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Abstract 

Considering the increase of environmental pressures and the need to respond to the regulations and 

expectations of the society, it is necessary to understand how the strategic management of human 

resources affects the There are innovative behaviours of employees and steady development of 

organizations. The main issue of this research is to examine the role of strategic human resources 

management in promoting green innovation and improving the environmental performance of 

organizations. This article examines the relationship between strategic human resource management, 

green innovation and environmental performance. The strategic management of human resources plays a 

key role in aligning the goals of the organization with the capabilities of IFAM employees and by using 

appropriate methods at the individual level.Y It can increase the capacity of employees to participate in 

green innovation and help improve the environmental performance of the organization. This research, 

using the theory of social exchange and other theoretical frameworks, examines the mediating role of self 

- efficacy and adaptation of the individual to the organization in influencing strategic management. 

Human resources focus on green innovation and environmental performance. The statistical population of 

this research includes 384 managers and employees of manufacturing and industrial companies at the 

level of industrial towns in Mazandaran province, who were selected by stratified random method. Data 

after collection using the software Smart PLS were analysed. The results show that the self - efficacy of 

employees and their fit with organizational values play an important role in strengthening green 

innovation and achieving blue environmental goals. This study recommends to organizations that by 

investing in strategic human resource management and creating supportive conditions for employees, 

green innovations promote and improve the performance of their environment. 

Keywords: strategic management of human resources, self - efficacy, green innovation, environmental 

performance 
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Introduction 

Today, small and medium - sized companies are facing the two challenges of increasing global 

competition and increasing environmental concerns. This situation requires a commitment to green 

innovation, which includes the development and implementation of environmentally friendly products, 

processes and technologies. Such innovation is essential for economic growth and reducing 

environmental impacts (Chen and Chang, 2013; Wang et al., 2022). In these circumstances, green 

innovation becomes a vital factor to maintain competitiveness, especially in the pursuit of strict 

environmental standards.driving large markets such as the United States and Europe (Lei et al., 2022; 

Zhou and Zhang, 2023). The importance of innovation goes beyond mere compliance with regulations; 

Rather, it is a strategic response to the increasing focus of regional governments and societies on 

environmental protection (Chang et al., 2015; Chen et al., 2021). As organizations adopt green innovation 

strategies to meet these challenges, they also aim to strengthen their competitive advantage in an ever - 

evolving global marketplace. (Afser et al., 2023; Delgado-Word et al., 2015; J. Menz - J. Menz and Sanz-

Valley, 2020). This study is focused on understanding the role of strategic human resource management 

in promoting green innovation and improving environmental performance in this industry, especially by 

focusingon the roles of self -efficacy and person - organization adaptation in this dynamic process. This is 

a study of the key factors affecting innovation Sabz examines the company from the perspective of 

employees in the Asia - Pacific region and acknowledges that the environmental behaviors of employees 

significantly affect the company 's activities.Organizations have an impact (Dehir et al., 2020; van den 

Broek et al., 2019). Although these behaviors have the potential to contribute to corporate green 

innovation, it is often observed that many managers may not fully understand their differences and 

consequences (Wesley Nek et al., 2017). In addition, the study examines the role of strategic management 

of human resources in the promotion of green innovation. It is hypothesized that green innovation can act 

as a motivation for employees in organizations that use strategic human resources management (Afsir 

andet al., 2023; Choudhary and Datta, 2023a; Moore and Son, 2011). Strategic human resource 

management provides employees with psychological resources through socialization, which includes 

relationship - focused social interactions, cognitive resources for cognitive and emotional resources for 

decision making (Ovan Yel et al., 2013; Peng et al., 2023). These resources, along with the social 

exchange between the organization and the employees, are likely to lead to improved adaptive abilities, 

increased job satisfaction, and reduced employee turnover (Grumman and Sacks)., 2011; Peng et al., 

2019). This study examines the relationship between strategic human resource management, green 

innovation and environmental performance, and in order to better understand the ways ofIt helps in the 

work environment. 

Research literature 

Social exchange and green innovation 

Social exchange theory is a theoretical framework that explains social behavior and interactions based on 

the exchange of resources between individuals and institutions (Blau, 1964). This theory states that these 

exchanges, both tangible and intangible, form the basis of social relations and significantly affect 

behaviors and attitudes. Cropanzano and Michael, 2005; Shahzad et al., 2021). At the heart of the social 
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exchange theory is the concept of confrontation and mutual benefits, and it is hypothesized that people 

participate in these social exchanges expecting a return on their investment. Wang et al., 2022; Zhao et 

al., 2022). In the final field of the study, the theory of social exchange provides a framework for 

understanding the exchange of resources and its effect on individual behaviors and attitudes within the 

organization (Boss-Nahls and Vanendal, 2019).. According to the strategic management of human 

resources and green innovation, these exchanges are analyzed at the individual level to promote a culture 

of green innovation. The importance and role of employees in this dynamic should be highlighted. This 

theory shows that by providing resources such as training, support and a positive work environment, 

organizations can influence the green behaviors of employees (Boss - Nahls and Vanendal, 2019; Lee et 

al., 2020). Conversely, employees are also more likely to respond with behaviors that benefit the 

organization, such as participating in green innovation (Lee et al., 2020; Shahzad et al., 2021). 

Strategic management of human resources 

The concept of strategic human resource management indicates a paradigm shift in the role of human 

resource management in the organization, from a limited and operational focus. It is transmitted more 

widely and more widely (Adi Gozel et al., 2020; Boon et al., 2018; Cullenz, 2021). Strategic human 

resource management focuses on the alignment of organizational goals with employee capabilities and 

focuses on how management styles Human resource strategy at the individual level can increase the 

capacity of employees for green innovation and help their environmental performance. This approach 

deals with the impact of trends on the personal development and innovative abilities of employees 

(Kalines, 2021; Hamadamin and Atan, 2019). Evidence shows that strategic human resource management 

can be competitive. It will increase the company and improve the overall performance of the organization 

(Kalines, 2021; Hamadamen and Atan, 2019; Kianto et al., 2017). However, despite the empirical 

support, the field of strategic human resource management suffers from the lack of a comprehensive 

theory.Different viewpoints among researchers have prevented the development of a unified and reliable 

framework (Collins, 2021; Armstrong and Brown, 2019). 

Green innovation and environmental performance of employees 

Intellectual capital is widely recognized as a key factor for economic development, inclusive and 

sustainable development, and the advancement of social responsibility (Matos and Y.R. News, 2017). 

Previous studies have identified three main areas of intellectual capital: human capital, which includes the 

knowledge, skills, and expertise of employees; structural capital that refers to the organization 's 

processes and systems; and social capital, which includes the culture and social effects of the organization 

(Sabraman, M. and Wendt, 2005). In particular, human capital can be used to promote innovation by 

leveraging the knowledge and skills of employees, a process that is associated withIt is technologically 

facilitated (Fomberg et al., 2015; Khimmenz-Khimmenz and Sanz - Valle, 2020). This includes aspects 

such as understanding risk, creativity, identifying market opportunities and strategic decision making.It 

also includes other dimensions such as creating and maintaining communication, creativity and invention 

(Sena and Ozdemir, 2020; Fonska et al., 2019). 

The mediating role of self- efficacy 
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mediating role of self-efficacy in the relationship between strategic human resource management and 

green innovation has been examined in this study (Jiang et al., 2012). Special attention has been paid to 

how self-efficacy at the individual level affects employees ' perception of their ability to participate in 

green innovation and the subsequent impact on environmental performance. He puts it. However, if 

people lack self- efficacy or trust in their own skills and abilities, this effect may decrease forever. Self-

efficacy, which is basically an individual 's assessment of his own abilities and performance, is known as 

a basic concept in both social cognition theory and social cognition job theory. Lent et al., 2011; Lee et 

al., 2021). According to Bandura (1997), self- efficacy A person influences his behavior and actions, and 

people who have higher self - efficacy usually have more confidence in overcoming challenges and are 

more inclined to take innovative actions. show (Kaysens and St. Engelhamber, 2014). In addition, self - 

efficacy plays an important mediating role in the relationship between performance and self - 

actualization. Strategies Problem -based learning that focuses on setting short - term and long - term goals 

and providing feedback on achievements Emphasis on students ' learning can be a source for improving 

their learning and, as a result, increasing their self - efficacy (Huang et al., 2022). 

Research methodology 

Research method: This research is of descriptive - analytical type and it is done by survey method. In 

order to examine the relationship between strategic management of human resources, green innovation 

and environmental performance, quantitative research has been used. The necessary data for this research 

is collected through a standard questionnaire and the analyzes are done using statistical methods. 

Data collection tool: The main tool for data collection in this research is a researcher - made questionnaire 

that is based on previous studies and the use of standard questionnaires in the field of strategic human 

resource management and Green innovation has been designed. This questionnaire includes several 

sections to evaluate the main variables of the research, including human resource management, green 

innovation, environmental performance, and environmental factors. Anji is like the self-efficacy and 

compatibility of the individual with the organization. A five- point scale (completely disagree to 

completely agree) has been used to measure respondents' opinions. 

Statistical population: The statistical population of this research includes managers and employees of 

production and industrial companies at the level of industrial towns in Mazandaran province, which are 

involved in activities related to sustainability. They are active in environmental protection and green 

innovation. Specifically, companies that have human resource management units and responsible 

departments in the field of environment are examined in this research. 

Sampling method: The sampling method in this research is stratified random sampling. First, the 

companies in the statistical society are divided into different classes based on the type of industry and the 

size of the organization, and then samples are randomly selected from each class. The sample size was 

determined using Cochran's formula in the unlimited population size of 384 people It was done to ensure 

that the results of the research can be generalized to the entire statistical community. 
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Data analysis 

At this stage, in order to evaluate the conceptual model of the research, as well as to ascertain the 

existence or non-existence of a causal relationship between the research variables and to check the fit of 

the observed data with the conceptual model of the research, the research hypotheses were also tested 

using the structural equation model. The results of the hypothesis test are reflected in the graph. 

 

Figure 1:  measurement of the general model and the results of the hypotheses in standard mode  
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Figure 2: measuring the overall model and the results of the hypotheses in a significant state 

Cronbach's alpha and composite reliability were used to measure reliability , and validity was used to 

measure validity Convergence is used and the GOF index is used to measure the fit of the model:  

Table 1:  model fit and validation coefficients  

variable *  CR AVE MSV 
Fornell and Larcker matrix 

1 2 3 3 

Strategic management of human resources 0.787 0.552 0.193 0.743    

efficacy -self  0.844 0.644 0.478 0.342 0.803   

Green innovator 0.918 0.651 0.423 0.331 0.47 0.807  

Environmental performance 0.885 0.72 0.478 0.44 0.692 0.65 0.849 

Cronbach's alpha value higher than 0.7  able reliability indicatoris an accept .  

the value of CR for any structure is above 0.7, it shows the appropriate internal stability for the 

measurement model .  

AVE value above  0.5  indicates acceptable convergent validity .  

Considering the three values of 0.01 0.25  and 0.36 as weak, medium and strong values for GOF  ,the 

result of 0.62  shows the strong fit of the model.  The following table briefly shows the significance 

coefficient and the results of the proposed hypotheses.  
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Table 2:  results of hypotheses 

sHypothese  

S
ta

n
d

ar
d
 

m
ea

n
in

g
fu

ln

es
s 

the result 

Strategic management of human resources has a positive and meaningful 

efficacy -effect on self    .  
0.60 8.21 confirmation 

Strategic management of human resources has a positive and significant 

effect on green innovation  .  
0.39 3.31 confirmation 

Strategic management of human resources has a positive and meaningful 

effect on environmental performance  .  
0.15 1.96 confirmation 

efficacy has a positive and meaningful effect on green innovation -Self   .  0.21 2.20 confirmation 

efficacy has a positive and meaningful effect on environmental  -Self 

performance  .  
0.26 2.15 confirmation 

Green innovation has a positive and meaningful effect on environmental 

performance  .  
0.46 5.47 confirmation 

efficacy plays a mediating role in the relationship between strategic  -Self 

human resource management and environmental performance .  
0.12 2.15 confirmation 

Green innovation plays a mediating role in the relationship between 

strategic management of human resources and environmental performance  .  
0.15 2.14 confirmation 

Conclusion 

role in the development and promotion of green innovation and improving the environmental 

performance of organizations. As the results of this study show, the implementation of strategic plans 

Human resource management can become the basis for increasing the self - efficacy and compatibility of 

the individual with the organization, which in turn has a direct effect on the motivation and ability of 

employees to participate in innovation. It is green and improves the performance of the environment. This 

research clearly shows that high self - efficacy and fit between individual and organizational values are 

two key factors in improving employees ' environmental behaviors and promoting innovative culture. 

They are established in the field. 

By explaining the mediating role of self - efficacy, this study clarifies that employees who have more self 

- confidence and a sense of competence regarding their skills are more inclined to Camels indicate 

participation in green innovation processes. Also, the adaptation of the individual to the organization as a 

mediating factor in this research highlights the importance of the adaptation of individual values to 

organizational values in the process of green innovation. slow down This means that the more employees 

feel aligned with the goals and values of their organization, the more inclined they are to provide 

innovative ideas and solutions in the field of environmental sustainability. was 

A. N The findings are also consistent with previous research literature that has emphasized the 

importance of strategic human resource management in improving organizational performance and 

competitiveness (Collins, 2021).; Hamadamin and Atan, 2019). In particular, emphasis on personal 

aspects such as self- efficacy and value congruence. The individual with the organization was less 

considered in the green innovation literature, which this study clearly fills this gap. 



International Journal of Social Science and Humanities Research 

Volume 3, Issue 5, pp. 66-76 

8 

 

This research is in line with previous studies that focused on the importance of strategic human resource 

management in public innovations (Kianto et al., 2017), but the main difference is Its emphasis is on 

green innovation and environmental performance. In comparison with studies that have focused more on 

the technical aspects of green innovation (Chen and Chang, 2013), this research emphasizes the human 

and psychological aspects of this issue. has In fact, the use of the theory of social exchange and the role of 

psychological factors such as self - efficacy and fit between the individual and the organization is the 

main difference between this study and the previous research. 

In addition, the results of this research are in line with those of (Jimenez -Jimenez and Sanz - Valle, 2020) 

who emphasized the role of technology in facilitating innovation. But this study emphasizes the 

interaction between human resources and green innovation, so that technology is a facilitating factor but 

not sufficient for the achievement of green innovation. It is considered green. 

Suggestions for the use of management: 

1. Investing in the training and development of employees ' green skills: Organizations should develop 

specialized training programs to increase employees ' environmental awareness and skills. These 

programs can include training in the field Clean technologies, natural resource management, and green 

innovations that strengthen self - efficacy and empower employees to participate in this field. 

2. Creating a green organizational culture: Managers should shape the organizational culture in such a 

way that green innovation and sustainability are considered as core values. Creating financial and non - 

financial incentives for employees who participate in green innovative processes can help to strengthen 

green behaviors. 

3. Alignment of individual and organizational values: Human resource managers should try to design the 

recruitment and hiring process in such a way that people with environmental values aligned with the 

organization are attracted.. Also, reviewing and improving the processes of green evaluation and 

encouraging employees based on their participation in green innovations can help to strengthen the fit 

between the individual and the organization. 

4. Development of continuous feedback systems: Creating systems to provide continuous feedback on 

employees ' environmental performance can help improve innovative behaviours. These feedbacks should 

focus not only on individual performance, but also on the overall effects of innovative processes on the 

environmental performance of the organization. 

5. Encouraging green leadership at management levels: senior and middle managers should act as role 

models in the implementation of green and innovative methods. Organizational leaders with the 

promotion of environmental and green policies at high levels can play an important role in the 

development of green innovation in the organization. 

6. Using advanced technologies: Using new and clean technologies can accelerate green innovation 

processes. Managers should prioritize investing in tools and technologies that help to save resources and 

reduce pollution. 
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Finally, these recommendations can help organizations to strengthen the culture of green innovation and 

improve performance by using strategic human resource management. Improve your environment. 
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