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Abstract
Aim  This study investigates the association between green human resource practices and organizational 
environmental performance among nurses at Alexandria Main University Hospital.

Design  A cross-sectional descriptive design following STROBE guidelines examined the relationship between green 
human resource practices and organizational environmental performance among nurses.

Methods and tools  Staff nurses employed in all inpatient medical, surgical, and critical care units at Alexandria 
Main University Hospital (n = 745) comprised the participants, representing all target demographics. The nurses filled 
out the Organizational Environmental Performance Scale and the Green Human Resources Practices Questionnaire. 
Age, gender, education, and nursing experience were among the demographic details gathered. The data collection 
period was three months, from February 1st, 2023, to May 1st, 2023. Every query from the nurses was addressed, and 
justifications were provided. The data was analyzed using statistical techniques such as stepwise regression, ANOVA, 
t-tests, and Pearson correlation.

Results  60.7% of the studied nurses perceived low Green Human Resources Practices (63.27 ± 8.14). Furthermore, the 
majority of the nurses who participated in the study (90.1%) believe that environmental performance is at a moderate 
level, with a mean score of 73.86 ± 15.54. According to linear regression, the Green Human Resources Practices of 
the nurses under study can account for about 17.5% of the explained variance of their perceived environmental 
performance; this is a significant model (F = 157.939 & p < 0.001).

Conclusion  The study highlights the importance of the perceived adoption of Green Human Resources Practices 
in supporting environmental performance. Addressing demographic factors and fostering a supportive work 
environment is crucial for optimizing organizational environmental performance.
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Introduction
Protecting and conserving natural resources in the eco-
system are seen as a top priority by decision-makers and 
managers in various organizations [1]. In the healthcare 
sector, there is increased competition, leading managers 
to seek new ways to optimize their essential resources, 
particularly human resources (HR) [2]. HR is crucial for 
implementing policies and practices that stimulate sus-
tainable performance and competitive advantage [3]. 
Organizations are increasingly adopting environmentally 
friendly activities to balance resource consumption and 
economic development, which can lead to operational 
improvement, economic gain, and competitive advantage 
[4].

Healthcare organizations are concentrating on envi-
ronmental sustainability, and new approaches to human 
resource practices have been developed to support green 
and sustainable initiatives that turn out to be the agenda 
of decision-makers in the 21st century [5]. The creation 
of innovative human resource management (HRM) tech-
niques that support green initiatives, which have become 
a priority for 21st-century decision-makers, is a result of 
healthcare businesses’ growing emphasis on environmen-
tal sustainability. By encouraging eco-friendly behaviors, 
creating policies that promote recycling and waste reduc-
tion, and raising awareness and training among health-
care personnel, effective green human resource practices 
can make a substantial contribution to waste manage-
ment. This connection is critical because the successful 
implementation of sustainable waste management solu-
tions depends on a staff that is properly trained. However, 
political reforms that could upset stability, undeveloped 
financial markets that restrict investment in sustainabil-
ity projects, and trade restrictions that restrict access to 
green resources and technologies make it particularly dif-
ficult for developing nations to adopt these green prac-
tices. To promote environmental sustainability, these 
countries must overcome the obstacles that make it diffi-
cult to implement efficient waste management and other 
sustainable practices in the healthcare industry [6–8].

Healthcare organizations are facing increasing pres-
sure to embrace eco-friendly practices, but there is 
a need for better research on green human resource 

practices in developing nations. Growing public aware-
ness of environmental issues, regulatory requirements, 
and stakeholder expectations, including those of patients, 
governments, and advocacy groups that place a high 
priority on sustainability in healthcare delivery, are all 
putting pressure on the healthcare industry to adopt 
eco-friendly practices. Global movements for sustain-
able development and climate action, which demand 
that businesses lessen their environmental impact, 
are increasing this pressure. Since the existing litera-
ture may not sufficiently address the particular socio-
economic and cultural factors at play, further study on 
green human resource practices in developing coun-
tries is desperately needed to comprehend the special 
opportunities and problems these environments bring. 
Research can have significant consequences for better 
environmental performance in various areas by shed-
ding light on best practices and guiding the creation of 
customized green human resource plans that successfully 
incorporate sustainability into healthcare operations [9]. 
Human resource managers are now integrating environ-
mental awareness requirements into job descriptions and 
interview processes to attract candidates who share the 
organization’s environmental goals. Among healthcare 
professionals, nurses are especially well-suited to play a 
role in reducing waste and controlling emissions [10].

Green human resource practices offer a tangible 
approach for organizations to cultivate a workforce that 
can enhance the organization’s environmental perfor-
mance (EP) and contribute to sustainable development 
[11–13]. These practices entail activities that yield favor-
able environmental results [14]. Once recruited and 
proficient, employees are kept motivated through perfor-
mance evaluation and compensation systems that pro-
vide avenues for expanding environmental performance 
[10, 15]. GHRM practices center on nurturing the skills 
of environmentally conscious employees, encouraging 
them to strive for improvements in environmental per-
formance, and offering opportunities for green initiatives 
[10].

These practices integrate environmental thinking into 
HR activities such as recruitment, selection, training, 
and leadership development. Motivation is maintained 
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through performance measurement and reward systems 
that emphasize opportunities for environmental per-
formance improvement [16]. GHRM practices focus on 
reducing waste and improving organizational efficiency, 
thus enhancing EP [17, 18].

EP is clearly defined as an organization’s dedication and 
commitment to safeguarding the environment, which is 
demonstrated through measurable operational param-
eters that align with predetermined environmental pre-
cautionary limits [19]. A comprehensive assessment of EP 
encompasses aspects such as reducing incidents, ongoing 
enhancements, recycling efficiency, how stakeholders 
perceive the organization, conducting audits, minimizing 
waste, and realizing cost savings [20]. Human resource 
managers have a vital role to play in attaining these EP 
objectives by recruiting, training, evaluating, and incen-
tivizing an environmentally conscious workforce [10].

Numerous scholars have researched the connections 
between green human resource practices and an organi-
zation’s EP [5, 10]. Green human resource practices have 
a positive impact on EP by reducing waste and enhanc-
ing organizational efficiency [21]. These practices can 
also encourage employees to engage in environmentally 
friendly behavior, voluntarily contributing to improved 
organizational performance [22, 23]. However, it’s worth 
noting that while the link between green human resource 
practices and EP is well-established, any study of how 
environmentally conscious employees implement these 
green HRM initiatives without considering their effect on 
EP remains incomplete. Recent studies have emphasized 
the necessity for further research into the relationship 
between an organization’s green human resource prac-
tices and its EP [24–26].

The study’s contribution is its particular focus on the 
healthcare context, especially through the perspectives of 
nurses, even though it may draw from previous research 
on the connection between environmental performance 
and green human resource practices from other sectors. 
Because healthcare has particular operational challenges 
and regulatory frameworks that affect the application 
of green human resource principles, this method fills 
a large vacuum in the literature. The study’s analysis of 
nurses’ perspectives offers a sophisticated grasp of how 
these procedures are viewed and carried out in a clini-
cal context, which can guide focused tactics for improv-
ing sustainability in healthcare. Furthermore, this study 
can assist healthcare institutions in creating custom-
ized green human resource programs that better suit the 
requirements and experience of nursing staff, ultimately 
resulting in better patient care results and environmental 
performance in poor countries.

Theoretical background
When examining the relationship between green human 
resource practices and organizational environmental per-
formance, there isn’t a single overarching theory that uni-
versally explains the results. However, several theoretical 
perspectives and frameworks can provide a foundation 
for understanding this relationship. The Resource-Based 
View (RBV) theory suggests that unique resources and 
capabilities within an organization contribute to its 
competitive edge. In the realm of green human resource 
practices and environmental performance, this perspec-
tive implies that effective strategies, such as eco-friendly 
training initiatives, employee participation in green proj-
ects, and policies with an environmental focus, can act as 
significant resources that boost the environmental per-
formance of a company [27–29]. The study is informed 
by the theoretical framework of legitimacy theory, which 
emphasizes how organizations implement green human 
resource practices to conform to social norms and 
stakeholder expectations. Healthcare organizations can 
increase their credibility and trust with patients, provid-
ers, and the community at large by putting environmen-
tal measures into practice. The significance of perceived 
legitimacy in promoting organizational commitment to 
sustainability is emphasized by this approach. In the end, 
it presents green human resource practices as a tactical 
method that helps healthcare businesses deal with stake-
holder demands and succeed in the long run [28, 29].

Significance of the study
Since nurses play a significant role in implementing sus-
tainability initiatives in healthcare settings, as focused 
in Egypt Vision 2030, evaluating green human resource 
practices from their points of view is imperative. Their 
observations, which show how these methods are viewed 
and used in clinical settings, offer insightful information 
on their efficacy and applicability. This method captures 
the diverse perspectives of nurses while acknowledg-
ing the subjective aspect of human resource practices. 
Furthermore, it fills in a significant gap in the literature 
because studies frequently ignore the particular setting of 
the healthcare industry. Organizations can create focused 
policies and training initiatives that improve participa-
tion in sustainability initiatives by knowing nurses’ per-
spectives. The ultimate goal of this research is to enhance 
environmental performance in healthcare and promote 
change that can be put into practice.

Although Green Human Resource Practices (GHRP) 
in healthcare settings have been the subject of earlier 
research, my study focuses on nurses in Egypt, a con-
text that has not gotten much attention in the literature 
on sustainability and HRM. This study offers fresh per-
spectives on how nurses view and contribute to organi-
zational environmental performance, which is important 
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given the particular environmental issues and organiza-
tional dynamics in Egyptian healthcare. To distinguish 
my work from previous research and highlight its value 
in comprehending GHRP in the context of Egyptian 
nursing, I will further polish this portion.

Because this study emphasizes the vital role that Egyp-
tian nurses play in putting green human resource prac-
tices into practice in healthcare settings, this study is 
imperative to them. Nurses can improve their pro-
fessional skills and support a sustainable culture in a 
fast-evolving healthcare system by learning about and 
perceiving eco-friendly activities. The results may also 
have an impact on healthcare policies and procedures, 
encouraging improved environmental stewardship and 
resource management. In addition to improving patient 
outcomes and overall care quality, this alignment with 
global sustainability goals can increase nurses’ pride and 
involvement. In the end, the sequence equips Egyptian 
nurses to lead their profession in environmental activism.

Aims of the study

 	• Examine the relationship between Green Human 
Resource Practice and Organizational Environmental 
Performance as perceived by nurses.

 	• Examine the differences in perceptions of Green 
Human Resource Practices and Organizational 
Environmental Performance across demographic 
groups among nurses.

Research question

 	• What is the relationship Between Green 
Human Resource Practices and Organizational 
Environmental Performance as Perceived by nurses?

 	• Do perceptions of Green Human Resource Practices 
and Organizational Environmental Performance vary 
significantly across different demographic groups 
(age, gender, years of experience, qualification) 
among nurses?”

Materials
Design and setting
The research employed a descriptive correlational 
research design. The study took place in all inpatient 
medical, surgical, and critical care units within the Alex-
andria Main University Hospital. This university hospital 
is equipped with a total of 6,825 beds. Specifically, the 
surgical care units, each specializing in different areas, 
account for a total of 773 beds. The medical care units, 
also with various specialties, encompass 952 beds. Addi-
tionally, there are 100 beds allocated to critical care units. 
Within the surgical care units, there are 17 different 
specialties represented. The medical care units consist 

of 25 specialties, and the critical care units have 13 spe-
cialties. It has the utmost sum of healthcare suppliers. 
It has diverse categories and qualifications of nurses, for 
instance, professional, technical, and diploma nurses. It 
accepts patients from all governorates in Egypt. It deliv-
ers wide-ranging healthcare services as an inpatient, 
outpatient, critical, intensive, and emergency care, radio-
logical, laboratory, and physical therapy service area. 
Data was collected over three months, from the begin-
ning of April to the end of July 2023.

Participants
This is a convenient sampling method where we choose 
to look at the entire population (i.e., the total population) 
that fits a certain set of conditions (inclusion criteria). All 
target populations of nurses were included in the study. 
The participants were chosen to gather the required data 
from among the 745 nurses who worked in the aforemen-
tioned unit. They were more familiar with the hospital 
system and administrative rules, policies, and regulations 
because they had been employed in the aforementioned 
units for at least a year. They were also willing to engage 
in the study and were there when the data was being 
collected.

Ethical considerations
Before the study, approval for conducting the study was 
obtained from the Research Ethics Committee (REC) 
at the Faculty of Nursing, Alexandria University. The 
participants were provided with detailed information 
about the study’s purpose, and their informed consent 
was obtained. To ensure confidentiality and anonymity, 
each questionnaire was assigned a unique code number 
instead of using personal identifiers. The nurses were 
assured that their data would be kept confidential and 
used solely for research. Furthermore, the participants 
were informed of their right to withdraw from the study 
without facing any negative consequences.

Study measurement tools
Two tools were used in the current study as follows
Tool I: Green Human Resources Practices Questionnaire 
(GHRQ)
This survey tool was designed by Abou-AL-Ross & Abu 
Mahadi (2017) [29]. It consists of 51 items divided into 
the following six dimensions: Green recruitment and 
selection (7 items), green training and development (10 
items), green performance appraisal (8 items), reward 
and compensation (7 items), participation and empow-
erment (8 items) and green organizational culture (11 
items). Participants responded to items on a 10-point 
Likert scale ranging from 1 strongly disagree to 10 
strongly agree. Scoring for the total scale and subscales 
ranged from 51 to 510. Scores ranged from 51-< 204, 
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reflecting a low perception of GHRM practices. Scores 
ranged from 204-<357, reflecting a moderate percep-
tion of GHRM practices, and scores ranged from 357 to 
510, reflecting a high perception of GHRM practices. The 
English version of the GHRQ was translated into Arabic 
by two bilingual translators to make it suitable for Arabic-
speaking audiences. This Arabic version was then inde-
pendently retranslated into English by another pair of 
translators to verify its accuracy. A Confirmatory Factor 
Analysis (CFA) was conducted on the translated version. 
The model’s goodness of fit indices, such as 0.821, TLI of 
0.861, and RMSEA of 0.100, suggest that the model is a 
good fit.

Tool II: Organizational environmental performance scale
It was developed by Abou-AL-Ross & Abu Mahadi (2017) 
[29]. It consisted of 15 items to assess Organizational 
Environmental Performance as perceived by the stud-
ied nurses. The responses were rated on a 10-point Lik-
ert scale ranging from 1 strongly disagree to 10 strongly 
agree. The overall score ranges from 15 to 150. A score 
ranging from 15 to 59 reflects that nurses perceived a 
low level of Organizational Environmental Performance, 
from 60 to 104 reflects a moderate level of Organiza-
tional Environmental Performance, and a score ranging 
from 105 to 150 reflects a high level of career motivation 
as perceived by nurses. The English version of the Orga-
nizational Environmental Performance Scale was trans-
lated into Arabic by two bilingual translators to make it 
suitable for Arabic-speaking audiences. This Arabic ver-
sion was then independently retranslated into English by 
another pair of translators to verify its accuracy. A Con-
firmatory Factor Analysis (CFA) was conducted on the 
translated version. The model’s goodness of fit indices, 
such as 0.810, TLI of 0.891, and RMSEA of 0.100.

In addition, the nurses’ demographic data sheet was 
developed by the researchers to collect data about 
their age, gender, current working unit, and years of 
experience.

Face validity and reliability
The two tools used in the study were modified and trans-
lated into Arabic and then translated back into English 
to ensure accuracy. These tools were then reviewed and 
tested for content validity by a panel of three experts, 
including two professors from the Faculty of Nursing at 
Alexandria University and one professor from the Fac-
ulty of Nursing at Damanhour University. The experts 
provided feedback on the content, question nature, and 
clarity of the items, which was taken into consideration 
to ensure the accuracy and validity of the study. The reli-
ability of the tools was also assessed by measuring the 
internal consistency of the items using Cronbach’s alpha 
coefficient test. The results showed that both tools were 

reliable, with a Cronbach’s alpha coefficient of 0.90 for 
the Green Human Resources Practices Questionnaire 
and 0.88 for the Organizational Environmental Perfor-
mance Scale.

Pilot study
A pilot study was conducted with a subset of staff nurses, 
specifically 10% of them (n = 75), within the same setting 
mentioned earlier. The purpose was to confirm the clar-
ity and practicability of the survey items, pinpoint any 
potential obstacles or challenges that might arise dur-
ing data collection, and determine the amount of time 
required to complete the assessment tools. Nothing had 
to be changed. It’s important to note that individuals who 
took part in the pilot study were not included in the main 
study sample.

Data collection
The researchers obtained official approval from the Dean 
of the Faculty of Nursing and the board at the study Hos-
pital before distributing the questionnaire to participat-
ing nurses. The data collection process took place with 
the permission of the nurse managers of the respective 
units during agreed-upon break times. All participants 
were informed about the study’s objective, and each 
nurse was given detailed instructions before spending 
approximately 15–20  min to finalize the questionnaire. 
All questions were answered, and explanations were 
given accordingly. The data collection period was three 
months, from February 1st, 2023, to May 1st, 2023. Every 
query from the nurses was addressed, and justifications 
were provided.

Data analysis
The collected data were analyzed using SPSS version 20. 
Descriptive statistics such as frequencies, means, stan-
dard deviations, and percentages were employed to quan-
tify the demographic and work-related characteristics of 
the participants. Inferential statistics, including the Stu-
dent’s t-test and analysis of variance (ANOVA), were uti-
lized to compare the means of GHRM Practices and EP 
between different groups based on socio-demographic 
characteristics. The correlation coefficient was also cal-
culated to examine the relationship between GHRM 
Practices and EP. Also, regression analysis (R2) was run 
to assess if the independent variable (the GHRM Prac-
tices) might predict the dependent variables (EP). With 
an alpha of 0.05, all statistical analyses were conducted.

Results
Table  1 shows that 42% of the studied nurses were less 
than 30, and 82.6% were male. More than 42% of them 
were working in surgical care units. 38.7% of the stud-
ied nurses hold nursing school diplomas. Also, 29.1% of 



Page 6 of 11Atalla et al. BMC Nursing          (2025) 24:495 

them had 11 to less than 20 years of experience in the 
nursing profession.

As illustrated in Tables  2 and 60.7% of the studied 
nurses perceived low Green Human Resources Practices 
(63.27 ± 8.14). Moreover, the highest mean percent score 
of the GHRM practices dimension is listed for training 
and development (70.62 ± 6.66), followed by performance 
management and appraisal (67.11 ± 9.31). On the other 
hand, the lowest mean percent score was recorded for 
participation and empowerment (51.65 ± 14.39), followed 
by recruitment and selection (58.14 ± 10.07). Moreover, 
the majority of the studied nurses (90.1%) perceive a 
moderate level of Environmental performance with a 
mean score equal to 73.86 ± 15.54.

Table  3 exhibits a highly statistically Significant posi-
tive correlation between the overall GHRM practices 
and the overall environmental performance (r = 0.419, 
P = < 0.001).

Table  4 displays a statistically significant difference 
between overall green HRM practices and studies nurses’ 
age (F = 7.241, P = < 0.001); the highest mean score per-
cent (67.28 ± 7.77) was related to nurses in the age group 
above 50 years old, while the lowest mean score percent 
(62.09 ± 7.88) was related to the nurses under 30 years 
old.

The result shows a significant difference between green 
HRM practices and years of experience of the nurses 
(P = 0.002). The nurses with more than 20 years of expe-
rience in the nursing profession had the highest mean 
score (64.68 ± 8.0), while the nurses with less than 5 years 
of experience had the lowest mean score (61.93 ± 7.70). A 
significant difference was exhibited between overall green 
HRM practices and studies of nurses’ experience in the 
current working unit (P < 0.001). The nurses with more 
than 20 years of experience in the current working unit 
had the highest mean score (66.51 ± 7.82), whereas the 
nurses with less than 5 years of experience had the lowest 
mean score (62.38 ± 8.10). Only a significant difference 

Table 1  Distribution of the studied nurses according to 
demographic data (n = 745)

No. %
Age (years)
  < 30 313 42.0
  30–40 219 29.4
  41–50 156 20.9
  > 50 y 57 7.7
  Mean ± SD 35.39 ± 9.46
Sex
  Male 615 82.6
  Female 130 17.4
Unit
  Surgical 316 42.4
  Medical 227 30.5
  ICU 202 27.1
Qualification
  Nursing school diploma 288 38.7
  Technical nursing institute 191 25.6
  Bachelor of nursing science 266 35.7
Years’ experience of nursing
  < 5 112 15.0
  5–10 205 27.5
  11–20 217 29.1
  > 20 211 28.3
  Mean ± SD 14.24 ± 8.73
Years’ experience of unit
  < 5 446 59.9
  5–10 188 25.2
  11–20 37 5.0
  > 20 74 9.9
  Mean ± SD 6.61 ± 7.14
Shift
  Fixed morning 211 28.3
  Rotating morning and evening 184 24.7
  Rotating morning and evening and night 188 25.2
  Fixed night 162 21.7
SD: Standard deviation

Table 2  Distribution of the studied nurses according to their levels and mean percent score of green human resources practices’ 
questionnaire and organizational environmental performance scale (n = 745)

Low 
(< 33.3%)

Moderate
(33.3 – <66.6%)

High
(≥ 66.6%)

Total score

No. % No. % No. % Mean ± SD
Recruitment and selection 10 1.3 586 78.7 149 20.0 23.28 ± 2.82
Training and development 4 0.5 228 30.6 513 68.9 38.25 ± 2.66
Performance management and appraisal 5 0.7 449 60.3 291 39.1 29.47 ± 2.98
Reward and compensation 76 10.2 303 40.7 366 49.1 24.72 ± 4.15
Participation and empowerment 149 20.0 522 70.1 74 9.9 24.53 ± 4.61
Organizational culture 9 1.2 364 48.9 372 49.9 39.83 ± 9.28
Total green human resources practices’ questionnaire 4 0.5 452 60.7 289 38.8 180.08 ± 16.61
Organizational environmental performance scale 8 1.1 66 8.9 671 90.1 59.32 ± 9.32
SD: Standard deviation
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existed between the studied nurses’ EP and their years of 
experience in the current working unit (P = 0.030).

Table  5 indicates univariate analysis linear regression 
coefficient value between the GHRM practices as the 
independent variable and environmental performance 
as a dependent variable. The value of the regression coef-
ficient was (R2 = 0.175). This means that Green Human 
Resource Management (GHRM) practices account for 
approximately 17.5% of the variation in how nurses per-
ceive environmental performance within their orga-
nization where the model is significant (F = 157.939 & 
p < 0.001).

Discussion
Determining the relationship between GHRM practices 
and environmental performance in healthcare organiza-
tions is crucial for providing valuable insights for stra-
tegic HR planning; this helps healthcare organizations 
align their human resource practices with organizational 
goals and objectives to maximize staff performance. In 
this vein, Abou Hashish& Ghanem Atalla (2023) rec-
ommended that hospital and nurse managers build and 
maintain a supportive work environment, thus enhancing 
organizational environmental performance [30].

The current study results revealed that nurses needed 
a higher level of perception regarding green human 
resource practices. This could be due to nurses’ front-
line experience, which enables them to see firsthand how 
environmental measures affect patient care and safety, 

and nurses may have a positive opinion of green human 
resource practices. Nowadays, a lot of nursing programs 
include sustainability in their curricula, giving nurses the 
skills they need to adopt environmentally friendly proce-
dures. The significance of a healthy environment for the 
best possible patient outcomes is further reinforced by 
their strong ethical commitment to holistic patient care. 
Additionally, nurses naturally broaden their advocacy to 
include sustainability measures because they are cham-
pions for patient and community health. Finally, nurses’ 
perceptions of sustainability’s importance are improved 
when healthcare companies prioritize it, which encour-
ages them to actively participate in these practices.

These results are inconsistent with Hammad (2015), 
who found that green human resource practices. are low 
and should be enriched to achieve sustainable aims and 
attain good environmental performance [31]. This result 
also contradicts Mamdouh & Samir (2022), who found a 
moderate perception of nurses toward green HRM prac-
tices [32].

Concerning Environmental performance, the nurses 
perceived a moderate level of environmental perfor-
mance. This could be due to several factors, including a 
lack of competent knowledge about the entire extent of 
sustainability measures within their workplaces, which 
may contribute to nurses’ perceptions of a modest level 
of environmental performance. They might be aware 
of certain environmentally friendly actions, but a lack 
of education and training may cause them to not fully 

Table 3  Correlation between green human resources practices’ questionnaire and organizational environmental performance scale 
(n = 745)

Tool I Organizational 
environmental 
performance

Recruit-
ment and 
selection

Training and 
development

Performance 
manage-
ment and 
appraisal

Reward and 
compensation

Participa-
tion and 
empowerment

Orga-
niza-
tional 
culture

Total 
GHRM

Recruitment and 
selection

r 0.125* 0.112* 0.346* 0.893* 0.184* 0.647* 0.212*

p 0.001* 0.002* < 0.001* < 0.001* < 0.001* < 0.001* < 0.001*

Training and 
development

r 0.292* 0.471* 0.152* 0.258* 0.538* 0.323*

p < 0.001* < 0.001* < 0.001* < 0.001* < 0.001* < 0.001*

Performance manage-
ment and appraisal

r 0.238* 0.148* 0.083* 0.392* 0.174*

p < 0.001* < 0.001* 0.023* < 0.001* < 0.001*

Reward and 
compensation

r 0.503* 0.115* 0.630* 0.126*

p < 0.001* 0.002* < 0.001* 0.001*

Participation and 
empowerment

r 0.100* 0.661* 0.219*

p 0.006* < 0.001* < 0.001*

Organizational culture r 0.703* 0.371*

p < 0.001* < 0.001*

Green human 
resources practices’ 
questionnaire

r 0.419*

p < 0.001*

Organizational environ-
mental performance 
scale

r
p

r: Pearson coefficient *: Statistically significant at p ≤ 0.05. (GHRM) Green Human Resources Practices’ Questionnaire
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comprehend how these efforts affect environmental per-
formance as a whole. Their capacity to engage in and 
evaluate environmental projects can also be hampered 
by structural obstacles, including a lack of organizational 

support, a lack of resources, or a failure to adequately 
incorporate sustainability into daily operations. Further-
more, a moderate opinion may be a reflection of the diffi-
culties nurses encounter in balancing their clinical duties 
with sustainability objectives, resulting in a cautious or 
unsure assessment of the environmental impact of their 
business.

This is confirmed by Hilton et al. (2023) & Dubey, 
Pathak, & Sahu (2023), who concluded that if nurses per-
ceive their leaders as competent, supportive, and capable 
of making sound decisions, it can contribute to a moder-
ate to high perception of organizational performance [33, 
34]. This result is inconsistent with Farghaly & Abou Zeid 
(2023), who found that nurses perceived high organiza-
tional performance [35].

The current study results revealed a strong positive 
relationship between GHRM practices and environ-
mental performance; this result is consistent with prior 
research by Adeel et al. (2022), who found a significant 
positive relationship between green HRM practices and 
EP [36]. This could be because the effective dissemination 
of environmental knowledge and values through green 
training and development boosts the EP based on nurses’ 
skills and motivation, thus constructing a prospect for 
nurses to engage in environmental system development 
and augmenting the environmental infrastructure [37]. 
Ziyadeh et al. (2023) found that hospitals that imple-
mented GHRM practices, such as staff immersion in 
environmental sustainability initiatives, training and 
development, and performance management, had higher 
levels of environmental sustainability [38].

Moreover, this research showed a strong positive cor-
relation between all dimensions of GHRM and environ-
mental performance. These results agreed with Masri & 
Jaaron (2017 and Kuo et al. (2022), who found that the 
correlation coefficient of the relationship between Green 
Recruitment and Selection and EP [39, 40].

Concerning the sociodemographic characteristics 
of nurses and green HRM practices, the current study 
results revealed a significant difference between over-
all green HRM practices and studies of nurses’ age, total 
years of experience in the profession, and experience in 
the work unit. The older nurses with more than 20 years 
of experience had the highest mean score percentage, 
while the younger nurses with less than 5 years of expe-
rience had the lowest mean score percentage. This could 
be because older nurses had more exposure to training 
and development in environmental issues and sustain-
ability initiatives, leading to a change in values, beliefs, 
and attitudes towards environmental performance and 
sustainability, greater familiarity, and comfort with green 
HRM practices. They may become more engaged in 
environmental performance responsibility compared to 
younger nurses. Older nurses may be more receptive to 

Table 4  Relation between green human resources practices’ 
questionnaire and organizational environmental performance 
scale with demographic data (n = 745)
Demographic data Green human 

resources 
practices’ 
questionnaire

Organizational 
environmental 
performance 
scale

Mean ± SD Mean ± SD
Age (years)
  < 30 62.09 ± 7.88 73.04 ± 14.59
  30–40 63.63 ± 8.42 74.54 ± 15.16
  41–50 63.68 ± 7.91 73.48 ± 17.68
  > 50 y 67.28 ± 7.77 76.78 ± 76.78
    F(p) 7.241*(< 0.001*) 1.136 (0.334)
Sex
  Male 63.32 ± 8.27 74.15 ± 15.44
  Female 63.04 ± 7.53 72.47 ± 15.99
    t(p) 0.363 (0.717) 1.120 (0.263)
Unit
  Surgical 62.94 ± 9.02 73.97 ± 16.12
  Medical 63.09 ± 6.92 72.92 ± 14.08
  ICU 64.0 ± 7.95 74.75 ± 16.16
    F(p) 1.122 (0.326) 0.754 (0.471)
Qualification
  Nursing school diploma 62.74 ± 8.19 72.89 ± 15.81
  Technical nursing institute 62.98 ± 8.31 73.12 ± 16.01
  Bachelor of nursing science 64.07 ± 7.94 75.44 ± 14.81
    F(p) 2.018 (0.134) 2.168 (0.115)
Years’ experience
  < 5 61.93 ± 7.70 70.80 ± 19.10
  5–10 62.03 ± 8.41 74.09 ± 11.52
  11–20 63.78 ± 8.02 74.53 ± 15.13
  > 20 64.68 ± 8.0 74.57 ± 17.08
    F(p) 5.053*(0.002*) 1.749 (0.156)
Years’ experience of unit
  < 5 62.38 ± 8.10 73.04 ± 15.12
  5–10 63.72 ± 8.03 73.48 ± 17.19
  11–20 65.37 ± 7.99 79.05 ± 12.51
  > 20 66.51 ± 7.82 77.21 ± 77.21
    F(p) 6.878*(< 0.001*) 3.002*(0.030*)
Shift
  Fixed morning 63.41 ± 8.87 73.87 ± 15.54
  Rotating morning and
  evening

63.16 ± 8.22 72.63 ± 17.18

  Rotating morning and
  evening and night

64.54 ± 7.16 75.37 ± 14.15

  Fixed night 61.77 ± 7.96 73.50 ± 15.09
    F(p) 3.404*(0.017*) 1.010 (0.388)
SD: Standard deviation t: Student t-test F: F for One way ANOVA test

p: p value for comparison between the studied categories. *: Statistically 
significant at p ≤ 0.05
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these practices and more likely to support and participate 
in them than younger nurses.

These results are consistent with a study by Chen et al. 
(2020), who found that nurses with more years of experi-
ence had higher levels of environmental knowledge and 
were more likely to engage in environmentally friendly 
behaviors [41]. A study by Jeong et al. (2019) investigated 
the relationship between nurses’ environmental literacy 
and green nursing behaviors and found that nurses with 
more years of experience had higher levels of environ-
mental literacy and were more likely to engage in green 
nursing behaviors [42]. A study by MERCAN & MER-
CAN 2020 to investigate the relationship between ‘envi-
ronmental attitudes and behaviors’ and ‘environmental 
sensitivity and perceived environmental risks’ found that 
nurses with more experience had more positive environ-
mental attitudes and were more likely to perform envi-
ronmentally friendly behaviors [43].

Strengths and limitations
This study has several strengths. Using a cross-sectional 
design allowed for measuring various variables in the 
population sample at a specific time, providing accurate 
data less prone to biases than case series or case reports. 
The study contributes to understanding GHRM prac-
tices and organizational environmental performance as 
nurses perceive, addressing a topic that has yet to receive 
much research attention in the healthcare context. How-
ever, there are certain limitations to consider. Firstly, 
the generalization of the findings needs to be improved 
due to the study being conducted in a single center. Sec-
ondly, the study only examined the relationship between 
nurses’ perceptions of organizational environmental 
performance as a dependent variable and their percep-
tion of GHRM practices, while other variables that may 
impact organizational environmental performance were 
not measured. Additionally, using a paper-based ques-
tionnaire required significant data entry and cleaning 
effort. Moreover, the survey’s data, collected at a single 
time point, could introduce Common Method Variance 
(CMV), a bias that may overstate variable correlations. 
The article doesn’t address this limitation, which could 
compromise the survey’s reliability and validity. Future 
research should employ multiple data collection points or 
methods to reduce this risk.

Conclusion
The studied nurses perceived a low level of GHRM prac-
tices and a moderate level of organizational environmen-
tal performance. In addition, the study found a strong 
positive relationship between GHRM practices and envi-
ronmental performance.

Implications for nursing management
This study has the potential to enhance the understand-
ing and actions of nursing leaders to pave the way to 
adopt GHRM practices and subsequently improve orga-
nizational environmental performance. The findings of 
this quantitative study also suggest the need for future 
qualitative research to gain a deeper understanding of 
the topic, mainly due to the limited predictability of the 
outcome variables. Also, as organizational Learning is 
an active process needed for improving organizational 
performance (Atalla et al. 2022), it is recommended that 
simulation training programs and workshops be per-
formed to increase staff awareness regarding GHRM 
practices [44]. Replicating this study in a broader context 
that includes multiple hospitals and different levels of 
care would provide comparative results and facilitate the 
generalization of the findings. Atalla et al. (2023) advised 
nursing leaders to adjust calendars to attend nurses’ 
meetings and listen to their opinions, ideas, views, and 
concerns, thus enhancing organizational environmental 
performance [45]. The human-centeredness and caring 
amenities of the nursing profession make it stand out. 
Only nurses adhere to particular principles when inter-
acting with patients and their families [46]. The most 
important indicator of a healthcare organization’s com-
petitive advantage and environmental performance is the 
staff’s environmental behavior [47]. Additionally, future 
research endeavors should consider including all health-
care providers to ensure the generalizability of the study 
findings.

Acknowledgements
Our sincere thanks go to all participants of the study.

Author contributions
Amal Diab Ghanem Atalla, Ayman Mohamed El-Ashry: Conceptualization, 
methodology, investigation, original draft writing, and review and editing of 
the manuscript. Sabrein Mahmoud khalifa khattab: Conceptualization, data 
collection, statistical analysis, data curation, original draft writing, review, 
and editing. Amal Diab Ghanem Atalla: Data collection, methodology, 

Table 5  Linear regression for the GHRM practices as independent variable and organization environmental performance as a 
dependent variable

B Beta t p 95% CI
LL UL

Green human resources practices’ questionnaire 0.799 0.419 12.567* < 0.001* 0.674 0.924
R2 = 0.175, F = 157.939*,p < 0.001*

F, p: f and p values for the model; R2: Coefficient of determination; B: Unstandardized Coefficients; Beta: Standardized Coefficients; t: t-test of significance; CI: 
Confidence interval; LL: Lower limit; UL: Upper Limit; *: Statistically significant at p ≤ 0.05



Page 10 of 11Atalla et al. BMC Nursing          (2025) 24:495 

investigation, and review and editing of the manuscript. All authors have 
reviewed and agreed to the content of this manuscript.

Funding
Open access funding is provided by The Science, Technology & Innovation 
Funding Authority (STDF) in cooperation with The Egyptian Knowledge Bank 
(EKB).

Data availability
Data will be available upon reasonable request from the corresponding 
author.

Declarations

Ethics approval and consent to participate
All methods employed in this study strictly adhered to the applicable rules 
and regulations outlined in the Declaration of Helsinki (DoH-Oct2008). Formal 
approval and permission to conduct the research were diligently obtained 
from the Research Ethics Committee of the Faculty of Nursing at Alexandria 
University, Egypt, under the reference code IRB00013620/15/1/2023. 
Furthermore, before they participated in the study, written informed consent 
was obtained from nursing faculty staff who willingly agreed to take part in 
the research.

Consent for publication
Not applicable.

Competing interests
The authors declare no competing interests.

Author details
1Nursing Administration, Faculty of Nursing, Alexandria University, 
Alexandria, Egypt
2Psychiatric and Mental Health Nursing, Faculty of Nursing, Alexandria 
University, Alexandria, Egypt

Received: 17 May 2024 / Accepted: 14 April 2025

References
1.	 Hofstra N, Huisingh D. Eco-innovations characterized: a taxonomic classifica-

tion of relationships between humans and nature. J Clean Prod. 2014;66:459–
68. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​j​c​​l​e​p​​r​o​.​2​​0​1​​3​.​1​1​.​0​3​6.

2.	 Ng TH, Lye CT, Chan KH, Lim YZ, Lim YS. Sustainability in Asia: the roles of 
financial development in environmental, social and governance (ESG) perfor-
mance. Soc Indic Res. 2020;150:17–44. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​7​​/​s​​1​1​2​0​5​-​0​2​0​-​0​
2​2​8​8​-​w.

3.	 Sheehan M. Human resource management and performance: evidence from 
small and medium-sized firms. Int Small Bus J. 2014;32(5):545–70. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​
o​​r​g​/​​1​0​.​​1​1​7​7​​/​0​​2​6​6​2​4​2​6​1​2​4​6​5​4​5​4.

4.	 El-Kassar AN, Singh SK. Green innovation and organizational performance: 
the influence of big data and the moderating role of management commit-
ment and HR practices. Technol Forecast Soc Chang. 2019;144:483–98. ​h​t​t​p​​s​:​/​​
/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​t​e​​c​h​f​​o​r​e​.​​2​0​​1​7​.​1​2​.​0​1​6.

5.	 Jabbour CJC, de Sousa Jabbour ABL. Green human resource management 
and green supply chain management: linking two emerging agendas. 
Embedding Sustain Dynamics Supply Chain Relatsh Manage Gov Struct. 
2016;112(Part 3):1824–33. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​j​c​​l​e​p​​r​o​.​2​​0​1​​5​.​0​1​.​0​5​2.

6.	 Romero I, Carnero MC. Environmental assessment in health care organiza-
tions. Environ Sci Pollut Res. 2019. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​7​​/​s​​1​1​3​5​6​-​0​1​7​-​1​0​1​
6​-​9. 26:3196– 207.

7.	 Song M, Zheng C, Wang J. The role of digital economy in China’s sustainable 
development in a post-pandemic environment. J Enterp Inform Manage. 
2022;35(1):58–77. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​0​8​​/​J​​E​I​M​-​0​3​-​2​0​2​1​-​0​1​5​3.

8.	 Budhwar P, Pereira V, Mellahi K, Singh SK. The state of HRM in the middle East: 
challenges and future research agenda. Asia Pac J Manage. 2019;36:905–33. ​h​
t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​7​​/​s​​1​0​4​9​0​-​0​1​8​-​9​5​8​7​-​7. ​h​t​t​p​​s​:​/​​/​l​i​n​​k​.​​s​p​r​​i​n​g​​e​r​.​c​​o​m​​/​a​r​t​i​c​l​e​/.

9.	 Gupta H. Assessing organizations performance on the basis of GHRM prac-
tices using BWM and fuzzy TOPSIS. J Environ Manage. 2018. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​
0​.​​1​0​1​6​​/​j​​.​j​e​​n​v​m​​a​n​.​2​​0​1​​8​.​0​8​.​0​0​5. 226:201– 16.

10.	 Renwick DWS, Redman T, Maguire S. Green human resource management: A 
review and research agenda. Int J Manage Reviews. 2013;15(1):1–14. ​h​t​t​p​​s​:​/​​/​d​
o​i​​.​o​​r​g​/​​1​0​.​​1​1​1​1​​/​j​​.​1​4​​6​8​-​​2​3​7​0​​.​2​​0​1​1​.​0​0​3​2​8​.​x.

11.	 Wolf J. Improving the sustainable development of firms: the role of employ-
ees. Bus Strategy Environ. 2013;22(2):92–108. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​2​​/​b​​s​e​.​1​7​3​
1.

12.	 Wong CWY, Wong CY, Boon-itt S. How does sustainable development of sup-
ply chains make firms lean, green and profitable? A resource orchestration 
perspective. Bus Strategy Environ. 2018;27(3):375–88. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​2​​
/​b​​s​e​.​2​0​0​4.

13.	 Jaramillo JÁ, Sossa JWZ, Mendoza GLO. Barriers to sustainability for small and 
medium enterprises in the framework of sustainable development—Litera-
ture reviews. Bus Strategy Environ. 2018;1(7):125–33. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​2​​/​
b​​s​e​.​2​2​6​1.

14.	 Kramar R. Beyond strategic human resource management: is sustainable 
human resource management the next approach? Int J Hum Resource Man-
age. 2014;25(8):1069–89. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​8​0​​/​0​​9​5​8​​5​1​9​​2​.​2​0​​1​3​​.​8​1​6​8​6​3.

15.	 Attaianese E. A broader consideration of human factor to enhance sustain-
able Building design. Work. 2012;41(1):2155–9. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​3​2​3​3​​/​W​​O​
R​-​2​0​1​2​-​1​0​2​0​-​2​1​5​5.

16.	 Pellegrini C, Rizzi F, Frey M. The role of sustainable human resource practices 
in influencing employee behavior for corporate sustainability. Bus Strategy 
Environ. 2018;27:1221–32. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​2​​/​b​​s​e​.​2​0​6​4.

17.	 Daily BF, Bishop JW, Massoud JA. The role of training and empowerment in 
environmental performance: A study of the Mexican Maquiladora industry. 
Int J Oper Prod Manage. 2012;32(5):631–47. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​0​8​​/​0​​1​4​4​3​5​7​
1​2​1​1​2​2​6​5​2​4.

18.	 Arda OA, Bayraktar E, Tatoglu E. How do integrated quality and environ-
mental management practices affect firm performance? Mediating roles of 
quality performance and environmental proactivity. Bus Strategy Environ. 
2019;28(1):64–78. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​2​​/​b​​s​e​.​2​1​9​0.

19.	 Paillé P, Chen Y, Boiral O, Jin J. The impact of human resource management 
on environmental performance: an employee- level study. J Bus Ethics. 
2014;121(3):451–66. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​0​7​​/​s​​1​0​5​5​1​‐​0​1​3​‐​1​7​3​2​‐​0.

20.	 Mahlangu DM. Assessing the influence of internal environmental manage-
ment systems on green packaging management, green information systems 
and organizational performance (Doctoral dissertation, Vaal University of 
Technology (South Africa). ​h​t​t​p​​s​:​/​​/​d​i​g​​i​r​​e​s​e​​a​r​c​​h​.​v​u​​t​.​​a​c​.​​z​a​/​​i​t​e​m​​s​/​​2​9​7​​a​0​f​​c​4​-​2​​a​e​​
e​-​4​​f​4​3​​-​8​c​d​​7​-​​2​8​f​a​7​f​9​6​9​9​c​5

21.	 Jabbour CJC. Environmental training and environmental management matu-
rity of Brazilian companies with ISO14001: empirical evidence. Integrating 
Clean Prod into Sustain Strategies. 2015;96:331–8. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​j​c​​l​
e​p​​r​o​.​2​​0​1​​3​.​1​0​.​0​3​9.

22.	 Kim A, Kim Y, Han K, Jackson SE, Ployhart RE. Multilevel influences on volun-
tary workplace green behavior: Individual differences, leader behavior, and 
coworker advocacy. Journal of Management. 2014;43:1335–1358. Retrieved 
from ​h​t​t​p​​:​/​/​​j​o​m​.​​s​a​​g​e​p​​u​b​.​​c​o​m​/​​c​o​​n​t​e​​n​t​/​​e​a​r​l​​y​/​​2​0​1​​4​/​0​​8​/​2​2​​/​0​​1​4​9​​2​0​6​​3​1​4​5​​4​7​​3​8​
6​.​a​b​s​t​r​a​c​t

23.	 Pham NT, Tučková Z, Jabbour CJC. Greening the hospitality industry: how 
do green human resource management practices influence organizational 
citizenship behavior in hotels. Tourism Manage Press. 2019;72:386–99. ​h​t​t​p​​s​:​/​​
/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​t​o​​u​r​m​​a​n​.​2​​0​1​​8​.​1​2​.​0​0​8.

24.	 Dubey P, Pathak AK, Sahu KK. Assessing the influence of effective leadership 
on job satisfaction and organisational citizenship behaviour. Rajagiri Manage 
J. Jan 5 2023. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​0​8​​/​R​​A​M​J​-​0​7​-​2​0​2​2​-​0​1​0​8.

25.	 Jackson SE, Schuler RS, Jiang K. An aspirational framework for strategic 
human resource management. Acad Manage Annals. 2014;8(1):1–56. ​h​t​t​p​​s​:​/​​/​
d​o​i​​.​o​​r​g​/​​1​0​.​​5​4​6​5​​/​1​​9​4​1​​6​5​2​​0​.​2​0​​1​4​​.​8​7​2​3​3​5.

26.	 Jackson SE, Renwick DW, Jabbour CJ, Muller-Camen M. State-of-the-art and 
future directions for green human resource management: introduction to 
the special issue. German J Hum Resource Manage. 2011;25(2):99–116. ​h​t​t​p​​s​:​
/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​7​7​​/​2​​3​9​7​0​0​2​2​1​1​0​2​5​0​0​2​0​3.

27.	 Lubis NW. Resource based view (RBV) in improving company strategic capac-
ity. Res Horizon. 2022;2(6):587–96. ​h​t​t​p​​s​:​/​​/​j​o​u​​r​n​​a​l​.​​l​i​f​​e​s​c​i​​f​i​​.​c​o​​m​/​i​​n​d​e​x​​.​p​​h​p​/​​R​H​/​​
a​r​t​i​​c​l​​e​/​d​o​w​n​l​o​a​d​/​8​5​/​7​2.

28.	 Farrukh A, Mathrani S, Sajjad A. A natural resource and institutional theory-
based view of green‐lean‐six sigma drivers for environmental management. 
Business Strategy and the Environment. 2022;31(3):1074-90. ​h​t​t​p​​s​:​/​​/​o​n​l​​i​n​​e​l​i​​b​r​
a​​r​y​.​w​​i​l​​e​y​.​​c​o​m​​/​d​o​i​​/​p​​d​f​/​1​0​.​1​0​0​2​/​b​s​e​.​2​9​3​6

https://doi.org/10.1016/j.jclepro.2013.11.036
https://doi.org/10.1007/s11205-020-02288-w
https://doi.org/10.1007/s11205-020-02288-w
https://doi.org/10.1177/0266242612465454
https://doi.org/10.1177/0266242612465454
https://doi.org/10.1016/j.techfore.2017.12.016
https://doi.org/10.1016/j.techfore.2017.12.016
https://doi.org/10.1016/j.jclepro.2015.01.052
https://doi.org/10.1007/s11356-017-1016-9
https://doi.org/10.1007/s11356-017-1016-9
https://doi.org/10.1108/JEIM-03-2021-0153
https://doi.org/10.1007/s10490-018-9587-7
https://doi.org/10.1007/s10490-018-9587-7
https://link.springer.com/article/
https://doi.org/10.1016/j.jenvman.2018.08.005
https://doi.org/10.1016/j.jenvman.2018.08.005
https://doi.org/10.1111/j.1468-2370.2011.00328.x
https://doi.org/10.1111/j.1468-2370.2011.00328.x
https://doi.org/10.1002/bse.1731
https://doi.org/10.1002/bse.1731
https://doi.org/10.1002/bse.2004
https://doi.org/10.1002/bse.2004
https://doi.org/10.1002/bse.2261
https://doi.org/10.1002/bse.2261
https://doi.org/10.1080/09585192.2013.816863
https://doi.org/10.3233/WOR-2012-1020-2155
https://doi.org/10.3233/WOR-2012-1020-2155
https://doi.org/10.1002/bse.2064
https://doi.org/10.1108/01443571211226524
https://doi.org/10.1108/01443571211226524
https://doi.org/10.1002/bse.2190
https://doi.org/10.1007/s10551‐013‐1732‐0
https://digiresearch.vut.ac.za/items/297a0fc4-2aee-4f43-8cd7-28fa7f9699c5
https://digiresearch.vut.ac.za/items/297a0fc4-2aee-4f43-8cd7-28fa7f9699c5
https://doi.org/10.1016/j.jclepro.2013.10.039
https://doi.org/10.1016/j.jclepro.2013.10.039
http://jom.sagepub.com/content/early/2014/08/22/0149206314547386.abstract
http://jom.sagepub.com/content/early/2014/08/22/0149206314547386.abstract
https://doi.org/10.1016/j.tourman.2018.12.008
https://doi.org/10.1016/j.tourman.2018.12.008
https://doi.org/10.1108/RAMJ-07-2022-0108
https://doi.org/10.5465/19416520.2014.872335
https://doi.org/10.5465/19416520.2014.872335
https://doi.org/10.1177/239700221102500203
https://doi.org/10.1177/239700221102500203
https://journal.lifescifi.com/index.php/RH/article/download/85/72
https://journal.lifescifi.com/index.php/RH/article/download/85/72
https://onlinelibrary.wiley.com/doi/pdf/10.1002/bse.2936
https://onlinelibrary.wiley.com/doi/pdf/10.1002/bse.2936


Page 11 of 11Atalla et al. BMC Nursing          (2025) 24:495 

29.	 Abou-AL-Ross SA, Abu Mahadi FT. The Impact of the Mediating Role of Green 
Organizational Culture on the Relation between Human Resources Green 
Competencies and Organizational Environmental Performance in Major Pal-
estinian Governmental Hospitals in the Gaza Strip.  
Dec 1 2021;41(4):425– 46. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​2​1​6​0​​8​/​​a​j​a​.​2​0​2​1​.​2​0​5​2​0​6

30.	 Abou Hashish EA, Ghanem Atalla AD. The relationship between coping strat-
egies, compassion satisfaction, and compassion fatigue during the COVID-19 
pandemic. SAGE Open Nurs. 2023;9. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​7​7​​/​2​​3​7​7​9​6​0​8​2​3​1​1​6​
0​4​6​3.

31.	 Hamad AE. Promoting the concept of green practices in the hotels sector to 
ensure sustainable tourism development: a case study of the hotels in the 
Gaza strip. J Islamic Univ Humanitarian Res. 2015;23(1):261–94.

32.	 Mamdouh S, Samir M. Human resource management practices in relation to 
nurses’ innovative work behavior: moderating role of Eudaimonic well-being. 
Int Egypt J Nurs Sci Res. 2022;2(2):1–2. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​2​1​6​0​​8​/​​e​j​n​s​r​.​2​0​2​2​.​2​1​
2​1​4​5.

33.	 Hilton SK, Madilo W, Awaah F, Arkorful H. Dimensions of transformational 
leadership and organizational performance: the mediating effect of job 
satisfaction. Manage Res Rev. 2023;46(1):1–9. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​0​8​​/​M​​R​R​-​0​
2​-​2​0​2​1​-​0​1​5​2.

34.	 Dubey R, Gunasekaran A, Childe SJ, Papadopoulos T, Hazen B, Giannakis M, 
Roubaud D. Examining the effect of external pressures and organizational 
culture on shaping performance measurement systems (PMS) for sustainabil-
ity benchmarking: some empirical findings. Int J Prod Econ. 2017;193:63–76. ​
h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​i​j​p​e​.​2​0​1​7​.​0​6​.​0​2​9.

35.	 Farghaly Abdelaliem SM, Abou Zeid MA. The relationship between toxic 
leadership and organizational performance: the mediating effect of nurses’ 
silence. BMC Nurs. 2023;22(1):4. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​8​6​​/​s​​1​2​9​1​2​-​0​2​2​-​0​1​1​6​7​-​8.

36.	 Adeel M, Mahmood S, Khan KI, Saleem S. Green HR practices and environ-
mental performance: the mediating mechanism of employee outcomes and 
moderating role of environmental values. Front Environ Sci. 2022;10:1001100. ​
h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​3​3​8​9​​/​f​​e​n​v​s​.​2​0​2​2​.​1​0​0​1​1​0​0.

37.	 Mostafa AN, El-hosany WA, Ibrahim SA. Effect of human resources manage-
ment training program for nurse managers on staff nurses’ attitudes toward 
organizational change. J Hum Resource Sustain Stud. 2022;10(4):672–88. ​h​t​t​p​​
s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​4​2​3​6​​/​j​​h​r​s​s​.​2​0​2​2​.​1​0​4​0​3​9.

38.	 Ziyadeh MW, Othman M, Zaid AA. Effects of green human resource manage-
ment on organizational sustainability: the mediating role of corporate social 
responsibility and organizational citizenship behavior. Int J Organizational 
Anal. 2023 Apr;6. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​0​8​​/​I​​J​O​A​-​1​1​-​2​0​2​2​-​3​5​0​6.

39.	 Kuo Y-K, Khan TI, Islam SU, Abdullah FZ, Pradana M, Kaewsaeng-on R. Impact 
of green HRM practices on environmental performance: the mediating role 
of green innovation. Front Psychol. 2022;13:916723. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​3​3​8​9​​/​f​​
p​s​y​g​.​2​0​2​2​.​9​1​6​7​2​3.

40.	 Masri HA, Jaaron AA. Assessing green human resources management prac-
tices in Palestinian manufacturing context: an empirical study. J Clean Prod. 
2017;143:474–89.

41.	 Chen L, Wu Y, Zhou C, Li X, Zhao H. Value, knowledge and implementation on 
evidence-based practice among nurse managers in China: A regional cross‐
sectional survey. J Nurs Adm Manag. 2020;28(1):139–47. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​1​
1​1​​/​j​​o​n​m​.​1​2​9​0​7.

42.	 Jeong Y, Kim E, Kim M, Zhang JJ. Exploring relationships among organiza-
tional culture, empowerment, and organizational citizenship behavior in the 
South Korean professional sport industry. Sustainability. 2019;11(19):5412. ​h​t​t​
p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​3​3​9​0​​/​s​​u​1​1​1​9​5​4​1​2.

43.	 MERCAN Y, MERCAN SI. The relationship between ‘environmental attitudes 
and behaviors’, and ‘environmental sensitivity and perceived environmental 
risks’. Humanistic Perspective. 2020;2(3):231–51. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​4​7​7​9​​3​/​​h​p​.​
7​6​3​2​7​2.

44.	 Atalla AD, Elamir H, Abou Zeid MA. Exploring the relationship between 
organizational silence and organisational learning in nurses: A cross-sectional 
study. J Nurs Adm Manag. 2022;30(3):702–15. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​2​1​6​0​​8​/​​t​s​n​j​.​2​
0​2​2​.​2​6​7​2​4​7.

45.	 Atalla AD, Sharif LS, Katooa NE, Kandil FS, Mahsoon A, Elseesy NA. Relation-
ship between nurses’ perception of professional shared governance and 
their career motivation in Egypt: A cross-sectional study. Int J Nurs Sci. 2023 
Sep;23. ​h​t​t​p​​s​:​/​​/​d​o​i​​.​o​​r​g​/​​1​0​.​​1​0​1​6​​/​j​​.​i​j​​n​s​s​​.​2​0​2​​3​.​​0​9​.​0​1​6.

46.	 Abou Hashish EA, Ghanem Atalla AD. The relationship between coping strat-
egies, compassion satisfaction, and compassion fatigue during the COVID-19 
pandemic. SAGE Open Nurs. 2023;9:23779608231160463.

47.	 Farooq K, Yusliza MY, Muhammad Z, Mat NH. Make it their decisions, not your 
directives: exploring required green competencies for employee ecological 
behaviour. Organizacija. 2022;55(2):128–41. ​h​t​t​p​s​:​​​/​​/​d​o​​i​.​​o​r​​g​​/​​1​0​​.​2​4​​​7​8​​/​o​​r​g​a​-​2​​0​2​
2​-​0​0​0​9.

Publisher’s note
Springer Nature remains neutral with regard to jurisdictional claims in 
published maps and institutional affiliations.

https://doi.org/10.21608/aja.2021.205206
https://doi.org/10.1177/23779608231160463
https://doi.org/10.1177/23779608231160463
https://doi.org/10.21608/ejnsr.2022.212145
https://doi.org/10.21608/ejnsr.2022.212145
https://doi.org/10.1108/MRR-02-2021-0152
https://doi.org/10.1108/MRR-02-2021-0152
https://doi.org/10.1016/j.ijpe.2017.06.029
https://doi.org/10.1016/j.ijpe.2017.06.029
https://doi.org/10.1186/s12912-022-01167-8
https://doi.org/10.3389/fenvs.2022.1001100
https://doi.org/10.3389/fenvs.2022.1001100
https://doi.org/10.4236/jhrss.2022.104039
https://doi.org/10.4236/jhrss.2022.104039
https://doi.org/10.1108/IJOA-11-2022-3506
https://doi.org/10.3389/fpsyg.2022.916723
https://doi.org/10.3389/fpsyg.2022.916723
https://doi.org/10.1111/jonm.12907
https://doi.org/10.1111/jonm.12907
https://doi.org/10.3390/su11195412
https://doi.org/10.3390/su11195412
https://doi.org/10.47793/hp.763272
https://doi.org/10.47793/hp.763272
https://doi.org/10.21608/tsnj.2022.267247
https://doi.org/10.21608/tsnj.2022.267247
https://doi.org/10.1016/j.ijnss.2023.09.016
https://doi.org/10.2478/orga-2022-0009
https://doi.org/10.2478/orga-2022-0009

	﻿Fostering eco-friendly excellence: exploring the relationship between green human resource practices and organizational environmental performance as perceived by nurses: a cross-sectional study
	﻿Abstract
	﻿Introduction
	﻿Theoretical background
	﻿Significance of the study
	﻿Aims of the study
	﻿Research question

	﻿Materials
	﻿Design and setting
	﻿Participants
	﻿Ethical considerations

	﻿Study measurement tools
	﻿Two tools were used in the current study as follows
	﻿Tool I: Green Human Resources Practices Questionnaire (GHRQ)
	﻿Tool II: Organizational environmental performance scale


	﻿Face validity and reliability
	﻿Pilot study
	﻿Data collection
	﻿Data analysis
	﻿Results
	﻿Discussion
	﻿Strengths and limitations

	﻿Conclusion
	﻿Implications for nursing management

	﻿References


