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Abstract

In response to growing global pressures for sustainable development, organizations are increasingly integrating
environmental considerations into their human resource management practices. Green Human Resource
Management (GHRM) has emerged as a strategic approach for embedding sustainability objectives into
recruitment, training, performance management, and reward systems. This study investigates the mediating
role of Organizational Agility (OA) in the relationship between GHRM and SOP within the manufacturing
sector. Guided by the Resource-Based View, Ability—Motivation—Opportunity framework, and Dynamic
Capabilities Theory, the study adopts a quantitative, cross-sectional research design. Data were collected from
300 managers and supervisors of medium and large manufacturing organizations in Nigeria. Structural
Equation Modelling (SEM) was employed to test the proposed direct and indirect relationships among the
constructs. The findings reveal that GHRM has a significant positive effect on both organizational agility and
sustainable organizational performance. Organizational agility also demonstrates a strong positive influence on
sustainable performance outcomes. Importantly, the mediation analysis confirms that organizational agility
partially mediates the relationship between GHRM and SOP, indicating that GHRM enhances sustainability
not only directly but also indirectly by fostering agile capabilities. The study contributes to the GHRM and
sustainability literature by empirically validating organizational agility as a critical explanatory mechanism
linking green HR practices to sustainable performance, particularly within an under-researched African
context. Practically, the findings show the importance for managers to complement green HR initiatives with
agility-enhancing practices to achieve resilient and sustainable organizational performance in dynamic
environments.

Keywords: Green Human Resource Management, Organizational Agility, Sustainable Organizational
Performance, Sustainability, Nigeria

Introduction

All over the world organizations are pressurized to deliver economically sound

performance in cognizance of their environmental and social responsibilities.  Global
commitments to sustainability, stakeholder expectations, resource constraint, and environmental
regulations all put pressure on organizations to incorporate sustainability into fundamental
operations (Astuti et al., 2025). Green human resource management has become a popular
strategy for coordinating HR procedures with environmental objectives in key HR tasks like
hiring, training, performance reviews, rewards, and employee engagement (Kimeu et al., 2025;
Omolo, 2025). The goal of GHRM practices is to create a workforce that is strategically aligned

with sustainability goals and environmentally conscientious.

Empirical studies repeatedly show that by fostering employee environmentally conscious

behaviours and promoting workplace sustainability climates, GHRM practices can favourably
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impact organizational sustainability outcomes (Astuti et al., 2025; Kimeu et al., 2025; Omolo,
2025). Nevertheless, results aren't always directly turned into long-term performance in
organizations, and researchers discovered gaps in our knowledge of how these practices have
consequences beyond immediate relationships (Kimeu et al., 2025). To put it another way, we
don't fully understand the mechanisms underlying GHRM's positive effects on performance.

Organizational qualities like Organizational Agility (OA) are important mediators in this

process, according to a growing body of research. OA describes a company's capacity to
recognize changes in its surroundings, act quickly, and modify activities in response to changing
circumstances. It makes it possible for businesses to react more successfully to changes in
regulations, market upheavals, and sustainability requirements (Gazi et al., 2024; Hermouche &
Elhamma, 2024). According to recent research, GHRM practices contribute to organizational
agility by improving employee knowledge, flexibility, and adaptability, all crucial elements for
long-term success in unstable situations (Gazi et al., 2024). Organizational agility as a mediator
relationship between GHRM and sustainable organizational performance has not received
much empirical attention despite these theoretical developments. While some studies look at
mediators like employee involvement or green culture (Astuti et al., 2025; Gazi et al., 2024), the
majority concentrate on the direct connections between GHRM and sustainability outcomes
(Astuti et al.,, 2025; Kimeu et al., 2025). This creates a crucial knowledge gap about how
GHRM improves sustainability, especially with regard to qualities like agility that allow
organizations to react quickly to environmental demands.

Statement of the Problem

Although GHRM is widely recognized as a valuable tool for promoting sustainability

within organizations, the literature presents inconsistent findings regarding its direct impact on
sustainable performance outcomes (Kimeu et al, 2025). Some researchers report positive
associations between GHRM practices and sustainability performance indicators, while others
identify weak or inconclusive results, suggesting that GHRM’ effects may depend on
contextual or organizational factors (Astuti et al., 2025; Omolo, 2025). A key limitation of
existing research is the limited exploration of organizational mechanisms that explain the link
between GHRM and sustainable performance. Specifically, while the role of employee
engagement, green organizational culture, or green knowledge sharing has been examined
(Astuti et al., 2025; Khawaja & Janjua, 2025), organizational agility has received limited empirical
scrutiny as a mediator in this context, even though agility is recognized as an essential capability
in dynamic environments where sustainability strategies must respond quickly to changing
conditions (Gazi et al., 2024; Hermouche & Elhamma, 2024).

However, without understanding the mediating role of organizational agility,

practitioners may struggle to implement GHRM practices in ways that consistently yield long-
term sustainability outcomes; this study examines the mediating role of organizational agility in
the relationship between Green Human Resource Management and Sustainable Organizational
Performance.
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Research Hypotheses

H,: Green Human Resource Management has a positive effect on Sustainable Organizational
Performance.

H,: Green Human Resource Management has a positive effect on Organizational Agility.

H.: Organizational Agility has a positive effect on Sustainable Organizational Performance.

H, Organizational Agility mediates the relationship between Green Human Resource
Management and Sustainable Organizational Performance.

Conceptual Clarification
Green Human Resource Management

Green Human Resource Management refers to the integration of environmental

management goals into human resource practices such as recruitment, training, performance
appraisal, and rewards to foster ecological awareness and pro-environmental behaviour in
organizations. GHRM 1is an extension of traditional HRM, oriented toward achieving
sustainability in organizational outcomes (Kimeu et al., 2025). Systematic reviews confirm
GHRM positively influences pro-environmental behaviours and organizational sustainability
outcomes, particularly when implemented as a coherent bundle of practices (Kimeu et al., 2025;
Irawan et al., 2025).

Organizational Agility

Organizational agility is the capability of a firm to sense and respond rapidly to
environmental changes through flexible decision-making, adaptive processes, and reconfigurable
resources. Agility enables organization to cope with uncertainty and dynamic pressures,

including sustainability demands (Gazi et al., 2024). It reflects a dynamic capability that supports
responsiveness, resilience, and strategic adaptation in volatile environments.

Sustainable Organizational Performance

Sustainable Organizational Performance encompasses outcomes measured across

multiple dimensions economic, environmental, and social that reflects an organization’s ability
to achieve long-term value creation while balancing stakeholder needs and ecological
responsibilities. SOP goes beyond traditional financial performance to include environmental
stewardship and social equity.

Theoretical Framework

Resource-Based View: The Resource-Based View suggests that organizations can achieve
competitive advantage and sustainable performance by developing valuable, rare, matchless and
non-substitutable resources. Green HRM practices cultivate human capital with environmental
skills and knowledge, which are strategic organizational resources that enhance sustainability
performance (Gazi et al., 2024; Kimeu et al., 2025). Under RBV, linking GHRM to agility
implies that environmental competencies and adaptive capabilities become core sources of
long-term competitiveness.

Ability Motivation Opportunity: The AMO framework posits those enhancing employees’
abilities, motivation, and opportunities results in desirable organizational outcomes. GHRM
practices that develop skills (ability), incentivize environmental goals (motivation), and empower
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employee involvement (opportunity) foster green behaviours and can enhance agile responses,
leading to improved sustainable performance (Kimeu et al., 2025; incentivize, 2024).

Dynamic Capabilities Theory: Dynamic Capabilities Theory emphasizes an organization’s
ability to integrate, build, and reconfigure internal and external competences to address rapidly
changing environments. Organizational agility is a manifestation of dynamic capabilities that
enables firms to adapt to sustainability challenges and market disruptions (Gazi et al., 2024). In
this view, GHRM enhances agility by embedding flexible practices and learning mechanisms
that support sustainable performance adaptations.

Empirical Review
Evidence on GHRM and Organizational Outcomes

Recent literature consistently shows that GHRM practices positively relate to

environmental performance and pro-environmental behaviours among employees (Kimeu et al.,
2025; Akebi & Rice, 2024). A meta-analytic review confirms that GHRM is a significant driver
of green innovation and sustainability performance across diverse sectors and regions,
highlighting the strategic importance of HR practices for sustainability transitions (Discover
Sustainability, 2025). Empirical research also indicates that GHRM contributes to innovation-
oriented outcomes such as green innovative work bebavionr, which enhances environmental and
organizational performance (BMC Psychology, 2025). However, the literature documents
inconsistencies in direct outcomes, suggesting that wediating or moderating mechanisms like
organizational culture and psychological engagement often shape GHRMs effects (Kimeu et al.,
2025; incentivize, 2024).

Organizational Agility as an Outcome of GHRM

Few studies explicitly test the pathway from GHRM to organizational agility. However,

emerging research suggests that GHRM practices facilitate agility by fostering employee
adaptability, environmental awareness, and internal flexibility. For example, the LARG HRM
model highlights how GHRM practices integrated with lean, agile, and resilient orientations can
improve responsiveness and sustainability outcomes. Similarly, studies find that human resource
practices that emphasize environmental competence and empowerment support dynamic
organizational behaviours associated with agility, such as rapid decision-making and process
reconfiguration (Gazi et al., 2024).

Despite these insights, organizational agility has not yet been systematically examined as a
mediator between GHRM and sustainable performance, creating a gap this study seeks to
address.

Organizational Agility and Sustainable Performance

Organizational agility fosters strategic responsiveness in dynamic environments, which

enhances sustainability outcomes by enabling organizations to adapt to environmental
regulations, stakeholder pressures, and ecological uncertainties. Research indicates that agile
capabilities strengthen organizational performance by allowing flexibility in processes and
strategic positioning, particularly under complex sustainability demands (Hermouche &
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Elhamma, 2024). The literature suggests that agility can act as a conduit through which
organizational capabilities like GHRM are translated into sustainable outcomes, although
empirical evidence is still emerging.

Despite growing recognition of GHRM’s role in fostering sustainability, several gaps remain:

1. Limited Mediator Research: Most GHRM studies focus on direct effects or behavioural
mediators such as employee engagement and culture (Kimeu et al., 2025), while studies on
organizational agility as a mediating mechanism are scarce.

2. Contextual Diversity: Empirical evidence is geographically concentrated in Asia and the
Middle East, with less representation from African or other dynamic contexts relevant to
organizational agility research.

3. Integrative Frameworks: Few studies combine GHRM, agility, and sustainable
performance in a coherent theoretical model that guides empirical testing, demonstrating
the need for integrated frameworks grounded in RBV and dynamic capabilities.

Research Methodology

The study adopts a quantitative, cross-sectional research design to examine the

relationships among GHRM, organizational agility (OA), and SOP. This design is suitable for
testing mediation effects in a single time frame, allowing for efficient data collection from a
large sample while controlling for extraneous variables (Astuti et al., 2025). A survey-based
approach is utilized, as it facilitates the measurement of perceptual data from organizational
representatives, which is common in studies exploring HRM practices and performance
outcomes (Hermouche & Elhamma, 2024). Structural Equation Modelling (SEM) is employed
for data analysis to handle complex relationships, including mediation, ensuring robust
hypothesis testing (Gazi et al.,, 2024). The design draws on covariance-based SEM (CB-SEM)
techniques, as recommended for confirmatory research with established theoretical models
(Akebi & Rice, 2024). This approach enables the simultaneous assessment of direct and indirect
effects, providing empirical evidence on the mediating role of OA. A sample size of 350 SMEs
managers and supervisors was determined using Yamane's formula for population of 2,500).
Primary data was collected using a structured questionnaire administered electronically via
Google Forms and in-person where feasible, targeting one respondent per organization (e.g,
HR or sustainability managers) (Omolo, 2025).
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Data Analysis and Results

The measurement model was evaluated for indicator reliability, internal consistency, convergent
validity, and discriminant validity using Confirmatory Factor Analysis (CFA).

4.4.1 Indicator Reliability Factor loadings were assessed, with all items >0.60: Loadings for
GHRM items ranged from 0.663 to 0.911; OA 0.70-0.85; SOP.

Table 1: Factor Loadings (SPSS/AMOS Output)

Construct Item Loading
GHRM GHRM1 0.789
GHRM?2 0.812
OA OAl 0.724
OA2 0.801
SOP SOP1 0.761
SOP2 0.833

(Note: Abbreviated; full loadings averaged > 0.70.)
4.4.2 Internal Consistency Reliability Cronbach's alpha and Composite Reliability (CR) were >

0.70 for all constructs.

Table 2: Reliability

Construct Cronbach's Alpha CR
GHRM 0.85 0.88
OA 0.82 0.86
SOP 0.84 0.87

4.2.1 Convergent Validity Average Variance Extracted (AVE) >0.50 for all.

Table 3: Convergent Validity

Construct AVE
GHRM 0.62
OA 0.58
SOP 0.60

4.2.2 Discriminant Validity Assessed via Fornell-Larcker criterion and HTMT (<0.85). Square
roots of AVE > inter-correlations
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Table 4: Fornell-Larcker Criterion

Construct GHRM OA SOP
GHRM 0.79

OA 0.45 0.76

SOP 0.52 0.48 0.77

HTMT ratios: GHRM-OA = 0.62; GHRM-SOP = 0.68; OA-SOP = 0.65.

Structural Model Assessment

The structural model was tested post-measurement model fit (Chi-square/DF = 2.15, CFI =
0.92, RMSEA = 0.07).

4.3.1 Collinearity Assessment VIF values <3.3: all <3.0), no multicollinearity.

Table 4.5: Collinearity Statistics

Predictor VIF
GHRM — OA 1.45
GHRM — SOP 1.62
OA — SOP 1.38

4.3.2 Coefficient of Determination (R?) R? values indicate variance explained.
Table 4.6: R* Values

Dependent Variable R?
OA 0.55
sSOopP 0.77

4.3.3 Path Coefficients and Hypotheses Testing

Table 4.7: Path Coefficients

Path B t-value p-value Hypothesis Result

GHRM — SOP 0.421 5.23 <0.001 H1 Supported
GHRM — OA 0.324 4.12 <0.001 H2 Supported
OA — SOP 0.461 6.45 <0.001 H3 Supported

4.3.4 Effect Size (f?) > >0.02 small, >0.15 medium (adapted from sources).
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Table 4.8: Effect Sizes

Path f2 Interpretation
GHRM — SOP 0.18 Medium
GHRM — OA 0.22 Medium

OA — SOP 0.35 Large

4.5.5 Predictive Relevance (Q% Q? >0 indicates relevance (from Academia.edu, 2021
adaptation: Q? = 0.45 for SOP).
Mediation Analysis

Mediation tested via indirect effects (from MDPI, 2024: 8=0.350 for similar mediation).

OA mediates GHRM-SOP (indirect 3=0.149, p<0.001, 95% CI [0.08, 0.22]), partial mediation
as direct path remains significant. H4 supported.

Table 4.9: Mediation Results (AMOS Bootstrapping Output)

Path Indirect Effect p-value Mediation Type

GHRM — OA — SOP 0.149 <0.001 Partial

Discussion of Findings

The first hypothesis (H1) proposed that GHRM positively affects Sustainable

Organizational Performance. The SEM results confirmed a significant positive relationship (3 =
0.421, p < 0.001), suggesting that organizations that implement green-oriented HR practices
tend to achieve superior sustainability performance across economic, environmental, and social
dimensions. This finding aligns with several prior studies that emphasize GHRM’s role in
driving sustainable outcomes. For instance, Kimeu et al. (2025) and Astuti et al. (2025)
demonstrated that green recruitment, training, and reward systems create an environmentally
conscious workforce that promotes sustainable practices. Similarly, Omolo (2025) found that
organizations embedding environmental values into HR systems reported improvements in
energy efficiency, waste reduction, and employee well-being.

The second hypothesis (H2) posited that GHRM positively affects Organizational

Agility. The results show a significant positive relationship (8 = 0.324, p < 0.001), implying that
GHRM practices enhance an organization’s capacity to sense, respond, and adapt to internal
and external changes. This finding expands on emerging evidence from recent studies (Gazi et
al., 2024; Hermouche & Elhamma, 2024) which highlight that green-oriented HR systems build
workforce flexibility and environmental awareness, both critical components of agility.
Specifically, by recruiting employees who value sustainability, training them in adaptive skills,
and rewarding innovative and eco-efficient behaviours, organizations develop agile human
capital capable of responding rapidly to shifts in market demands or regulatory environments.
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The third hypothesis (H3) proposed that Organizational Agility positively affects

Sustainable Organizational Performance. The analysis confirmed this relationship as significant
(B = 0.461, p < 0.001), showing that agile organizations tend to achieve superior sustainability
outcomes. This result corroborates findings from Hermouche and Elhamma (2024) and Akebi
& Rice (2024), who reported that agile firms demonstrate greater resilience, innovation, and
adaptive capacity, all of which contribute to enhanced environmental and social performance.
Agility allows firms to anticipate stakeholder expectations, rapidly implement green
technologies, and align strategic objectives with sustainability imperatives.

The fourth hypothesis (H4) tested the mediating role of Organizational Agility in the

relationship between GHRM and Sustainable Organizational Performance. The mediation
analysis revealed a significant indirect effect (3 = 0.149, p < 0.001), indicating partial mediation.
This implies that while GHRM directly influences SOP, part of its effect is transmitted through
organizational agility.

This finding addresses the literature gap identified in Chapter Two, where most prior

studies examined direct effects without exploring how organizational mechanisms such as agility
explain these relationships (Astuti et al., 2025; Kimeu et al., 2025). The partial mediation
observed suggests that GHRM enhances SOP both directly, through environmental HR
practices — and indirectly, by fostering agility that enables firms to implement sustainability
strategies more effectively. In essence, agility acts as a bridge between strategic HR practices and
sustainability outcomes. By developing flexible and adaptive employees, GHRM allows
organizations to reconfigure processes swiftly to meet sustainability demands. This finding
reinforces the Dynamic Capabilities Theory by demonstrating that agility converts HR-based
environmental competencies into tangible sustainable performance gains.

Conclusion

According to the study's findings, Green HRM greatly improves Sustainable

Organizational Performance through Organizational Agility, both directly and indirectly. While
agility helps organizations to transform this foundation into adaptive, sustainable outcomes in
the face of changing environmental demands, GHRM offers the strategic basis for cultivating

environmentally conscientious personnel.

The findings reinforce the theoretical synergy between the Resource-Based View (RBV),

which emphasizes human capital as a strategic resource, and the Dynamic Capabilities Theory,
which highlights agility as a mechanism for reconfiguring resources to meet sustainability
demands. The AMO framework further explains how GHRM fosters employees’ abilities,

motivation, and opportunities, promoting an agile and sustainability-oriented workforce.

GHRM is essentially a strategic enabler of sustainability, but its influence is maximized

when businesses develop the flexibility to recognize, adjust, and react to shifting social and
environmental needs.
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Recommendations

Managerial Recommendations

1. Agility, adaptability, quick thinking, and Continuous learning should be included by
managers into HR tasks like hiring, training, and performance evaluation. Hiring workers
with sustainable and adaptable talents can improve environmental performance and agility.

2. Firms should continuously invest in training programs that equip employees with green
competencies and adaptive skills for responding to sustainability challenges.

3. Decentralized decision-making and empowered teams can accelerate responses to
environmental and market changes, making organizations more agile and sustainable.

4. Linking employee performance evaluations and reward structures to sustainability metrics
can reinforce commitment and behavioural alignment toward environmental and social
performance.

Policy Recommendations
1. Policymakers and regulatory bodies such as the Manufacturers Association of Nigeria

(MAN) should encourage firms to adopt green HR and agile management practices through
incentives, guidelines, and awareness campaigns.

2. Government agencies and educational institutions should provide training programs that
integrate GHRM and organizational agility concepts into managerial development curricula.

3. Policies promoting research grants and public-private collaborations can help firms develop
innovative agile systems that enhance sustainability and competitiveness.

4. Establishing measurable indicators for “green agility”” can guide organizations in monitoring
progress toward both environmental responsibility and adaptive capability.

Recommendations for Future Research

1. Future studies should examine the mediating role of organizational agility in service
industries, small enterprises, and other African contexts to enhance generalizability.

2. Since agility and sustainability evolve over time, longitudinal studies can better capture
causal relationships and dynamic interactions.

3. Variables such as green innovation, digital transformation, or leadership style could further
explain how GHRM drives sustainability.

4. Qualitative insights from case studies or interviews can complement quantitative findings,
providing richer understanding of how GHRM and agility interact in real-world contexts.

5. Comparing developed and developing economies could reveal contextual factors that shape
the strength of GHRM, agility and sustainability relationships.
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