 about here 

------------------------------------- 

Table 2 illustrates the correlation among variables and construct reliability (the degree 

to which questions produce stable and consistent results). The construct reliability is 

determined by the Cronbach Alpha Coefficient of internal consistency. Cronbach Alpha 

values range from 0-1, as a rule of thumb the value of 0.70 or higher refers to good reliability 

(Cronbach 1951). The correlation coefficients of environmental-related attitudes (r2 = .63, p < 

.01), subjective norms (r2
 external = .50, p < .01; r2

internal = .59, p < .01) and green resource 

readiness (r2 = .69, p < .01) were positively associated with green HR initiative adoption. The 
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Cronbach Alpha reliabilities of all constructs were between .80 - .91, indicating good 

reliability among scales.  

------------------------------------ 

Insert Table 2 about here 

------------------------------------- 

Testing hypotheses 

To test the hypotheses multiple regression analysis was performed. The following 

variables were entered as control variables in the first block of regression analysis: (1) year 

company established, (2) company size, and (3) gross revenue. The next block was: (1) 

environmental attitudes, (2) internal subjective norms, (3) external subjective norms, and (4) 

green readiness.  

The Durbin–Watson statistic test detects the presence of autocorrelation due to 

residuals from a regression analysis. The Durbin-Watson statistic value is 2.15 indicating 

there is no autocorrelation. The Variance Inflation Factor (VIF) is an indicator of collinearity 

among the variables in a regression model. Values of VIF that exceed 10 indicate 

multicollinearity. VIF values from this study range from 1.00 to 1.40, thereby indicating that 

multicollinearity is unlikely to be a problem. 

After controlling for company demographic information the four independent 

variables produced an adjusted R2 of .79 (F = 81.16, p < .001) for the prediction of green HR 

initiative adoption. The strongest predictor was green resource readiness (β = .48), followed 

by environmental attitudes (β = .28), internal subjective norms (β = .27), and external 

subjective norms (β = .18). 

------------------------------------ 

Insert Table 3 about here 

------------------------------------- 

Discussion 

This study examines the effects of environmental attitudes, subjective norms (internal 

and external) and green resource readiness on green HR initiative adoption. In doing so the 

proposed model draws from the management and psychological literature and finds support 

for our hypothesised model. More specifically, this study indicates that resource availability 

and attitude components play a major role in green HR initiative adoption.   

The study findings show that when senior management perceive environmental issues 

to be important this attitude impacts on their decision to adopt green practices. This finding 
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explains that when senior management are mindful that environmental issues impact not only 

globally but also on the company this awareness then motivates senior management to 

change their HR activities and practices (Lehman et al. 2002; Simpson & Flynn 2007). The 

relationship between attitudes and behavioural change found in this research has also been 

well supported in other studies. Tzokas and Saren (1997) suggested that senior management 

who perceived the importance of adopting innovative ways of doing business tended to be 

involved with new product development activities. Accordingly, senior management who are 

aware of how environmental issues could impact their business are more likely to incorporate 

a green approach in their business process, particularly green practices within their 

organisations.   

This article demonstrates that when senior management perceive the organisation has 

sufficient resources to implement green HR activities they more likely to adopt them. For this 

reason, in the absence of slack resources, senior management may have considerable 

difficulty in offering or supporting green policies and practices. This finding is also supported 

in other fields such as new IT adoption. For example, Schrum and Glassett (2006) reviewed 

research on integrating technology in teaching by teachers and other educational leaders in 

the P-12 school environment. Within their review they identified barriers (limited budget, 

time and people) that inhibited the effective use of technology in classrooms. Similarly, 

empirical findings from small business owners showed that one of the barriers to providing e-

learning training for employees was insufficient resources (Sambrook 2003).  

This article concludes that both internal and external stakeholders’ beliefs influence 

senior management’s decision to adopt green HR practices. Further, the findings also 

demonstrate that subjective norms seem to have a stronger effect on initiative adoption. This 

finding could be explained by the fact that HR policies and practices often involve 

employees’ participation (Harry 2003). Therefore, internal stakeholders would be significant 

drivers of internal policies or practices, such as green HR initiatives. As a result, external 

stakeholders seemed to have a less significant influence on green HR initiatives. It can be 

speculated that green HR initiatives that are driven by external stakeholders may face more 

resistance among employees than those driven by internal stakeholders. This study did not 

aim to examine resistance to green HR initiative implementation; therefore, future studies can 

perhaps investigate this research area. 

There are some limitations to this study that are important to note. Firstly, this study 

used a cross-sectional design, thus has not been in position to track changes in green policies 

over time. Secondly, this study employed a self-reporting survey, so respondents may report 
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positively with both independent and dependent variable constructs. To minimise the 

common method variance (i.e. variance which is attributable to the measurement method 

rather than to the constructs the measures represent, Padsakoff et al., 2003), this study 

approached senior management to answer the organisational overview questions 

(independent variables) while HR managers responded to the HR policy-related questions 

(dependent variables). For future research it would be very interesting to consider a 

longitudinal approach, investigating how the relationship among variables changes over time. 

The present study was designed using a quantitative approach; however, the nature of 

organisational change is sophisticated. A quantitative research design may limit our 

understanding of this complex phenomenon. Future research should integrate qualitative 

investigation as outlined by previous research such as Plowman et al.’s (2007) study. A future 

study could also investigate multiple change events that may result from different drivers and 

processes. Future research could also examine other green HR practices such as green job 

descriptions which include required green behaviours. The present study was designed to 

examine predictive factors of green HR initiative adoption, rather than the change processes. 

Thus, the current quantitative approach is deemed to be appropriate for the present study 

scope.  

Implications 

 This study provides implications for research and practice. Firstly, this study 

contributes to organisational behaviour and HR by drawing attention to the relationship 

between TPB constructs and green adoption behaviour. This study enhances our 

understanding of key factors that can drive organisations to become greener. Although the 

TPB has been extensively applied in social science research it has been limited to only an 

individual level. This study complements the theory by elaborating that TPB can be applied 

to firm-level outcomes through key decision-makers’ beliefs and perceptions of norms.   

Secondly, this study has practical implications for CEOs or HR managers who want to 

drive organisations to become greener. As TPB suggests, attitudes can inspire behaviour and 

norms can be influenced to make environmental activities more common and socially 

accepted (Nisbet & Gick 2008). The role of internal stakeholders such as management and 

employees can influence organisational direction toward green practice. From the top-down 

approach senior management can integrate green practices as a part of HR strategy. Senior 

management can drive and increase employees’ commitment to and awareness of the issue of 

environmental sustainability through green strategy. From the bottom-up approach the 

enactors of green workplace behaviours are employees. Effective green initiatives should be 
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encouraged from employees with top management support.  Employees can drive the greener 

workplace by initiating green activities or acting as green champions to support green 

initiatives in the office environment. The present article proposes a concept of employee-

driven green initiatives that refers to the generation and implementation of green activities 

originating from a single employee or the joint efforts of two or more employees. Employees 

can be viewed as green capital and drive organisations to formally adopt and benefit from 

green practices. Employees can initiate green activities within their own team. This small 

change can lead to continuous activity and be more widely adopted.         

Conclusion   

Many organisations increasingly adopt green practices into their business operations. 

Therefore, scholars and practitioners concerned about environment-related issues should be 

aware of drivers and mechanisms of the adoption process. We cannot understand the adoption 

at the firm level without some understanding of the key decision-makers who influence 

environmental management adoption. Such an understanding might help CEOs or HR 

managers transform their HR policies and practices into economically and ecologically 

sustainable ones. 



15 
 

References   

 

Aguilera, RV, Rupp, DE, Williams, CA & Ganapathi, J 2007, 'Putting the S back in corporate 

social responsibility: a multilevel theory of social change in organizations', Academy 

of Management Review, vol. 32, no. 3, pp. 836-863.  

Ajzen, I 1991, 'The theory of planned behavior', Organizational Behavior and Human 

Decision Processes, vol. 50, no. 2, pp. 179-211.  

Ajzen, I & Driver, BL 1992, 'Application of the theory of planned behavior to leisure choice', 

Journal of Leisure Research, vol. 24, no. 3, pp. 207-224.  

Ajzen, I & Fishbein, M 1972, 'Attitudes and normative beliefs as factors influencing 

behavioral intentions', Journal of Personality and Social Psychology, vol. 21, no. 1, 

pp. 1-9.  

Backhaus, KB, Stone, BA & Heiner, K 2002, 'Exploring the relationship between coporate 

social performance and employer attractiveness', Business and Society, vol. 41, no. 3, 

pp. 292-318.  

Bagozzi, RP, Yi, Y & Phillips, LW 1991, 'Assessing construct validity in organizational 

research', Administrative Science Quarterly, vol. 36, no. 3, pp. 421-458.  

Bamberg, S 2003, 'How does environmental concern influence specific environmentally 

related behaviours? A new answer to an old question', Journal of Environmental 

Psychology, vol. 23, pp. 21-32.  

Baumeister, RF, Vohs, KD & Funder, DC 2007, 'Psychology as the science of self-reports 

and finger movements: whatever happened to actual behavior?' Perspectives on 

Psychological Science, vol. 2, no. 4, pp. 396-403.  

Becker, CM 2007, 'Salutogenesis: a guide for wellness programs in the 21st century', 

Wellness Management, vol. 21, no. 3, pp. 1-3.  

Betania, T & Roberto, G-D 2007, 'Managing people in radical changes (M&As)',  

International Journal of Manpower, vol. 28, no. 5, p. 369-383.  

Bingham, LB, Nabatchi, T & O'Leary, R 2005, 'The new governance: practices and processes 

for stakeholder and citizen participation in the work of government', Public 

Administration Review, vol. 65, no. 5, pp. 547-558.  

Boldero, J. 1995. The prediction of household recycling of newspapers: The role of attitudes, 

intentions, and situational factors. Journal of Applied Social Psychology, vol.25, no.5, 

pp.440-462.  



16 
 

Callenbach, E, Capra, F, Goldman, L, Lutz, R & Marburg, S 1993, Eco-Management: the 

Elmwood guide to ecological auditing and sustainable business, Berrett-Koehler, San 

Francisco, CA.  

Christmann, P 2004, 'Multinational companies and the natural environment: determinants of 

global environmental policy standardization', Academy of Management Journal, vol.   

47, no. 5, pp. 747-760.  

Cordano, M & Frieze, I H 2000, 'Pollution reduction preferences of U.S. environmental 

managers: applying Ajzen's Theory of Planned Behavior', Academy of Management 

Journal, vol. 43, no. 4, pp. 627-641.  

Cronbach, LJ 1951, 'Coefficient alpha and the internal structure of tests', Psychometrika, vol. 

16, pp. 297-334.  

Daily, BF & Huang, SC 2001, 'Achieving sustainability through attention to human resource 

factors in environmental management', International Journal of Operations & 

Production Management, vol. 21, no. 12, pp. 1539-1552.  

Daily, BF, Bishop, JW, & Massoud, JA 2012, 'The role of training and empowerment in 

environmental performance: A study of the Mexican', International Journal of 

Operations & Production Management, vol. 32, no. 5, pp.631–647. 

Dawson, C & Kerwin, K 2004, 'Designer cars', Business Week, 16 Feb.  

del Río González, P 2005, 'Analysing the factors influencing clean technology adoption: a 

study of the Spanish pulp and paper industry', Business Strategy and the Environment, 

vol. 14, no. 1, pp. 20-37.  

Dunlap, RE, Van Liere, KD, Mertig, AG & Jones, RE 2000, 'Measuring endorsement of the 

new ecological paradigm: a revised NEP scale', Journal of Social Issues, vol. 56, no. 

3, pp. 425-442.  

Dutton, JE & Ashford, SJ 1993, 'Selling issues to top management', Academy of Management 

Review, vol. 18, no. 3, pp. 397-428.  

Egri, CP & Herman, S 2000, Leadership in the North American Environmental Sector: 

Values, Leadership Styles, and Contexts of Environmental Leaders and their 

Organizations, Academy of Management Journal, vol. 43, no. 4,pp. 571–604. 

Epstein, MJ 2008, Making sustainability work: best practices in managing and measuring 

corporate social, environmental, and economic impacts, Berrett-Koehler, San 

Francisco, CA. 

Etzion, D 2007, 'Research on organizations and the natural environment, 1992-present: a 

review', Journal of Management, vol. 33, no. 4, pp. 637-664.  



17 
 

Freeman, RE,  & Reed, DL 1983, 'Stockholders and stakeholders: a new perspective in 

corporate governance',  California Management Review, vol. 25, pp. 88-106.  

Ghosh, S & Kumaraswamy, M 2002, 'Expert systems in human resource management', 

Journal of Management Research, vol. 2, no. 1, 53-59.  

Goodwin, LD 1999, 'The role of factor analysis in the estimation of construct validity', 

Measurement in Physical Education and Exercise Science, vol. 3, no. 2, pp. 85-100.  

Hagger, MS, Chatzisarantis, N & Biddle, SJH 2002, 'The influence of autonomous and 

controlling motives on physical activity intentions within the Theory of Planned 

Behaviour', British Journal of Health Psychology, vol. 7, no. 3, pp. 299-316.  

Harry, S 2003, 'Knowledge management, HRM and the innovation process', International 

Journal of Manpower, vol. 24, no. 5, pp. 501-516.  

Hutchinson, D 2007, 'Teaching practices for effective cooperative learning in an online 

learning environment (OLE)', Journal of Information Systems Education, vol. 18, no. 

3, pp. 357-367.  

Ibtissem, MH 2010, 'Application of value beliefs norms heory to the energy conservation 

behaviour', Journal of Sustainable Development, vol. 2, no. 2, pp. 129-139.  

Jabbour, CJ C, Jabbour, ABL, Teixeira, AA, & Freitas, WRS 2012, 'Environmental 

development in Brazilian companies: The role of human resource management', 

Environmental Development, vol. 3, pp.137–147. 

Jabbour, CJC & Santos, FCA 2008a, 'The central role of human resource management in the 

search for sustainable organizations', International Journal of Human Resource 

Management, vol. 19, no.12, pp.2133–2154. 

Kalafatis, SP, Pollard, M, East, R & Tsogas, MH 1999, 'Green marketing and Ajzen’s theory 

of planned behaviour: a cross-market examination', Journal of Consumer Marketing, 

vol. 16, no. 5, pp. 441-460.  

Lehman, WEK, Greener, JM & Simpson, DD 2002, 'Assessing organizational readiness for 

change', Journal of Substance Abuse Treatment, vol. 22, no. 4, pp. 197-209.  

McCuiston, ME, Wooldridge, BR & Pierce, CK 2004, 'Leading the diverse workforce: profit, 

prospects and progress', Leadership & Organization Development Journal,vol. 25, 

nos. 1/2, 73-92.  

Millard, D 2011, 'Management learning and the greening of SMEs: moving beyond problem-

solving', German Journal of Research in Human Resource Management, vol. 25, no. 

2, pp. 178-195.  



18 
 

Morgan, A, Cannan, K & Cullinane, J 2005, '360° feedback: a critical enquiry', Personnel 

Review, vol. 34, no. 6, pp. 663-682.  

Muller-Camen, M, Jackson, SE, Jabbour, CJC, & Renwick, DWS 2010, 'Special issue on the 

topic: "Green human resource management"', German Journal of Human Resource 

Research, vol. 24, no. 1, pp. 95–96 

Muster, V & Schrader, U 2011, 'Green work life balance: a new perspective for green HRM', 

German Journal of Research in Human Resource Management, vol. 25, no. 2, pp. 

140-156.  

Nisbet, EKL & Gick, ML 2008, 'Can health psychology help the planet? Applying theory and 

models of health behaviour to environmental actions', Canadian Psychology, vol. 49, 

no. 4, pp. 296-303. 

Nystrom, PC, Ramamurthy, K & Wilson, AL 2002, 'Organizational context, climate and 

innovativeness: adoption of imaging technology', Journal of Engineering and 

Technology Management, vol. 19, no. 3-4, pp. 221-247.  

Özen, Ş & Küskü, F 2009, 'Corporate environmental citizenship variation in developing 

countries: an institutional framework', Journal of Business Ethics, vol. 89, no. 2, pp. 

297-313.  

Peach, M, Jimmieson, NL & White, KM 2005, 'Beliefs underlying employee readiness to 

support a building relocation: a theory of planned behavior perspective', Organization 

Development Journal, vol. 23, no. 3, pp. 9-22.  

Podsakoff, PM, MacKenzie, SB, Lee, J-Y & Podsakoff, NP 2003, ‘Common method biases 

in behavioral research: A critical review of the literature and recommended remedies'. 

Journal of Applied Psychology , vol.88, no.5, pp. 879–903 

Plowman, DA, Baker, LT, Beck, TE, Kulkarni, M, Solansky, ST & Travis, DV 2007,  

'Radical change accidentally: the emergence and amplification of small change', 

Academy of Management Journal, vol. 50, no. 3, pp. 515-543.  

Renwick, DWS, Redman, T & Maguire, S 2013, 'Green human resource management: a 

review and research agenda', International Journal of Management Reviews, vol. 15, 

pp.1–14. 

Rivis, A & Sheeran, P 2003, 'Descriptive norms as an additional predictor in the theory of 

planned behaviour: a meta-analysis', Current Psychology, vol. 22, no. 3, pp. 218-233.  

Rynes, S & Rosen, B. 1995, 'A field survey of factors affecting the adoption and perceived 

success of diversity training', Personnel Psychology, vol. 48, no. 2, pp. 247.  

http://www.personal.psu.edu/jxb14/M554/articles/Podsakoffetal2003.pdf�
http://www.personal.psu.edu/jxb14/M554/articles/Podsakoffetal2003.pdf�


19 
 

Sambrook, S 2003, 'E-learning in small organisations', Education and Training, vol. 45, no. 

8/9, pp. 506-516.  

Sarkar, P & Young, L 2009, 'Managerial attitudes towards green IT: an explorative study of 

policy drivers', in PACIS 2009 Proceedings, PACIS Conference Committee (ed.) AIS, 

Hyderabad, India, pp. 1-14.  

Schrum, L & Glassett, KF 2006, 'Technology integration in P-12 schools: challenges to 

implementation and impact of scientifically-based research', Journal of Thought, vol. 

41, no. 1, pp. 41-59.  

Sheeran, P & Taylor, S 1999 'Predicting intentions to use condoms: a meta-analysis and 

comparison of the theories of reasoned action and planned behavior', Journal of 

Applied Social Psychology, vol. 29, no. 8, pp. 1624-1675.  

SHRM 2008, Green workplace, Society for Human Resource Management, Alexandria, VA, 

pp.1-6. 

Simpson, DD & Flynn, PM 2007, 'Moving innovations into treatment: a stage-based 

approach to program change', Journal of Substance Abuse Treatment, vol. 33, no. 2, 

pp. 111-120.  

Stern, PC 2000, 'Toward a coherent theory of environmentally significant behavior', Journal 

of Social Issues, vol. 56, no. 3, pp. 407-424.  

Teo, TSH, Lim, GS & Fedric, SA 2007, 'The adoption and diffusion of human resources 

information systems in Singapore', Asia Pacific Journal of Human Resources, vol. 45, 

no. 1, pp. 44-62. doi: 10.1177/1038411107075402  

Tzokas, N & Saren, M 1997, 'On strategy, typologies and the adoption of technological 

innovations in industrial markets', British Journal of Management, vol. 8, Special 

Issue, pp. 91-105.  

Unsworth, KL, Sawang, S, Murray, J, Norman, P & Sorbello, T 2012, 'Understanding 

innovation adoption: effects of orientation, pressure and control on adoption 

intentions', International Journal of Innovation Management, vol. 16, no. 1, pp. 1-35.  

Unsworth, K., Sawang, S, Murray, J & Sorbello, T 2009, 'Developing an integrative model 

for understanding innovation adoption',  Paper presented at the 2009 Academy of 

Management Annual Meeting - Green Management Matters, Chicago, Ill., 7 - 11 Aug. 

Weick, KE & Quinn, RE 1999, 'Organizational change and development',  Annual Review of 

Psychology, vol. 50, no. 1, pp. 361-386.  

Weldon, E 2000, 'The development of product and process improvements in work groups', 

Group & Organization Management, vol. 25, no. 3, pp. 244-268.  



20 
 

Wikstrom, C-E 2004, 'A case study of emergent and intentional organizational change: some 

implications for customer relationaship management success', Proceedings of the 37th 

Hawaii International Conference on System Sciences, Hawaii, 5-8 Jan 2009. 

 



21 
 

Table 1. Factor loadings for each independent construct (n =210) 

Items Factor 
 1 2 3 4 
Environmental attitudes 

 
   

1. Our company believes that climate change will be a very serious problem for the country as a whole  0.87    
2. Our company believes that energy savings help reduce global warming   0.86    
3. Energy saving will be advantageous for our company    0.84    
4. Our company believes that climate change will be a problem for other species of plants and animals  0.77    
5. Climate change will be a very serious problem for our company 0.76    
6. The climate change is a serious problem that affects our company   0.70    
Subjective norms from external stakeholders  

 
  

1. Government   0.88   
2. Competitors   0.88   
3. Customers  0.80   
Green resource readiness     
1. We have ample discretionary financial resources to support environmentally-friendly-related 

projects 
  0.90  

2. Our company has a reasonable amount of resources in reserve to support environmentally-friendly-
related projects 

  0.84  

3. We can always find the manpower to work on environmentally-friendly-related projects   0.84  
Subjective norms from internal stakeholders     
1. Middle managers    0.87 
2. Top managers    0.78 
3. Employees    0.75 
     
% of variance 36.48 18.01 12.69 7.79 
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Table 2. Intercorrelations and descriptive statistics (n =210) 

 1 2 3 4 5 6 7 8 M SD 

1. Green HR initiatives   (.85) 0.63** 0.50** 0.59** 0.69** -0.05 0.04 0.11* 3.09 0.57 

2. Environmental-related attitudes  (.91) 0.28** 0.26** 0.26** -0.02 -0.07 0.04 5.11 1.14 

3. Subjective norms (external)   (.80) 0.50** 0.25** -0.02 0.00 0.04 2.96 1.04 

4. Subjective norms (internal)    (.89) 0.34** -0.09 -0.06 0.00 2.60 1.01 

5. Green resource readiness     (.83) -0.09 0.06 -0.01 3.89 0.92 

6. Year company established         -0.03 -0.05 1982.77 32.28 

7. Organisation size (employee numbers)         0.09 229.88 244.51 

8. Gross revenue          2.33 1.46 

 

**p < .01; * p <.05.  Alpha coefficients are depicted in parentheses along the diagonal. Gross revenue dummy codes 1 = up to $5M, 2 = $51M 

to $10M, 3 = $11M to $50M, 4 = $51M to $200M, 5 = $201M to $500M and 6 = more than $500M. 
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Table 3. Standard multiple regression of environmental attitudes, subjective norms and resources readiness (IVs) on green HR initiatives (DV)  

Variables Step1 (β) Step 2 (β) ∆R2   Step 1 (VIF) Step 2 (VIF) 

Step 1 (Controlling for)   .01   

Year company established     -.05  .02  1.00 1.02 

Company size   -.11 -.02  1.00 1.05 

Gross revenue    .04  .01  1.01 1.01 

Step 2 (Main effect)   .79***   

Environmental-related attitudes     .28***   1.29 

Subjective norms (external)    .18***   1.30 

Subjective norms (internal)    .27***   1.41 

Green resource readiness   .48***   1.32 

Note. *** p < .001; The coefficients reported are standardized regression weight.  Significance of ΔR2 tested with partial F-tests in regression 

equations. VIF = Variance Inflation Factor 
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Figure 1: A proposed research model for adoption of Green HR initiatives  
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