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Abstract

The current research has been conducted to design a high-intensity green human resource
management model in Iranian government organizations. The research has a quantitative
approach and is applied in terms of purpose and survey in terms of data collection. To form an
expert panel, 15 qualified experts were selected from among the professors, managers, and
green management experts of the ministries and subordinate organizations using the available
sampling method. To test the model, a statistical population of 2300 employees of Semnan
government organizations was considered, 330 of whom were selected as a statistical sample
using Cochran's formula and simple random sampling method. The required data was collected
through a researcher-made questionnaire, the validity of which was confirmed by first-order
factor analysis, and its reliability was confirmed through Cronbach's alpha (0.85). After
extracting the dimensions and components from the theoretical foundations, the Delphi
technique was used to refine and confirm the model. Model testing was also done using
structural equations in the form of Lisrel software. Finally, by using structural-interpretive
modeling, the leveling of components was determined in terms of penetration. The results
showed that the variables of feedback and green evaluation, modeling, and job enrichment
plans are among the key independent variables of the research, so it can be said that for the
management of the organization's green activists, more attention should be paid to these
factors. Also, the results showed that "supervisors' support"” is the most influential component
of the model, and at the same time, it is also one of the linked variables; that is, the system's
feedback can greatly affect it.
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Extended abstract

1. Introduction

Research on green human resource management
has made significant progress in recent years.
Researchers have provided important comments
on the dimensions and backgrounds of
employees' green  behaviors and how
organizations can support employees' green
actions through human resource management
functions. Organizations should develop training
plans, evaluation and reward systems, employee
participation programs, and generally green
organizational culture to motivate employees'
green behaviors and coordinate these behaviors
with the organization's sustainability or
environmental strategies. Renwick (2020)
believes that the concepts of "motivation” and
"alignment” in the literature on green human
resource management refer to employees who are
not yet sufficiently familiar with environmental
activities at their workplace and are not
committed to doing them. Although this
describes the majority of the workforce, a
significant and growing number of employees are
intrinsically motivated to take green actions — at
home and at work. For example, research has
shown that fourteen percent of the German
population is "sustainability-oriented” in their
lifestyle; that is, they are in favor of
environmental stabilization measures (German
Environmental Agency, 2015). On the other
hand, the background of research related to the
phenomenon of "overflow" shows that green
behavior in one area can probably spread to other
areas as well (Tudor et al., 2007; Andersson et al.,
2012). In economics, the phenomenon of
spillover is an economic event in one field due to
another event in a seemingly unrelated field. The
spillover effect in people's behavior is also
similar to that seen in the economy. For example,
suppose an employee does not behave properly at
his workplace or perform his job properly and is
not reprimanded by the organization's authorities.
In that case, his behavior spreads to others, which
is called negative spillover. The reverse of this
article is also true, which is the positive overflow.
According to the researchers, environmentally
responsible attitudes and behaviors that are
formed within the limits of certain places, such as
the home, do not remain confined there and spill

over to other aspects of citizens' lives (including
the work environment). Although the dominant
literature on green human resource management
believes that "employees' environmental attitudes
and behavior in the workplace are mainly the
result of the organization's environmental
activities" (Muster & Schrader, 2011), i.e., they
are mainly created by organizational training or
reward schemes, but a certain group of employees
are strongly willing to participate in
"environmental actions" even if the organization
does not support them (Ciocirlan, 2016). This
group can be called "committed green activists"
(Wright, 2012). It means employees who are
intrinsically motivated to participate in the green
behaviors of their workplace have high-intensity
green behaviors. Based on the "green balance of
work and life" approach (Schrader & Harrach,
2013; Muster & Shrader, 2011), it should be said
that these green activists need different support
structures. Therefore, different approaches
should be used to manage them. Until now, the
research background of green human resource
management has not differentiated between
different types of employees - in terms of being
green - and their heterogeneous needs in creating
support structures and supporting green actions.
Meanwhile, employees who want to transfer their
green activities from "life" to "workplace" are
often more competent than their organization
regarding sustainability issues and react more
sensitively to the organization's green actions.
Regarding this category of employees, the
standard tools of green human resources
management may have the opposite result and
reduce the motivation to perform green
behaviors. On the other hand, the background of
green human resource management research has
so far exclusively focused on the green behavior
of employees at work, while the relationship
between personal green activities and employees'
green behavior at work has been neglected. It
means the spillover process and how green
human resource management should respond to
the spillover of these types of personal activities
into the working life of employees. The green
behavior of employees is any measurable
individual behavior in the work environment
context that helps to achieve the goals related to
environmental sustainability. Researchers have
considered the green behavior of employees
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under the title of extra-role behavior. Behaviors
resulting  from an  employee’s  role,
responsibilities, and formal organizational duties
(in-role duties) lead to the protection of natural
resources and the environment. However, another
group of behaviors that are optional and beyond
the scope of in-role duties, such as turning off the
lamps when leaving the office or managing waste
and reusing consumable resources at work, are
classified as extra-role behaviors (Zhang, 2021).
Such spontaneous and voluntary behaviors aimed
at protecting the environment are called "green
organizational citizenship behaviors." Both types
of in-role and extra-role green behaviors are vital
to align with the strategies of today's
organizations (Mazaheri Tehrani et al., 2021).

According to the definition of Cicirlan (2016),
high-intensity green behavior can be considered
as those behaviors that include green extra-role
initiatives with characteristics such as uncertainty
about results, high monitoring and sensitivity,
and high organizational or individual costs such
as Loss of reputation, demotion, or dismissal.
High-intensity green behavior, such as pro-
environmental and pro-environmental intra-
organizational entrepreneurship, which creates a
higher level of demands from the organization
(according to the required resources and related
risks) and individuals (according to the required
competencies, time, and power), has been in the
background of resource management research so
far. Although these cases are prominent in
organizational citizenship behavior research
background, they do not provide a different
conceptualization of green human resource
management practices. Therefore, the current
research aims to design green human resources
management tools for this special group, and the
main question of the research is, what is the green
human resource management model for high-
intensity green behaviors?

2. Research Methods

The current research is applied in terms of
purpose and survey in data collection and has a
quantitative approach. The implementation of
this research has been done in two stages. In the
first stage, after extracting the dimensions and
components from the literature and theoretical
foundations, the Delphi technique was used to
refine the model and reach a collective

agreement. In the second stage, the model test
was performed, and the significance of the
confirmed factors was examined. Then, using
structural-interpretive modeling, the leveling of
the components was done regarding the level of
influence and effectiveness.

In order to form an expert group, experts have
suggested 5 to 15 people in total, pointing out that
the number of experts should not be large. Based
on this, 15 qualified professors and experts from
ministries and government organizations were
selected using a sampling method. The indicators
used in determining experts are having acceptable
specialized and managerial experience in green
human resource management and sustainable
development, faculty members in human
resource management or organizational behavior
fields, and at least a master's degree.

In order to test the model, the statistical
population of the research, including the
employees of the government organizations of
Semnan, was considered as 2300 people; using
Cochran's formula, 330 people were selected as a
statistical sample by simple random sampling. A
researcher-made questionnaire was used to
collect data. The questionnaire was designed in
the form of a 5-point Likert scale and considered
three questions for each component, with a total
of 48 questions. So, nine questions were
considered for the ability dimension, 15 for the
motivation dimension, and 24 for the opportunity
dimension. Implementing the first-order factor
analysis to check the questionnaire's content
validity showed that all the questions had a factor
loading higher than the threshold of 0.4. Also, the
reliability of the questionnaire was confirmed
through Cronbach's alpha coefficient (0.85).

Finally, the interpretive structural modeling
(ISM) technique was used for modeling. ISM
modeling is very useful in policymaking because
it determines the key variables of the model. This
helps, instead of facing a large number of factors,
to focus on the variables that change them and can
have the most positive impact on the model (and
other variables). ISM results help decision-
makers spend limited resources effectively and
get better results.
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3. Results

The results of interpretive structural modeling
showed that "supervisors' support” is the most
influential factor of the model. Therefore, it can
be said that the green activists of the organization,
more than anything, need managers’ support and
heartfelt belief in the necessity of greening
organizations in today's world. This is because
green employees, before being committed to their
organization, belong to the community and the
environment around them. Therefore, they bring
their green identity to the organization and expect
this identity to be accepted and supported by
supervisors. On the other hand, based on the
results of the M1X chart, supervisors' support was
categorized as one of the linked variables of the
research. This finding means that this variable has
a high guiding power and, at the same time, a high
dependence, which means that the system's
feedback can greatly affect it. Since green
activists want to spread their green identity to the
workplace, even in non-supportive contexts, and
follow green actions with unusual or hidden
solutions, we can hope that by revealing the
positive effects of their actions on the
performance of the organization, the atmosphere
governing the organizations has become
increasingly greener and leads managers to
support this category of employees more and
more.

Also, the results showed that feedback, green
evaluation, modeling, and career enrichment

plans are among the key independent variables of
the research. Since these variables have high
influence and low dependence, it can be said that
more attention should be paid to these factors for
the management of green activists in the
organization. Conclusion

Finally, it should be said that although green
employees find their way to be green and stay
green with high intensity, even in adverse
conditions, this does not mean that they no longer
need organizational structures and support.
Instead, we should learn from the strategies of
green activists how to deal with the
organizational context and what is needed to
create a supporting platform for green actions.
This can help to design green human resources
management tools based on the preferences of the
organization's green activists.
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