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ABSTRACT- Organizations today face growing
environmental pressures, leading many to implement green
human resource management practices that foster
sustainability and encourage employees to engage in
environmentally responsible behaviors. This study
investigates the distinct impacts of green recruitment and
selection—through environmentally friendly employer
branding and preference for eco-conscious hires—and
green training and education—via awareness programs and
green knowledge sharing—on voluntary employee green
behavior, defined as self-initiated eco-friendly actions
beyond job requirements. Unlike prior research treating
green human resource management holistically, this
analysis isolates these practices' individual effects. Pre-
tested measurement scales from established sources,
assessed on five-point Likert scales with strong reliability,
were used in a cross-sectional survey of employees from
medium and large organizations. Multiple regression results
confirm both practices significantly predict voluntary green
behavior, with green training showing stronger influence,
collectively explaining a substantial variance in outcomes.
These findings advance theory by detailing practice-
specific mechanisms and guide managers to prioritize green
branding and training for enhanced sustainability, while
recommending longitudinal studies for deeper causal
insights.

KEYWORDS: Green Human Resource Management,
Green Recruitment and Selection, Green Training and
Development, Voluntary Employee Green Behavior,
GHRM Practices.

I. INTRODUCTION

Environmental degradation and climate change have
intensified pressures on organizations to reduce their
ecological footprint and contribute to sustainable
development through their strategies, processes and people
management systems [3] [20]. Green human resource
management (GHRM) has emerged as a critical approach
that integrates environmental objectives into traditional HR
practices to foster employees’ pro-environmental attitudes
and behaviors at work [9] [16] [20]. Within this broader
paradigm, green recruitment and selection
and green training and development represent key
practice-level levers through which firms signal

environmental values, build green competencies and
motivate employees to engage in voluntary green behavior
beyond their formal job requirements [15] [16] [19].

Green recruitment and selection (GRS) have gained
prominence as organizations seek to attract and hire
applicants whose values align with their corporate
environmental sustainability (CES) stance [15]. Pham [15]
conducted a systematic review of 22 peer-reviewed articles
and showed that some organizations explicitly integrate
green criteria in selection decisions, whereas others rely
mainly on communicating environmental values to shape
applicants’ perceptions of organizational attractiveness.
Their review highlights mechanisms such as anticipated
pride, perceived value fit and perceived organizational
green reputation that link CES signals to pro-environmental
job seekers’ interest in joining the organization [15]. In this
way, green recruitment and selection not only influence
who enters the organization but also send a broader cultural
message that environmental responsibility is a core
organizational value [4] [15].

Parallel to attracting environmentally conscious talent,
organizations increasingly invest in green training and
development to build employees’ knowledge, skills and
motivation to perform environmentally responsible
behaviors [16] [20]. Literature reviews identify green
training as a core GHRM practice that equips employees
with specific environmental knowledge and competencies
needed to reduce waste, conserve resources and comply
with environmental standards [17] [20]. Empirical work
suggests that green training not only influences green
behaviors inside the workplace but can also spill over to
employees’ eco-friendly behaviors outside of work, for
example in resource conservation and use of eco-friendly
products, thereby reinforcing a more holistic green lifestyle
[1][18].

At the behavioral level, scholars increasingly distinguish
between required (in-role) and voluntary (extra-role) forms
of employee green behavior [7] Voluntary employee green
behavior—often labeled voluntary workplace green
behavior (VWGB), voluntary green work behavior
(VGWB), green organizational citizenship behavior
(G-OCB) or employee green behavior (EGB)—refers to
discretionary actions that are not formally prescribed but
that support the organization’s environmental goals, such as
suggesting eco-initiatives, helping colleagues behave in
environmentally responsible ways and conserving
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resources beyond minimum expectations [5] [12] [21].
Studies grounded in the theory of planned behavior show
that green attitudes, subjective norms and perceived
behavioral control shape employees’ intentions, which in
turn predict both required and voluntary green actions,
underscoring the importance of psychological mechanisms
in explaining extra-role green behavior [7].

Despite the rapid growth of GHRM research, existing
studies have predominantly examined GHRM as a broad
system or bundle of practices, focusing on its aggregated
impact on pro-environmental behavior and environmental
performance [9] [13][16] [20]. For instance, several studies
model green recruitment and selection, green training and
development, green performance management and
appraisal, green rewards and green empowerment together
as a composite GHRM  construct predicting
pro-environmental behavior or environmental outcomes [9]
[13] [16]. While this systems perspective is valuable, it
obscures the distinct influence of specific practices—
particularly green recruitment and selection and green
training and education—on voluntary employee green
behavior at the practice level [4] [12] [21].

More recent work has begun to explore employees’
perceptions of individual green HRM practices
(recruitment, selection, performance management and
compensation) and their relationships with voluntary green
work behavior, but recruitment and selection effects remain
underexplored relative to other practices and the mediating
mechanisms are only partially understood [4]. Garavan et
al. (2023) found that employee perceptions of selection,
performance management and compensation relate to
voluntary green work behavior through reflective moral
attentiveness, while the role of recruitment appeared weaker
and less consistent. Similarly, emerging evidence indicates
that green training can foster eco-friendly behaviors both
inside and outside the workplace, yet its direct and indirect
influence on voluntary green behavior, especially when
analyzed separately from other HR practices, is still limited
[17 [18]. As a result, organizations lack clear guidance on
how much emphasis to place on green recruitment and
selection versus green training and education when their
goal is to stimulate employees’ voluntary green
contributions rather than merely compliance-based
behaviors [12] [21].

The core problem addressed in this study is the insufficient
understanding of how practice-level green recruitment and
selection and green training and education influence
voluntary employee green behavior, and through which
theoretical mechanisms these specific HR practices
translate into extra-role green actions. Existing research on
GHRM and voluntary green behavior points to important
mediators such as environmental knowledge, psychological
green climate, pro-environmental psychological capital,
environmental commitment and moral attentiveness [3]
[12] [16] [21]. However, these studies rarely isolate green
recruitment and selection and green training as distinct
predictors, making it difficult to determine their unique and
combined contributions to voluntary employee green
behavior [4] [19]. By focusing on these two practices
individually rather than on GHRM bundles, the present
study seeks to clarify their distinct and potentially
complementary roles in shaping voluntary employee green
behavior.

Green recruitment and selection refer to the design and
implementation of recruitment and selection processes that
explicitly incorporate environmental values, criteria and
messages to attract, identify and hire applicants who are
environmentally conscious and whose values fit the
organization’s sustainability orientation [15] [20]. This may
involve emphasizing environmental responsibility in
employer branding, job advertisements and interviews,
assessing candidates’ pro-environmental attitudes and
experiences and signaling CES through formal policies and
green achievements [15]. Pham [15] review underscores
that communicating environmental values during
recruitment and selection reinforces perceived value fit and
organizational attractiveness among pro-environmental job
seekers.

Green training and development (or green training and
education) encompasses formal and informal learning
activities aimed at enhancing employees’ environmental
awareness, knowledge, skills and motivation [17] [20].
Such training can focus on eco-efficiency practices,
compliance with environmental standards, resource
conservation techniques and broader sustainability
mindsets that encourage employees to internalize
environmental values [16] [18]. Empirical evidence
indicates that green training can increase employees’
connectedness to nature and encourage eco-friendly
behaviors both at work and outside the workplace,
highlighting its potential as a developmental tool for
fostering enduring green habits [1] [18].

Voluntary employee green behavior refers to discretionary,
extra-role behaviors that employees engage in to support
organizational environmental goals, without being
explicitly required or formally rewarded [5] [12]. These
behaviors are conceptually close to green organizational
citizenship behavior and voluntary workplace green
behavior and include actions such as proactively suggesting
green innovations, participating in environmental
initiatives, influencing coworkers’ environmental conduct
and going beyond minimal compliance in conserving
energy, water and materials [5] [6] [21]. Studies show that
voluntary green behaviors are shaped by employee
attitudes, moral attentiveness, environmental commitment
and perceptions of organizational support and green
climate, suggesting several potential mediating and
moderating mechanisms between HR practices and
behavior [4] [7][12][21].

Several theoretical perspectives inform the relationship
between green recruitment and selection, green training and
voluntary employee green behavior. Signaling theory
suggests that green recruitment and selection processes
send signals about the organization’s environmental
priorities and values to both job applicants and existing
employees [4] [15]. When employees perceive strong green
signals through recruitment messages, selection criteria and
HR policies, they infer that environmental responsibility is
valued by the organization and may reciprocate by engaging
in voluntary green behavior to maintain alignment and
value fit [4]. The Ability—Motivation—Opportunity (AMO)
framework provides another foundation, positing that HR
practices influence performance by enhancing employees’
abilities, motivation and opportunities to perform desired
behaviors [5] [19] [20]. Green training and education build
employees’ abilityto ~ behave in  environmentally
responsible ways by developing knowledge and skills,
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while green recruitment and selection help bring in
employees whose values and motivations are already
aligned with  environmental goals [16] [19].
Complementary perspectives such as the theory of planned
behavior and conservation of resources theory further
explain how attitudes, perceived behavioral control,
environmental commitment and emotional resources
mediate the effects of HR practices on voluntary green
behavior [7] [21]. Systematic reviews of GHRM literature
show that evidence on the specific influence of green
recruitment and selection and green training and education
on voluntary employee green behavior remains fragmented
[4] [13] [19] [20]. Clarifying the distinct roles of these
practices  will  refine  understanding of  the
micro-foundations of GHRM and provide organizations
with clearer guidance on which HR levers most effectively
trigger voluntary, extra-role green actions [12] [21].

‘ GHRM Practices ‘

3

Green recruitment and
selection.

Green training and
education.

(Source: Created by Scholar)

K“ Voluntary Employee Green

II. CONCEPTUAL MODEL AND RESEARCH
FRAMEWORK

The conceptual model proposes that green recruitment
and selection and green training and education are
distinct practice-level antecedents of voluntary employee
green behavior, operating within a GHRM context [15]
[16]. These practices are expected to enhance employees’
environmental value-fit, knowledge and motivation, which
in turn encourage discretionary, extra-role green actions at
work [4] [7]. Grounded in signaling theory and the AMO
framework, the research framework positions green
recruitment and selection and green training as key “ability—
motivation” drivers leading to voluntary workplace green
behavior, potentially mediated by psychological
mechanisms such as environmental commitment or
environmental knowledge [12] [21].

Behavior.

Figure 1: Proposed model of the study

III. LITERATURE REVIEW

Green human resource management (GHRM) integrates
environmental objectives into HR practices to foster
pro-environmental employee behaviors. Yong [20]
reviewed 70 studies from 2007-2019, finding most focus
on GHRM bundles' impact on environmental performance,
with limited attention to individual practices like green
recruitment and selection and green training.

A. Green Recruitment and Selection

Pham [15] conducted the first systematic review of green
recruitment and selection (GRS), analyzing 22 articles from
2008-2017. They found organizations vary in applying
green criteria during selection, often relying on CES signals
to attract pro-environmental applicants via mediators like
perceived value fit and organizational green reputation.
Garavan [4] examined employee perceptions of individual
green HRM practices, reporting direct links from green
recruitment, selection, performance management and
compensation to voluntary green work behavior (VGWB),
though reflective moral attentiveness mediated only some
paths. Saeed [16] included green recruitment in a GHRM
bundle positively predicting pro-environmental behavior
via psychological capital. Veerasamy [19] showed green
recruitment strategies impact employee green behavior
(EGB), moderated by green training.

B. Green Training and Development

Green training builds environmental knowledge and skills
for sustainable behaviors. Susita [17] reviewed literature
linking green training to workplace green behavior.
Mayangsari [11] found green training and recruitment
enhance environmental performance through employee
green behavior mediation. Kim [9] confirmed green
training improves eco-friendly behavior in hotels. Usman
[18] demonstrated green training promotes off-work
eco-behaviors via connectedness to nature, moderated by
intrinsic spirituality. Aghaei [1] linked green training to
voluntary green behavior through green mindfulness.

C. Voluntary Employee Green Behavior

Voluntary green behavior (VGWB, G-OCB, EGB) involves
extra-role actions like initiative-taking and resource
conservation. Khalid [7] showed attitudes and norms
predict voluntary green behavior via intentions. Das [3]
found psychological green climate mediates strategy's
effect on voluntary behavior. Yuan [21] reported GHRM
boosts VWGB via commitment but depletes it via
exhaustion, moderated by supervisory support. Nguyen
[12] identified environmental knowledge mediating
GHRM-VWGB, attenuated by green empowerment. Hooi
[5] showed GHRM enhances G-OCB via green culture,
moderated by green values.
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D. Synthesis and Gaps

Studies confirm green recruitment signals values and attract
green talent [15] [4], while green training builds capabilities
for voluntary behaviors [18] [1]. However, most research
examines GHRM bundles [16] [20], obscuring
practice-level effects. Few isolate green
recruitment/selection and green training's distinct
influences on voluntary green behavior or compare their
mechanisms [4] [19]. This study addresses these gaps by
analyzing these practices' direct and mediated effects on
voluntary employee green behavior.

E. Problem Statement

Organizations increasingly adopt green human resource
management (GHRM) practices to promote sustainability,
yet the specific mechanisms through which individual
practices like green recruitment and selection and green
training influence voluntary employee green behavior
remain unclear. While broader GHRM bundles have been
linked to pro-environmental outcomes, the distinct
contributions of these targeted practices to discretionary,
extra-role green behaviors are underexplored, leaving
practitioners without clear guidance on prioritizing HR
interventions for environmental goals.

F. Research Gap

Existing literature confirms that green recruitment signals
organizational values to attract environmentally aligned
talent [15] [4], and green training enhances voluntary green
capabilities [ 18] [1]. However, most studies analyze GHRM
as holistic bundles [16] [20] obscuring practice-level
distinctions. Few investigations isolate or compare the
unique  effects and  mechanisms of  green
recruitment/selection versus green training on voluntary
green behavior [4] [19], creating a need for focused
empirical analysis.

IV. RESEARCH METHODOLOGY

A. Research Design

This study employs a quantitative, cross-sectional,
correlational design to examine the relationships between
green recruitment and selection, green training and
education, and voluntary employee green behavior. The
cross-sectional approach enables simultaneous data
collection from multiple organizations, while correlational
analysis assesses the direction and strength of associations
among the study's key variables.

B. Objectives

e To examine the influence of green recruitment and
selection on voluntary employee green behavior.

e To investigate the influence of green training and
education on voluntary employee green behavior.

e To determine the combined effects of green
recruitment/selection and green training/education on
voluntary employee green behavior.

C. Population and Sample

The target population comprises employees working in
medium and large organizations (services, manufacturing)
in major cities where sustainability initiatives are
prominent. A sample of 384 respondents was drawn using
stratified random sampling, with strata defined by sector,

organization and department to ensure representativeness.
Inclusion criteria included full-time employees with at least
one year of organizational tenure.

D. Data Collection Method

Data collection was done through a self- administered
structured questionnaire which was surveyed through
SurveyMonkey. It was made obvious that the participation
of the respondents was voluntary, keeping confidentiality
and anonymity as priority. Reminders were sent to the
respondents to maximise the response rate while
maintaining data quality.

E. Research Instruments
a) Green Recruitment and Selection Scale

Scale for Green Recruitment and Selection is taken from
Tang et al. [22]. Multiple items assessed perceptions of
environmental integration in recruitment and selection
processes.

b) Green Training and Education Scale

Scale for Green Training and Education is taken from Tang
et al. [22]. Items measured the extent of environmental
training programs and development initiatives.

¢) Voluntary Employee Green Behavior Scale

Scale for Voluntary Employee Green Behavior is taken
from Gu and Liu [23]. Items captured discretionary, extra-
role green actions.

Questionnaire was measured on a 5-point Likert scale (from
1 =strongly disagreeto 5 =strongly agree). The
instruments were pre-tested for reliability wherein the
Cronbach’s a > 0.70 for all scales.

F. Demographic Summary

The sample exhibits moderate gender diversity (58.2%
male, 41.8% female) and a young workforce (43.6% aged
30-39, 40% aged 20-29). Experience is mid-career heavy
(46.4% with 5-10 years), with 30.9% early-career and
22.7% senior. Respondents primarily hail from IT hubs:
Noida (38.8%), Lucknow (34.8%), and Kanpur (26.4%).

V. RESULTS AND DATA ANALY SIS

A. Overview of Data Collection

A total of 350 responses were collected from IT sector
employees in cities such as Lucknow, Noida, and Kanpur.
After data screening, 330 valid responses were analyzed
using SPSS.

B. Reliability Testing
Table 1: Cronbach’s Alpha for Measurement Scales

Scale Items Cronbach’s
Alpha

Green Recrul_tment and 7 0.84

Selection
Green Training and

Development ! 083

Voluntary Emp_loyee Green 8 0.86
Behaviour

The reliability analysis using the Cronbach alpha (as in
Table 1) depicts strong stability for all the measurements
taken in the study. Scale of green recruitment and selection,
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which includes 7 items has Cronbach alpha value of 0.84,
green training and development, which includes 7 items has
Cronbach alpha value of 0.83, Voluntary green employee
green behavior, which includes 8 items has Cronbach alpha
of 0.86. Since the 3 values are higher than the accepted
range of 0.70, this confirms the equipment used is
statistically reliable and consistent to measure the desired
outcome.

H1: Voluntary employee green behavior is not significantly
impacted by GRS.

Multiple regression analysis was carried out to examine
whether green recruitment strategies could predict
employees’ voluntary green behavior. The results showed
that the overall regression model was statistically
significant, with F(3, 346) = 77.34 and a p-value of .001,
indicating a strong relationship between the variables.

Table 2: ANOVA

Mode Sum of Squares df Mean Square F Sig.
Regression 79.760 3 26.587 77.337 | .000°
1| Residual 118.946 346 344
Total 198.706 349

As shown in Table 3, all the predictors were found to be
significant. Voluntary Green Behavior was strongly
influenced by the use of environmentally friendly employer
branding to attract green employees (b =.307,t=4.7,p =
.000). It was also positively affected by job seekers’

preference for organizations with an environmentally
conscious attitude (b =.233, t =3.49, p =.001). In addition,
the intention to hire environmentally aware employees
played a significant role in predicting Voluntary Green
Behavior (b =.158, t =2.27, p = .024).

Table 3: Coefficients

Unstandardized Standardized
Model Coefficients Coefficients t Sig.
B Std. Error Beta
(Constant) 1.404 179 7.842 | .000
Our orgamzat_lpn prefers environmentally conscious job applicants 204 064 233 3485 | 001
who utilize green standards when choosing employers.
1 - - - - -
Our firm utilizes environmentally friendly employer branding to 313 067 307 4691 | 000
attract green employees.
Our company prefers employees with green awareness. .160 .070 .158 2272 | .024

Model accounted to 39.6% of the variance in Voluntary
EGB (R2 =401, Adjusted R2 =.396).

Table 4: Model Summary

Model R R Square

Adjusted R Square

Std. Error of the Estimate

1 .6342 401

.396

.58632

These results suggest that how organizations approach
green recruitment plays an important role in encouraging
employees to go beyond their formal duties to support
environmental practices. Hiring environmentally aware
staff, promoting a green company image, and emphasizing
environmental awareness all strongly influence these
voluntary green behaviors. However, green reward systems
do not appear to have a meaningful effect on employees’
willingness to engage in voluntary environmental actions.

Thus, Null Hypothesis Voluntary employee green is not
significantly impacted by GRS is rejected accepting

alternative hypothesis voluntary EGB significantly impacts
GRS.

H2: Voluntary employee green behavior is not significantly
impacted by GTD.

Multiple regression analysis was carried out to examine
whether Green Training and Development (GTD) could
predict employees’ voluntary green behavior. The results
showed that the overall regression model was statistically
significant, with an F value of 66.16 (4, 345) and a p-value
of .000.
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Table 5: ANOVA

To check the predictabilit)_/ of green training (_GT) practic_es on green employee- Sum of df Mean F Sig.
related behavior (GERB), a multiple regression was used. Model Squares Square
Regression 86.255 4 21.564 | 66.158 | .000P
1 Residual 112.451 345 .326
Total 198.706 349

Table 6 shows that several factors have a strong influence
on employee green behavior. Training programs that
improve employees’ awareness, skills, and knowledge had
a significant positive impact. Likewise, using green
knowledge management to connect environmental learning
with proactive actions, as well as using both formal and

informal communication channels to strengthen a green
workplace culture, were also important predictors.
However, training programs that focused mainly on
building employees’ emotional involvement did not have a
significant effect on predicting GERB.

Table 6: Coefficients

Unstandardized Standardized
Coefficients Coefficients
Model t Sig.
B Std. Error Beta
(Constant) .925 .200 4.634 | .000
The company develops tralnlng programs in epwronmental _ 330 046 318 79222 | 000
management to enhance employees' awareness, skills, and expertise.
The_company has integrated tra_lnlng programs to foster emotional 110 070 109 1567 | 118
involvement of employees in environmental management.
We incorporate green knowledge management by connecting
environmental education and awareness to our actions, aiming to 247 067 .256 3.707 | .000
create proactive solutions.
In our organization, we have various formal and informal
communication channels to promote a green culture. 139 067 140 2.068 | .039

Model Summary explained the variation of Voluntary EGB
by about 42.8% (R2 =.434 and Adjusted R2 =.428).

Table 7: Model Summary

Model R R Square

Adjusted R Square

Std. Error of the Estimate

1 6592 434

428 .57092

This means that green training programs that focus on
building awareness, developing skills, improving
knowledge sharing, and strengthening communication can
strongly encourage environmentally friendly behavior
among employees, more so than programs that focus only
on emotional engagement.

Thus, Null Hypothesis voluntary employee green behavior
is not significantly impacted by GTD is rejected accepting
alternate hypothesis Voluntary EGB significantly impacts
GTD.

VI. DISCUSSION OF RESULTS

This research paper demonstrates significant positive
impacts of green recruitment and selection (GRS) and green
training and development (GTD) on voluntary employee
green behavior (EGB), with multiple regression analyses
confirming statistical significance (p < 0.001 for both

practices). Specifically, GRS accounted for 40% of the
variance in EGB (R?> = 0.401), primarily driven by
environmentally friendly employer branding (f = 0.307, p
= 0.000), job seekers' preference for eco-conscious
organizations (B = 0.233, p = 0.001), and hiring
environmentally aware employees (B = 0.158, p = 0.024).
GTD exhibited even stronger effects, explaining 43% of the
variance (R? = 0.434), led by training programs enhancing
environmental awareness, skills, and knowledge (B = 0.318,
p=0.000), green knowledge management linking education
to proactive actions (B = 0.256, p = 0.000), and
formal/informal communication channels promoting green
culture (B = 0.140, p = 0.039).

The impact of GRS arises because it signals organizational
environmental values through recruitment processes,
fostering perceived value-fit among hires and cultivating a
green culture that motivates discretionary eco-actions,
aligning with signaling theory. Similarly, GTD exerts
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stronger influence by building employees' abilities,
knowledge, and motivation per the ability-motivation-
opportunity framework, equipping them for proactive
behaviors like resource conservation and initiative-taking
beyond formal duties. These findings align with prior
studies, including Garavan et al. (2023), which linked
employee perceptions of green recruitment and selection
directly to voluntary green work behavior via signaling
mechanisms; Saeed et al. (2019), showing green
recruitment within GHRM bundles predicts pro-
environmental behavior; and Veerasamy et al. (2024),
confirming green recruitment's influence on employee
green behavior moderated by training. For GTD, supporting
evidence comes from Aghaei et al. (2024), connecting green
training to voluntary green behavior through green
mindfulness; Usman et al. (2023), demonstrating green
training's promotion of eco-behaviors via connectedness to
nature; and Mayangsari and Nawangsari (2019), where
green recruitment and training enhanced environmental
performance mediated by employee green behavior.

VII. CONCLUSION

This study confirms green recruitment and selection and
green training and development as key drivers of voluntary
employee green behavior through distinct mechanisms.
Green recruitment signals organizational environmental
values via employer branding and value-aligned hiring,
fostering cultural norms that motivate discretionary eco-
actions. Green training builds stronger effects by enhancing
knowledge, skills, and motivation, enabling proactive
sustainability behaviors. These findings illuminate
signaling theory in recruitment and the ability-motivation-
opportunity framework in training, clarifying practice-level
GHRM micro foundations. HR leaders should prioritize
green signaling in hiring and comprehensive training
programs, while future longitudinal research could explore
causal mechanisms and boundary conditions.

VIII. IMPLICATION OF THE STUDY

For policymakers, this study implies advocating regulations
that mandate green recruitment criteria and subsidize
sustainability-focused training programs, incentivizing
organizations to embed environmental signaling in hiring
and skill development for broader sectoral impact on
voluntary green behaviors and national sustainability goals.
Academically, it refines green human resource management
theory by isolating practice-level effects, advancing
signaling theory through recruitment's cultural mechanisms
and the ability-motivation-opportunity framework via
training's  capability = pathways, providing micro
foundational insights for mediated-moderated extensions.
Future research should pursue longitudinal designs to
confirm causality, test mediators like environmental
commitment, examine moderators such as leadership
support across industries, and incorporate cross-cultural
comparisons with objective behavioral metrics for
enhanced generalizability.
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