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Abstract:
The present study aims to investigate the impact of the green human resources
management practices (GHRM) on the Jordanian educational organization
competitive advantage. Furthermore, the study attempts to investigate the
relationship between the GHRM and the competitive advantage of the
organization; in terms of the Green selection and recruitment (S&R), training and
development (T&D) and rewards system (RS) in the Jordanian educational
organization. To achieve the study goals, I designed a questionnaire for data
collection. However, the study community is the Jordanian organizations, and
the study sample is the educational organizations in Jordan. The questionnaire is
distributed to (9) educational organizations in Jordan within the period August to
October 2018. The study found that the implementation of the green human
resources management practices have a positive relation to increase the
competitive advantage of the educational organizations in Jordan.
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Introduction
All over the globe, the environmental protection became one of the most
important concerns in the last decades. However, preserving the natural
resources to be used by the future generations is determined as the significant
issue to be focused on by the policy makers and managers (Grenville et al.,
2014). Therefore, the business organizations developed and adopt agree
management by adopting the practices and procedures which friendly to the
environment (Prasad, 2013).However, for achieving the new development, the
organizations had created an official system of the environment management.
(Chan, 2011) stated that the environment management system assured to be
one of the most important methods in order to achieve the sustainable
development. On the other hand, the human resource management is the most
significant part in the firm; which can handle all of the activities together to
achieve positive and maximum performance (Rawashdeh & Al-Adwan, 2012). On
the other hand, researchers suggested that HRM has a significant influence on
the organization's development; therefore, scholars turned their attention to
investigate the relationship and impact between HRM and the green practices.
Scholars asserted that the green practices have a significant importance in the
firm. Moreover, green human resources management refers to the alignment
between the HRM and the environmental management (EM). This alignment
aims to motivate the firms to improve the commitment of the employees
towards the environment, in order to stimulate the environmental performance
(Schuler & Jackson, 2014.GHRM became an important issue to explore in Jordan.
However, the researching this topic face some constraints; due to the few
related to this topic. The current study aims to highlight the significant of GHRM
and to investigate the impact of the GHRM practices on the competitive
advantage of the organization in Jordanian educational sector.
Statement of the problem
Nowadays, the organizations are turning the concentration on the importance on
adopting modern strategies; through integrating the sustainable environment
among the HR strategies. Therefore, scholars focused on studying the
applicability of the GHRM and its impact on the competitive advantage of the
organization. However, the current study aims to analyze the terms, practices
and constraints of the GHRM.
Moreover, the current study will shed the on helping the organization employees
and assist them to adopt GHRM practices; in order to enhance their health and
performance, and accordingly increase the competitive advantage of the
organization.
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1.
2.
3.
4.
5.
6.

Objective of the Study
The study aims to explore the impact of the GHRM practices on the competitive
advantage of the organization. Moreover, the objectives of the study can be
summed up as following steps:
Identify the GHRM functions.
Identify the HRM functions.
Review the literature related to GHRM.
Identify the factors that affect the GHRM.
Identify the constraints that fact the implementation of the policies of the GHR.
Find the impact of the GHRM practices on the competitive advantage of the
organization.
Literature Review
In their study, (Opatha; Arulrajah, 2014), they have defined the GHRM as the
firm's policies, practices, and systems; that makes its workers green for the
interest of people, business and nature. However, the GHRM includes different
practices; selection and recruitment, training and development, compensation
and rewards and performance. Hence, these practices are adapted in order to
provide to enhance the green behavior of the employees (Mathapati, 2013).In
their study, (Fayyazia et al., 2015) the researchers stated that there is a need for
the EM in the HRM. However, (Rothenberg, 2003) stated that the successful EM
inside the organization requires integrating the green practices in the human
resource management. In their study, (Jabbour; Santos, 2008), the researchers
declared that HR practices are required for achieving the effective environmental
performance; in order to preserve the EM systems inside the organizations.
Recently, many scholars have conducted researches to understand and identify
the GHRM (Berrone & Gomez-Mejia, 2009). However, GHRM practices are
dependent on the ideal patterns of the green behaviors of the human resources
managers (Muller Camen, 2011).Moreover, the study of (Haden et al., 2009)
stated theta the integration of the environmental strategies E Samong the firm's
strategic goals leads to achieving an effective EMS. Many researchers shed the
lights on the HRM practices; because of its effectiveness in promoting the human
capital, and enhancing the organizational performance and competitive
advantage (Boselie, Paauwe, & Jansen, 2001). Scholars assumed that GHR
practices are very effective practices for enhancing the GH capital; because it can
achieve the green competitive advantage. However, (Jose Chiappetta Jabbour,
2011) stated that the GHR practices are very effective and may guarantee
including the green practices for the employees. Moreover, in Jordan, the
implementation of the GHRM under research. Hence, the current study is based
on three GHRM practices; selection and recruitment (S&R), training and
development (T&D), and the green reward system (GRS).First of all, the most
challenging issue for the HR manager is selecting and hiring the talented
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employees (Sudin, 2011). Selection and hiring green practices is sub-practice of
the HRM practices. In these practices, the firm is provided with the opportunity
to provide the initiatives of GHRM to the prospective applicants for a job. In their
study, (Masri & Jaroon, 2017) stated that business organizations are considering
themselves to save the environment; in order to attract the smart professionals
with green background and following the green practices. Furth more, job
applicants reconsidering themselves as green employees and prefer the firms,
which provide the protection for the environment and present the social
responsibility. In their study, (Razabet al., 2015) suggested that interviewing the
job applicants, the questions must include topics related to the environmental
protection. On the other hand, the new joiners training must include providing
information related to these policies and regulations of protecting the
environment and the firms' green goals. However, the job interview should be
prepared to estimate the qualification of the job applicants and comparing them
with the green goals of the firm. Furthermore, one of the most important
practices of the GHRM is the training and development; because it is required for
applying the green management at firms. (Jose Chiappetta Jabbour, 2011) stated
that one of the most important tools for enhancing the HR is the environmental
training. However, the environmental training aims to enhance the employee's
knowledge about the environment; leading to build the competence to decrease
the waste and energy saving (Zoogah, 2011). Finally, the reward system has a
vital effect for employee's motivation, and enhancing their performance
(Teixeira et al., 2012). However, the purpose of adopting the rewards system is
to motivate the employee's performance and to increase their attention for the
importance of protecting the environment (Lindström & Vanhala, 2011).
Moreover, the (GRS) refers to the alignment of the green practices among the
firm HR system. However, the GRS must be prepared to generate green
initiatives within the workplace and lifestyle; in order to decrease the carbon
effects (Pillai & Sivathanu, 2014). Hence, the employees should receive rewards
if they showed their interest commitment for environmental protection
(Liebowitz, 2010).
3. Hypothesis:
H1. (GSR) have a positive impact on the competitive advantage of the
organization in Jordanian educational organizations.
H2. (GT&D) have a positive impact on the competitive advantage of the
organization in Jordanian educational organizations.
H3. (GRS) have a positive impact on the competitive advantage of the
organization in Jordanian educational organizations.
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4. Methodology
The current study aims at identifying the GHRM practices on the competitive
advantage of the organization. However, the study is a qualitative research and
explored the related literature of the GHRM. The researcher adopted data
collection and data analysis approach. However, the researcher designed a
questionnaire for data collection. HR department members were asked to fill the
questionnaire; because they are assumed to have a good background about the
GHRM practices, and their impact on the performance and the competitive
advantage of the organization.
Total of (63) responses were collected from private and governmental
educational organizations. Furthermore, data analysis performed by SPSS;
through the descriptive statistical methods with mean, standard deviation,
percentage, Pearson correlation coefficient, T-test and regression. Cronpach’s
Alpha was used to test the internal consistency of the instrument.
5. Findings
Table 1
Table 2
The Scale of the Relative Importance of the Mean
The Level of the Effect
The Mean
Low

2.33 and less

Medium

2.34 - 3.67

High

3.68 – 5

Category

Mean

Std. Dev.

Level

Green Selection and Recruitment (GS&R)

3.02

1.15

M

Green Training and Development (GT&D)

2.81

0.84

M

Green Rewards System (GRS)

2.86

0.92

M

Green Human Resources Practices

2.896

0.97

M

Decrease the Electricity Consuming

4.02

0.75

H

Increase using the renewable energy 3.61
resources
Improve the organization reputation
3.94

0.86

M

0.71

H

Improve the organization services

.72

H

0.765

H

3.88

Increase the competitive advantage of 3.896
the organization
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Table 3
S&R

Selection
Recruitment
Training
Development
Rewards
Increasing
Organization
Competitive
Advantage
Table 4
Variable
Selection
Recruitment
Training
Development
Rewards

T&D

RS

and 1

0.78

0.65

The
competitive
advantage of the
organization
0.61

and

1

0.72

0.53

1

0.58
1

the

ß

T

Sig( t)

and 0.328

4.12

0.001

and 0.336

3.90

0.000

0.350

3.94

0.002

4. Results
According to data analysis, respondents agree upon adopting the GHRM
practices. First of all, the application of the GHRM practices is (2.986) which is
medium level. We found that the highest mean value is to the reduction of the
consuming the electrical energy (4.02), then to improvement of the organization
reputation (3.94). The third level belongs to the increasing the organization
competitive advantage (3.986), then increasing the use of the renewable
resources of energy (3.61). As well as, after that we found that selection and
recruitment (mean = 3.02), then the green reward system (mean =2.86) and the
green training and development (Mean = 2.81).On the other hand, the third
table shows that there was a positive correlation between the organization
competitive advantage and the GHRM practices. However, the highest
correlations related to the (GS&R) practice (0.61). As well as, the lowest
correlation is related to the (T&D) (0.53). Moreover, the fourth table illustrates
the multiple linear regression analysis results; that test the relationship of GHRM
practices with the competitive advantage of the educational organizations in
Jordan.
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The (α = 0.742) indicates a high positive relationship with the competitive
advantage. However, the (F-value= 89.05) shows that is a relationship with the
competitive advantage, and the (value of the significance level = 0.000) is related
to F value was less than 0.05, suggested the relationship existence. The indicated
results are consistence with other researchers (e.g. Paille et al., 2014; Renwick et
al., 2013; Masri & Jaroon, 2017; Ahmad, 2015; Mousumi & Debabrata, 2016;
Pavitra, 2017; Mandip, 2012).
5. Discussion and conclusion
The present study aims at investigating the impact of the GHRM practices on the
competitive advantage of the educational organizations in Jordan. The studied
GHRM practices are; selection and recruitment, training and developing and
reward system. The researcher reviewed the related literature of each
subdivision; in order to explore the potential green practices that might affect
the competitive advantage of a specific organization. However, data collection
was through reviewing the related literature and a designed questionnaire,
which distributed to educational organizations in Jordan. The study found that
the application of the GHRM practices have a positive relation with the
competitive advantage of the organization; while the highest correlation was
with the green selection and recruitment practice, and the lowest correlation
related to the green training and development. However, this result is consistent
to the study of (Marshal et al., 2014; Masri & Jaroon, 2017). However the study
found that the educational organizations do not develop the green training and
development programs; because they are flowing the approach of reducing the
cost. And since the educational organizations are the most important sector in
any country; the Jordanian educational organizations are invited to increase the
training and development programs budget; in order to enhance the
implementation GHRM practices.
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