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Abstract: As the ‘green version’ of the Human Resources Management concept is under-explored,
this investigation sought to examine the effect of intervening variables on the relationship between
Green Human Resources Management (GHRM) and green performance in the SME sector. Drawing
upon the Ability Motivation theory, this study examined green innovation as a mediator and green
knowledge sharing as a moderator of the GHRM–green performance relationship. This study
employed the partial least square structural equation modelling (PLS-SEM) to analyse 364 responses
from senior managers in the SME sector in Zimbabwe. The empirical results confirmed that while
GHRM profoundly impacted green performance, green innovation partially mediated the relationship
between the two variables. Study results also established that green knowledge sharing positively
moderated the relationship between GHRM and green innovation. This research signifies the
effect of GHRM, green knowledge sharing, and green innovation on the SME’s sustainability and
environmental management performance. These results are essential for managerial decision-making.

Keywords: Green Human Resources Management; green knowledge sharing; green innovation;
green performance; SMEs

1. Introduction and Background

The United Nations Sustainable Development Goals emphasise the importance of sus-
tainable business operations, ensuring that future generations can meet their needs [1] For
this reason, the 21st-century organisation is required to protect the environment [2]. Therefore,
it is unsurprising that the environmental protection agenda has emerged as one of the most
pressing societal priorities [3]. Nowadays, governments and organisations alike are more
concerned with the impact of business activity on the environment [4]. This is because most
business activities involve resource depletion and environmental degradation [5]. Owing to
this, green management has become a buzzword across many industries globally [6]. Green
management facilitates the preservation of the natural ecosystem and its resources for future
generations. Hence, it now occupies strategic space in boardroom discussions. Businesses
are now expected to adopt environmental management policies and procedures that reduce
the impact of organisational activity on the environment. However, adopting environmental
management activities by an organisation can only have long-lasting effects if employees
exhibit a positive mindset toward such activities [7]. In support of this, [8] argued that green
activities cannot succeed without integrating human resource practices devoted to environ-
mental management. Accordingly, business managers are now integrating human resource
management activities with environmental management strategies, giving rise to the Green
Human Resources Management (GHRM) concept.

The concept of GHRM has since become a topic of interest amongst researchers and
practitioners (see [6–11]). This growing body of evidence confirms that GHRM enhances
environmental outcomes through green training [9], green recruitment and selection, and
green performance management. Prior studies on green management are skewed mainly
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to the Western world and other parts of Asia (see [4,6,7,9,11,12]). Therefore, more needs to
be empirically known about African green management studies [13]. This calls for more
cross-functional research that cuts across functions, organisations, and regions [11], in Africa.

Authors such as [6] also argued that extant literature on organisational sustainability has
generally focused more on larger firms than Small to Medium Enterprises (SMEs). This implies
that SMEs are under-researched, yet they impact the environment through their commercial
activities. For this reason, this study focused on the impact of GHRM on green performance
in the Zimbabwean manufacturing SME sector. The Zimbabwean SME sector generally
represents 90% of all businesses, contributing 60% to the Gross Domestic Product and a 50%
share of total employment [14]. Specifically, 4.9% of all businesses in the Zimbabwean SME
sector are in the manufacturing sector [14]. This implies that this sector cannot be ignored
anymore, as it is an essential driver of economic growth. However, manufacturing processes
pose a significant risk to the environment by emitting dangerous gases like carbon monoxide,
dumping used packaging materials, and using scrapped material [5]. Hence, there is an urgent
need to monitor the business operations of SMEs and their impact on the environment. A
study of this nature has, therefore, become paramount.

Although the literature on HRM and firm performance is well established, the ‘green
version’ of HRM has been under-researched [11]. Not only that but also, as [10] argued, HRM
alone is not sufficient for achieving superior green performance; other intervening variables
are necessary. This calls for empirical validation of comprehensive models with intervening
variables that test the impact of GHRM on organisational outcomes such as green performance.
These intervening variables improve an employee’s ability and motivation for green creativity.
Considering this, this study examined the impact of GHRM on green performance, with green
knowledge sharing and green innovation as intervening variables.

This study yields significant contributions, both for academicians and practitioners. First,
it addresses the frequent calls for further research on organisational sustainability issues
across contexts and organisations [11]. Sustainability research work is mainly confined to
Western contexts and large conglomerates. This investigation is critical because it offers new
insights into GHRM research from the SME sector in a developing country. The results of
this investigation can be compared with those from other jurisdictions. Second, while there is
ubiquitous literature on the relationship between Human Resources Management and firm
performance, the ‘green version’ of these concepts still needs to be improved. Hence, this
study extends the existing GHRM research literature by examining intervening variables’
mediation and moderation roles in the relationship between GHRM and green performance.

The following section discusses the literature review and hypotheses development,
followed by methodology, data analysis, and the discussion of results.

2. Literature Review and Hypotheses Development
2.1. Theoretical Framework

This study adopts the Ability Motivation Opportunity theory. This robust theory
has been the most predominant theoretical perspective utilised in several sustainability
studies [1]. The theory posits that engaging employees, providing opportunities that
support employee involvement, and developing organisational capabilities are crucial in
improving employee performance. In fulfilling the basic tenets of the AMO theory, GHRM
improves green performance by providing green training (thus upskilling employees),
recruiting environmentally conscious workers, and providing opportunities for employee
participation (employee involvement) in green management initiatives [15].

2.2. Green Human Resources Management (GHRM)

GHRM has become an essential issue in enhancing environmental outcomes [9]. It
refers to HR practices targeted at organisations’ environmental and ecological influence [6].
In undertaking GHRM, top management must formulate policies that strengthen employ-
ees’ participation in green behaviours to reduce the negative impact of business activity
on the environment [6]. Previous research identifies three key components of GHRM:
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building green abilities among employees, motivation for employee engagement, and
providing green opportunities for employees [6]. Developing green abilities involves hiring
environmentally conscious employees and training them to improve their environmental
management skills. Environmentally conscious employees comprehend the impact of the
organisational activity on the environment. On the other hand, green training increases
eco-literacy [8]. Motivation for employee engagement involves rewarding employees who
achieve environmental management targets. This can be conducted through developing
targets that measure green performance targets [8]. Employees who achieve the targets are
then rewarded accordingly. The provision of green opportunities for employees can include
involving employees in actual environmental management activities such as economic use
of resources and waste reduction [10].

2.3. Green Performance

Green Performance is a firm’s initiative to achieve and surpass societal expecta-
tions [15] regarding protecting the environment. Green performance is also the eventual
outcome of environmentally conscious operational activities [16]. Therefore, this study
argues that green performance can be measured by how well an organisation implements
pollution control initiatives and waste reduction methods in its business operations.

2.4. Green Innovation

Green innovation has received significant attention from academicians, practitioners,
and politicians as a strategy to fight environmental degradation. The destruction of the
ozone layer and the associated climatic changes have added further impetus to the need
for green innovation. According to [12] green innovation introduces solutions that reduce
natural resource use and decrease harmful substances’ emissions during production cycles.
Authors such as [6] opined that green innovation encompasses developing environmen-
tally friendly products and processes by adopting eco-design principles to reduce harmful
emissions. Furthermore, ref. [10] pointed out that green innovation involves saving energy,
preventing pollution, and recycling waste, and eco-design. Prior studies have categorised
green innovation into process, product, and managerial. Green product innovation refers
to altering an existing product design to protect the environment throughout the product’s
production, use, and disposal [17]. This dimension enhances the product quality [12].
On the other hand, green process innovation involves adopting techniques that diminish
the negative impact on the environment during material acquisition, production, and
delivery [17]. This dimension enhances productive efficiency [4]. Managerial innovation
involves implementing various management activities to reduce environmental impact.
This can include developing organisational designs that are lean and flat for quick knowl-
edge sharing. In summarising the benefits of green innovation, ref. [5] stated that green
innovation reduces production costs and improves consistency and standards of products
and resource productivity.

2.5. Green Knowledge Sharing

Knowledge sharing is defined as an action in which employees disseminate relevant
information to other people in the workplace [6]. This definition reveals the critical role of
knowledge sharing in the green management agenda. Green knowledge must be shared to
achieve organisational outcomes such as green innovation and performance. In defining
green knowledge sharing, ref. [17] stated that it is a process of transferring green knowl-
edge among members of the organisation with the ultimate objective of developing new
techniques and opportunities for effectively reducing harmful environmental impacts. In
the context of this study, green knowledge sharing can encompass technological knowledge
such as eco-design principles and pollution reduction techniques. Knowledge sharing is
enhanced by factors such as a conducive organisational culture and technology [18,19].
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2.6. Hypotheses Development
2.6.1. GHRM, Green Performance, and Green Innovation

HR systems and practices are related to green performance [15] primarily because
GHRM efforts result in the recruitment of environmentally conscious employees [10]. Fur-
thermore, GHRM strategies such as green employer branding enhance green performance.
This is because a green brand will likely attract environmentally conscious employees who
will exert much effort towards accomplishing green targets once they join the organisation.
In support of this, ref. [18] argued that employees would likely embrace environmental
sustainability efforts when their organisations demonstrate environmental awareness. Sev-
eral GHRM strategies can improve green performance; these include green training and
green performance management systems that seek to reward employees who achieve green
targets [12].

On the other hand, GHRM practices can impact administrative, product, and pro-
cess innovation. For example, GHRM practices dedicated to knowledge sharing at the
workplace can positively impact innovation [15]. The exchange of ideas during knowledge-
sharing platforms can enhance creativity in waste management and eco-design. GHRM
can also foster innovation by designing flatter organisational structures that facilitate ex-
tensive communication and faster decision-making. Furthermore, recruiting and selecting
environmentally conscious employees can enhance innovative behaviours.

Employees who exhibit environmental awareness traits are eager to learn about envi-
ronmental management and strive to put into practice their environmental management
skills. They can creatively apply the acquired environmental management skills to enhance
innovation. Prior studies confirm a positive relationship between GHRM and organisa-
tional outcomes such as green performance [8,10,15] and green innovation [15]. It can
therefore be hypothesised that:

H1: GHRM positively impacts green performance.

H2: GHRM positively influences green innovation.

2.6.2. Green Innovation and Green Performance

Innovation, in general, has been identified as a strong predictor of firm performance
16]. However, green innovation research is still in its infancy [11], and studies investigating
the link between green innovation and green performance are minimal [5]. This study
investigated green innovation in the SME sector. Prior studies confirm that green innovation
reduces negative externalities such as pollution and improves eco-design principles [15],
thus improving environmental performance. Modified products can be manufactured
through green product innovation and processes to help conserve the environment. These
modified products and green processes can limit negative externalities such as pollution
and harmful waste [10]. According to [15], eco-design strategies such as utilising green
raw materials and minimal materials in product design can enhance green performance
primarily by reducing harmful substance emissions and eco-efficiencies. Past research also
supports the positive relationship between green innovation and green performance [15].
It can, therefore, be proposed that:

H3: Green innovation positively influences green performance.

2.6.3. The Mediating Role of Green Innovation

The mediating role of green innovation is recognised in the literature [5,20], and prior
studies also suggest that GHRM positively influences green performance [6,10]. However,
intervening variables such as green innovation are also critical in aiding the link between
GHRM and green performance. GHRM activities are crucial in aiding green, innovative
behaviours at the workplace. These include green training and green performance reward
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mechanisms. Green training facilitates creativity amongst employees, which triggers green
innovation. Rewarding employees for excellent environmental performance encourages
out-of-the-box thinking in the workplace to receive more rewards. Hence, creativity and
out-of-the-box thinking are innovative behaviours that aid GHRM in achieving exceptional
green performance. It can, therefore, be hypothesised that:

H4: Green innovation positively mediates the relationship between GHRM and green performance.

2.6.4. The Moderating Role of Green Knowledge Sharing

In the context of this research, green knowledge sharing is expected to strengthen the
relationship between GHRM and green innovation. This is because innovation activities
depend on employees’ knowledge, skills, and experience related to organisational activities.
Hence, GHRM initiatives such as green training and environmental education [8] and
critical green knowledge-sharing platforms are likely to trigger green innovation. The
dissemination of green knowledge through GHRM mechanisms can enhance employees’
understanding of the ecological impact of green schemes. Equipped with environmental
knowledge, the application of employees’ green innovative behaviours, such as saving
energy, preventing pollution, adopting eco-design principles, and recycling waste [10], can
be enhanced. Past research has confirmed the moderating role of knowledge sharing in
green management studies [21,22]. It can, therefore, be proposed that:

H5: Green knowledge sharing positively moderates the relationship between GHRM and green
innovation.

The research model shown in Figure 1 below can be proposed in line with the
discussion above.

Figure 1. Research Model. Source: Own Construction.

3. Materials and Methods
3.1. Research Context

The data for this investigation were collected from Small to Medium Enterprises in
Zimbabwe. The Zimbabwean manufacturing landscape has a strong presence of small
businesses whose commercial activities directly impact the environment. This sector
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needs to be addressed in various research endeavours because it offers a rich reservoir
of knowledge.

3.2. Population and Sampling

This study targeted 4000 senior managers in Small to Medium Business Enterprises.
Senior managers understood the purpose of this investigation. According to [23], a sample
size of 364 participants is considered sufficient for a population of such a magnitude.
This study followed all ethical guidelines and procedures. Furthermore, participants
were assured of confidentiality and could opt out of the research at any time without any
coercion. A structured questionnaire with a section on informed consent was developed
and uploaded onto the Google Forms platform. An online link generated from the platform
was sent to the participants’ email addresses, which were obtained from the HR division.
Of the approximately 450 potential participants, 370 responses were collected, yielding a
response rate of 82%. The participant’s demographics are summarised in Table 1 below.

Table 1. Participants Demographics.

Percentage Percentage

Gender

Male 53%

Female 47%

Education Level

O Level 12%

Advanced Level 15%

First Degree 65%

Post Graduate Degree 8%

Organisation Tenure <10 Years 20%

10–15 years 45%

>15 years 35%

The demographic details of the respondents are shown in Table 1. Among the respon-
dents, 47% were female employees, and 53% were males. Most of the respondents had a
tenure of over 10 years. This implies that the participants had the institutional memory of
the organisations they worked for, significantly impacting their responses’ quality. In terms
of education, most of the respondents were well-educated and possessed professional
skills. Over half of the respondents had graduate qualifications (Master’s: 8%; Bachelor:
65%). This means that the respondents could understand this research’s background and
objective. This again improved the overall quality of this investigation.

4. Measures

With slight modifications, each research variable was examined using previously
validated measurement items in the literature. The questionnaire items were piloted with
individuals from the research population. A five-point Likert scale was used to measure
the constructs ranging from 1 “strongly disagree” to 5 “strongly agree”.

Green Human Resources Management: GHRM was operationalised with a scale
developed by [24]. A sample item from the scale was: ‘My company sets green goals for
its employees’.

Green Innovation: A scale developed by [10] was used to measure green innovation. A
sample item in the questionnaire was ‘Our company uses materials that produce minimal
pollution during product design and development’.
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Green Knowledge Sharing: Green knowledge sharing was measured using items
adapted from the work of [24]. A sample item was: “I enjoy sharing environment-friendly
knowledge with my colleagues’.

Green Performance Scale: A three-item scale developed by [6] was applied to measure
the green performance variable. A sample item from this scale was: ‘Environmental
activities significantly reduced costs’.

4.1. Reliability and Validity

The data were assessed for validity and reliability. As shown in Table 2 below, the
values were within acceptable limits.

Table 2. Factor Score, Mean, Standard Deviation, Alpha, Average Variance Extracted (AVE), and
Composite Reliability (CR).

Construct Factor Score Mean Standard
Deviation Alpha AVE CR

Acceptable Thresholds >0.50 >0.60 >0.50 >0.80

Green Human Resources Management 0.82 0.57 0.88

GHRM1 My company sets green goals for its employees 0.770 3.84 1.12

GHRM2
My company provides employees with green
training to develop the knowledge and skills
required for green management

0.783 3.87 1.17

GHRM3 My company considers employees’ workplace green
behaviours in performance appraisals 0.773 3.88 1.13

GHRM4 My company considers employees’ workplace green
behaviours in promotions 0.734 4.40 1.16

GHRM5 My company considers employees’ workplace green
behaviours in allocating rewards and compensation 0.717 3.89 1.14

Green Innovation 0.70 0.53 0.70

GI1 Our company uses materials that produce minimal
pollution during product design development 0.807 4.02 1.16

GI2 Our company prefers materials that save energy in
product design development 0.775 4.50 1.02

GI3
Our company has adopted manufacturing processes
that have scaled down the emission of hazardous
wastes

0.767 3.67 1.08

GI4 Our company has adopted manufacturing processes
that allow the reuse of treated waste emissions 0.780 3.87 1.04

Green Knowledge Sharing 0.78 0.61 0.87

GKS1 I enjoy sharing environmentally friendly knowledge
with my colleagues 0.734 4.44 1.17

GKS2
I always share green knowledge obtained from
newspapers, magazines, journals, television and
other sources

0.824 4.10 1.07

GKS3 In my organisation, people share expertise from
work experience with each other 0.518 3.90 1.16

GKS4 Sharing green knowledge with colleagues is
pleasurable 0.775 3.97 1.17

Green Performance 0.85 0.77 0.88

GP1 Environmental activities significantly reduced costs 0.854 4.25 1.27

GP2 Environmental activities significantly reduced waste
within the entire value chain process. 0.881 4.37 1.13

GP3 Environmental activities significantly enhanced
product/process quality 0.901 4.89 1.21
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4.2. Discriminant Validity

Discriminant validity can be assessed using the Fornell–Larcker criterion, which states
that the square root of the AVE of each construct should be greater than the correlation with
other constructs. As shown in Table 3 below, discriminant validity was achieved (values are
shown diagonally in bold).

Table 3. Discriminant Validity.

Green Human Resources
Management Green Innovation Green Performance Green Knowledge

Sharing

Green Human
Resources Management 0.756

Green Innovation 0.511 0.782

Green Performance 0.600 0.500 0.879

Green Knowledge
Sharing 0.499 0.615 0.420 0.722

5. Results

Figure 2 below shows the path coefficients from the PLS-SEM analysis performed
using SMART PlS 4.

Figure 2. PLS-SEM Diagram.

5.1. Direct Effects

Table 4 below shows that GHRM significantly impacted green performance and
organisational commitment (β = 0.467, p-value = 0.00; β = 0.303, p-value = 0.00). Hence, H1
and H2 were accepted. Furthermore, green innovation significantly impacted the green
performance variable (β = 0.261, p-value = 0.00). Hence, H3 was accepted.
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Table 4. Path Relationships.

Path Beta Value p Value Decision

H1 GHRM >>>>> green performance 0.467 0.00 Accepted

H2 GHRM >>>>> green innovation 0.303 0.00 Accepted

H3 Green Innovation >>>>> Green performance 0.261 0.00 Accepted

5.2. Mediation Effects of Green Innovation and the Moderating Effect of Green Knowledge Sharing

The mediation analysis showed that green innovation partially mediated the rela-
tionship between GHRM and green innovation (β = 0.08; p-value = 0.03); hence, H4 was
accepted. The results also revealed that green knowledge sharing positively moderated the
relationship between GHRM and green innovation (β = 0.111, p = 0.00).

6. Discussion

This study investigated the impact of GHRM on green performance and the effect of
two intervening variables: knowledge sharing and green innovation. There are several
viewpoints to be considered. First, as hypothesised, GHRM positively correlated with the
green performance variable (β = 0.467, p = 0.00). This finding resonates with the prior stud-
ies [20,25]. In line with this finding, the literature confirms that GHRM activities facilitate
the building of green abilities amongst employees at the workplace. These green abilities
are a product of GHRM initiatives such as green training and development. Green training
provides employees with the requisite attitude and skills, which are critical ingredients in
the green performance matrix. Through green training, employees learn how to reduce
waste in the production cycle and comprehend strategies that reduce the emission of dan-
gerous gases into the atmosphere. Furthermore, HR activities such as green performance
evaluation can improve environmental performance. Setting pro-environmental manage-
ment targets is critical in eliciting a high level of performance from employees, especially if
reward mechanisms are tied to targets. As employees compete to achieve targets, the results
are likely to be seen in such areas as effective waste recycling management, economical use
of resources, and pollution management. All this results in improved green performance.

Second, in agreement with previous research [26], GHRM significantly impacted green
innovation (β = 0.303, p = 0.00). This is because the GHRM environmental learning strategy
improves employees’ knowledge and abilities, which are critical in process and product
innovation. Upskilling employees’ knowledge can enhance innovation, which is a critical
ingredient. Not only that, but the development of reward mechanisms that are linked to
environmental targets motivates the workforce to continue to devise unique environmental
management behaviours.

Third, as hypothesised, green innovation positively impacted green performance
(β = 0.261, p = 0.00). This finding corroborates earlier research [15]. An organisation focusing
on green innovation can enjoy double benefits, such as creating sustainable products and
financial rewards [27]. On the one hand, sustainable products enhance eco-efficiencies by
reducing carbon emissions. On the other hand, financial rewards facilitate the acquisition
of technology that can be deployed to improve eco-friendly production processes. All this
increases green performance. Fourth, green innovation partially mediated the relationship
between GHRM and green performance (β= 0.08, p = 0.02). The mediation effect is minimal
due to the underdeveloped innovation landscape in countries like Zimbabwe. Although
the impact is weak, innovative behaviours such as creative thinking aid GHRM activities
such as green training in achieving exceptional green performance. Last, this research
confirmed the moderating role of knowledge sharing in strengthening the relationship
between GHRM and green innovation (β = 0.111, p = 0.00). This finding is in line with
prior studies [21,22]. In support of the moderating role of knowledge sharing, authors
such as [27] opined that activities that germinate green innovation require extensive and
timely knowledge efforts through the support of the HR department. The HR department
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creates a conducive knowledge acquisition, storage, and sharing environment. This can
be conducted through green benchmarking visits, training, education, and conferences.
Such knowledge management efforts are crucial in upskilling employees’ innovative pro-
environmental behaviours.

6.1. Theoretical Implications

The results of this investigation have made manifold contributions to theory. First,
the investigation advances the AMO theory. As indicated earlier, the AMO theory posits
that the performance of employees is based on three critical attributes: individual abilities,
motivation, and opportunities to participate [15]. In line with this, GHRM ability-enhancing
practices such as green training, green hiring, and green play a pivotal role in improving
green performance. Furthermore, the recruitment and selection of environmentally con-
scious employees lead to the development of self-efficacy, which is an essential attribute in
the exceptional performance of employees. GHRM motivating enhanced practices such as
evaluation, pay, and the provision of incentives also add further impetus to the environmen-
tal management agenda. Reward mechanisms can be linked to the achievement of green
targets. Linking rewards to effort is a solid motivating factor for employees as they strive
to outcompete each other. GHRM opportunity-enhancing strategies such as participation
and involvement are also vital in improving environmental performance. Participation and
involvement can be conducted by creating teams to develop pro-environmental systems
such as recycling and waste management facilities. In team-based structures, employees
share knowledge, which can improve green management.

Second, this research advances the ‘green version’ of HRM research in SMEs, which,
to date, has been underexplored in the literature [6], especially in Sub-Saharan Africa.
Study findings, therefore, validate the predictors of green performance. Although the
intervening variables are crucial in green performance, the model tested in this study
revealed that GHRM has the most significant impact on green performance (β = 0.467,
p = 0.00). Therefore, the model results of this study can act as a basis for future research in
other contexts for comparative purposes.

6.2. Practical Implications

Green management has gained prominence in corporate discussions emphasising
sustainable business practices. Hence, this research is essential for organisational sustain-
ability and environmental management, not just for SMEs but also for big corporations.
The practical implications of this study support the employment of green practices in
SMEs to protect the environment. This study confirmed that GHRM is a strong predictor
of green performance. Hence, SME managers must prioritise HR initiatives such as hir-
ing environmentally conscious employees. Environmentally conscious employees have
a positive mindset towards protecting the environment. They can exhibit organisational
citizenship behaviours towards environmental management issues. This can improve green
performance. Green training and development should also be part of the SME’s upskilling
strategy. Training and development can resource employees with the requisite knowledge
crucial for pro-environmental innovation behaviours.

This research has also underscored the importance of green knowledge sharing in
strengthening the link between GHRM and green innovation. Green knowledge sharing
can occur both within and outside the oganisation. Internally, various initiatives can be
explored, such as idea time and debates. An organisation can set aside time for employees
to brainstorm about green management. During the discussions, green ideas can be debated
and explored further. The HR departments can also take the lead and host green knowledge-
sharing symposiums. Experts can be invited to present ideas about green management in
the workplace. In the context of Zimbabwe, HR practitioner bodies such as the Institute of
Personal Management in Zimbabwe (IPMZ) can host green management conferences. The
idea here is to share ideas about environmental protection issues. Another critical step is
to include green management as part of curricula offered in different learning institutions
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at tertiary and lower levels. The idea is to embed green management amongst the youth.
The private sector can take the lead and lobby relevant government departments to include
green management in curricula. This will ensure extensive knowledge sharing about
environmental awareness.

Globally, the results of this investigation are crucial in facilitating the development
of a sustainable planet and society, especially the attainment of Sustainable Development
Goals 12 and 15. SDG 12 states that organisations must ensure sustainable consumption
and production patterns. This research confirms GHRM as an essential driver of green
innovation, a critical ingredient of sustainable production patterns. GHRM practices equip
employees with innovative knowledge of recycling, sustainable packaging, and material
reuse. These sustainable practices reduce pollution, waste, and production costs, thus
facilitating the attainment of SDG 12.

On the other hand, SDG 15 states that organisations must protect, restore, and promote
the use of terrestrial ecosystems sustainably, manage forests, combat desertification, reverse
land degradation, and halt biodiversity. In facilitating the fulfilment of SDG 15, GHRM
practices such as green training equip employees with knowledge that can be used in the
management of environmental concerns such as land degradation, desertification, and
pollution. In addition, GHRM practices such as green recruitment ensure the hiring of
environmentally conscious employees who are aware of the dangers of land degradation,
desertification, and water pollution. Once hired, these employees can actively reclaim the
environment and adopt methods that reduce environmental pollution.

Although this research suggests practical initiatives to adopt GHRM practices in SMEs,
potential obstacles exist. First, most SMEs need more management expertise to advance
the environmental management agenda. GHRM practices such as green strategic planning,
green training, green target setting, and green evaluation require people with environmental
management expertise, and such talent might not be available in small businesses. Second,
eco-friendly strategies such as designing and creating recycling facilities require significant
financial budgets. Most SMEs need more financial wherewithal to fund huge green budgets.
Technology is also required to advance pro-environmental behaviours; however, SMEs
are confronted with a talent shortage and need more financial resources to acquire the
technology. Third, as the green version of HR is still emerging in SMEs, resistance to change
from employees and management is a possible obstacle.

7. Conclusions

This study investigated the effect of GHRM on green performance and sought to find out
the impact of green innovation and green knowledge as intervening variables. Study results
conclude that GHRM has a profound impact on green performance. This implies that SMEs
should develop HRM policies and practices to support green policy achievement through
the green behaviour of employees. Green HRM policies and practices increase employees’
awareness of pro-environmental behaviours and equip employees with the necessary skills
to expedite the implementation of green practices. This investigation underscored that
GHRM alone is insufficient to increase green performance, but intervening variables such as
green knowledge sharing could be more effective. SMEs must continuously look for green
information and exchange this to enhance their environmental consciousness.

8. Research Limitations and Future Research

This study addresses an important concept in business management and has improved
our understanding of green management from an HR perspective. However, we caution
readers to generalise our findings beyond the study context as they have limitations. Study
context that utilises SMEs in Zimbabwe limits the generalisability of study findings to
firms outside the country. This study utilised a cross-sectional design; it is recommended
that future studies use a longitudinal design to facilitate investigations of mediation and
moderation over time. This investigation used self-reported measures. In such a scenario,
respondents may provide answers they think are socially acceptable and may also fail to
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report sensitive information. This may result in bias. However, despite these limitations,
this study has provided practical empirical evidence demonstrating the relationship among
the variables investigated.
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