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Abstract: This conceptual study is based on literature reviews related to green human resource management 
(GHRM), employee empowerment, and pro-environmental behavior (PEB) at the workplace. Business 
activities in small and medium enterprises or corporations, including agriculture, will impact the ecosphere. 
The impact suggests the importance for organizations to focus their concerns on PEBs to reduce the negative 
environmental impact of their ignorance of green practices. Organizations may use GHRM to efficiently 
provide and execute environmentally friendly policies since it can track and impact employee environmental 
behavior. The present study aimed to investigate for future research whether employee empowerment 
mediates the relationship between the GHRM and PEB at the workplace from the perspective of the Ability-
Motivation-Opportunity (AMO) Theory, specifically among agricultural companies in Malaysia. The study 
continued to explore the concepts, issues, and objectives through several works of literature in numerous 
areas. This conceptual paper signifies supplementing works of literature as a future reference for academics. 
The outcome of this study can offer information to agricultural companies on the ways to leverage GHRM and 
employee empowerment to promote PEB in the workplace. 
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1. Introduction and Background 
 
The agricultural sector contributes to substantial economic growth by producing food sources, providing job 
opportunities, and endowing industrial raw materials (Afzal et al., 2009; Ali et al., 2017). In Malaysia, the 
agricultural industry contributes approximately 8.7% to the annual gross domestic (GDP) and 11.4% to the 
total employment (Hassan et al., 2018), making it one of the predominant sectors for socio-economic 
activities. Although it plays an important role in increasing crops for food security, agriculture activities have 
caused new issues leading to climate change (Moghaddam et al., 2020). Approximately 30% of all greenhouse 
gas emissions are attributable to agricultural operations, mostly due to the usage of chemical fertilizers, 
pesticides, and animal manure. Thus, to maintain global clients and sustain a vibrant global economy, 
effective management and control procedures are essential in environmental issues. According to Paille et al. 
(2014) and Tang et al. (2018), aligned with the concern for green practices, organizations gain their 
reputation and competitive advantage through sustainable environmental practices. They are aware of the 
significance of involving employees in attempts to improve sustainable performance through programs 
geared towards ensuring efficient usage of energy and reducing waste and other resources. 
 
 The research on pro-environmental behavior (PEB) in the workplace has emerged widely as most 
organizations are aware that green elements are their competitive advantage, especially when facing global 
climate change crises. In Malaysia, a serious concern exists for green practices due to the nation's poor 
environmental performance based on Global Environmental Performance Index. Malaysia ranked 9th in 2006, 
26th in 2008, 54th in 2010, 25th in 2012 and 51st in 2014 to 75th recently in 2018. Hence, as reported by the 
Department of Environment (2010), the Malaysian government needs to be seriously focused on preserving 
the environment using numerous efforts, including the Ministry of Energy, Green Technology, and Water's 
(KeTTHA) promotion and funding of high-impact green technology research. The efforts were undertaken to 
align with one of the three themes in the 12th Malaysia Plan (2021-2025): Advancing Sustainability towards 
guaranteeing continuous economic growth while protecting the environment and continuing Malaysia's 
commitments to global targets. 
 
Human activity is one of the main causes of climate change, and currently, an international consensus 
agrees that PEB must be promoted. A number of agricultural characteristics, including yield, cultivation of 
crops, and crop value, are changing as a result of climate change, which affects agriculture sustainability. 
Climate change has a variety of effects on agricultural yield, affecting both household and national food 
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security in diverse ways. Additionally, food security and sustainable agriculture are focal topics 
for innovation-related initiatives and research under the UN Sustainable Development Goals and Horizon 
2020 (European Commission 2011). The significance of sustainable agriculture in agriculturally dependent 
countries, such as Malaysia, has been widely debated among academics. Tiraieyari and Uli (2011) pointed out 
that approximately 90% of Malaysia's farmers that grow food are small-scale farmers of unprofitable crops 
with expensive production costs, insufficient inputs, low yields, and unsatisfactory product quality.  
 
The Malaysian government has assisted fertilizer subsidy farmers in raising their output and enhancing their 
revenue since the nation's agriculture strategy prioritizes higher production to attain food self-sufficiency 
(FAO, 2004). Endeavors to produce enough food and fiber for self-sufficiency have also resulted in Malaysia 
implementing an intensive agricultural system and consequently facing environmental degradation. In 
general, environmental behavior scores, specifically for air pollution and waste management, among 
Malaysians are not as high as their environmental awareness score due to the factor of convenience. Besides, 
PEBs are habitually performed (Staats, 2004) and are unlikely mentioned in the job description. Yuriev et al. 
(2018) discovered negligence of these behaviors among managers as it is not described in official documents. 
This finding is supported by Daily et al. (2009), who highlighted that the managerial level ignored employees' 
responsibility to lessen the organizations' environmental impact owing to unexpected behavior. Effective 
human resource management is necessary to accomplish PEB at work since it is difficult to achieve this by 
employing solely formal methods. According to a number of empirical studies on the disparities between 
environmentally friendly behavior at home and the office, the same individual recycles more regularly at 
home than at work. Additionally, Lo et al. (2012) demonstrated substantial discrepancies in energy-saving 
practices outside and inside the workplace. According to Norton et al. (2015), certain behaviors were linked 
to the organization, while others were connected to the individuals' qualities when related to PEB-related 
difficulties. According to a recent study by Faraz et al. (2021), encouraging PEB gave organizations a strategic 
advantage by cutting expenses, increasing income, cultivating a favorable reputation, achieving sustainability 
efforts, and preserving a competitive edge. 
 
Vinojini and Arulrajah (2017) studied external and internal factors that influence PEB in the workplace, 
including green human resource management (GHRM). Dumont et al. (2017) researched and stated that 
employee behavior is influenced by the direct and indirect effects of GHRM. Thus, an individual's green 
behavior influences the personal value of employees towards environmental performance. Hence, this study 
concluded that a positive relationship exists between GHRM practices and the workplace behavior of the 
employees. There is a number of theories that support the notion that employees must be empowered, 
motivated and environmentally conscious to pursue green practices. According to the management concept 
known as empowerment, employees who are given the freedom to make their own choices are more likely to 
be emotionally involved. Employees increase their level of activity and develop a resilient spirit by being 
involved in worthwhile endeavors that advance the success of the company through empowerment (Elnaga & 
Imran, 2014). The present conceptual study examines the nexus between the GHRM practices of the 
Malaysian agricultural industry and employee empowerment and the effect on PEBs. 
 
Problem Statement: There has been an increasing interest among practitioners and researchers in exploring 
the GHRM concept over the last two decades (Gilal et al., 2019). Nevertheless, studies that have focused on 
how to encourage staff to adopt a positive attitude and behavior to manage organizations' environmental 
impact and improve sustainable business operations remain limited (Dumont et al., 2017). The PEBs are 
considered critical employee behaviors for enhancing environmental performance within the GHRM 
framework (Tang et al., 2018). The PEB refers to any action related to responsible environmental behaviors 
to assist firms in achieving environmental sustainability (Andersson et al., 2013). As suggested in the 
literature, employees' roles are crucial in assisting the organization in becoming green by using PEBs   u lfs 
and Hahn, 2013). Nonetheless, the relationship between GHRM and employee workplace green behavior, 
such as PEBs, has not yet been sufficiently studied, despite the growing academic interest in this topic (Saeed 
et al., 2019). Additionally, relatively few researchers have focused on the underlying mechanism behind the 
relationship between GHRM and PEBs. Thus, this study aims to fill up any existing gaps in the literature by 
first studying the direct effects of GHRM on PEBs and subsequently examining the indirect mechanisms by 
which GHRM may affect PEBs. In this respect, the current research intends to investigate the mediating role of 
employee empowerment in the relationship between GHRM and PEBs.  
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Questions and Research Objectives: The purpose of the conceptual study is to reveal the relationships 
between GHRM, employee empowerment, and the PEB of the agricultural industry in Malaysia. Therefore, the 
following research questions will be addressed: 

 Is there a relationship between GHRM and PEB in the agricultural industry? 
 Is there a relationship between employee empowerment and PEB in the agricultural industry? 
 Is there a relationship between GHRM and employee empowerment in the agricultural industry? 
 Does employee empowerment mediate the relationship between GHRM and employee PEB? 

 
Significance of the Research:  The present conceptual study is crucial as it potentially offers vital 
implications to various business leaders from the agricultural sector who desires to monitor their 
organizational performance constantly. The present study aims to examine the impact of GHRM on green 
awareness and practices among employees. In addition, the study will also investigate the mediating effect of 
employee empowerment between GHRM and employee PEB. The findings of these relationships could offer 
knowledge that benefits the agricultural sector on ways to leverage empowerment to enhance PEB among 
employees. Besides, the study could be crucial to policymakers entrusted with designing support mechanisms 
and schemes to promote the green practices of organizations. The findings of the study could also add to the 
existing body of literature referred to by scholars. 
 
The Ability-Motivation-Opportunity (AMO) Theory: The theory of Ability-Motivation-Opportunity (AMO), 
as suggested by Applebaum et al. (2000), focuses on helping to select a human resource (HRM) activity that 
improves organizational success. According to Gerhart (2005), a good choice of HRM practice is important for 
the conscious development of employee skills (selection, recruiting, and training), motivation (performance-
related pay), and opportunities to act (emphasis on teamwork and suggestions). Katou and Buddhwar (2010) 
divided HRM activities into three classes, which are HRM mechanisms affecting the desire to perform, the 
motivation to perform, and the ability to perform. Finally, in this vein, Rauch and Hatak (2016) systematized 
and specifically described and differentiated HRM activities into three distinct classes, namely skills, 
motivation and empowerment. Abilities enhancing HRM activities (Subramony, 2009) are aimed at increasing 
the level of expertise, skills, and skills within the business, thereby allowing employees to perform their job 
properly. This community consists of two subgroups: i) HRM practices that concentrate on expertise and are 
mainly task selection, and (ii) HRM practices that concentrate on information and skills development. These 
HRM activities can be influenced by interventions, in particular, training and coaching. 
 
In essence, motivation-enhancing activities are designed to steer employee actions toward the goals of the 
company through the use of an acceptable set of rewards. These rewards include but are not limited to, 
performance management, compensation, motivation, and reward activities. Notably, motivation-enhancing 
activities vary in organizational behavior literature (Deci and Ryan, 1985), which focuses primarily on 
extrinsic motivation by concentrating on rewards and benefits. Empowerment-enhancing activities focus on 
the growth of employee autonomy, engagement in the decision-making process, and employee accountability 
and input mechanisms. 
 
The theory of AMO is bound to have several implications. First, HRM activities have an indirect effect on 
organizational success by improving human skills and motivation and influencing the requirements for 
innovation, accountability, and active involvement in the life of an organization. Second, various HRM 
activities influence the various elements of the AMO. Some activities promote capacity, focus on motivation 
and are considered to affect organizational conditions. Third, HRM practice studies are viewed as the 
antecedents of AMO, situated at the intersection of management, psychology, sociology, and organizational 
behavioral theories. Fourth, AMO applies to and encompasses numerous components, including expertise, 
skills, experience, commitment, work satisfaction, decision-making, determination, accountability, creativity, 
and innovation. Researching all AMO components in one research would be incredibly difficult due to the 
sheer number of various AMO manifestations. Researchers concentrate on a single AMO case at a time, such 
as happiness, engagement, awareness, decision-making, and imagination. 
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2. Literature Review 
 
PEB at Workplace: The PEB is considered one of the approaches that can be employed by organizations to 
reduce their adverse ecological impact. The employment of PEB is encouraged because PEB, also known as 
personal actions by individuals and with support from their organizations, can help to improve the 
environment (Blankenberg and Alhusen, 2018). Employees are considered agents of implementing 
organizational change regarding green initiatives and policies in many aspects (Dumont et al., 2017) because 
improving environmental sustainability and its success are dependent on employees' PEB (Saeed et al., 
2019). Employees' PEB can be categorized into five dimensions listed below (Fatoki, 2019):  

 Conserving: Conserving focuses on behaviors that preserve resources and avoid waste (such as 
recycling).  

 Avoiding harms: Avoiding harm includes behaviors that reduce or mitigate the damage to the 
environment (such as pollution prevention).  

 Transforming: Transforming focuses on changing and adapting to sustainable behavior (for instance, 
buying green products and renewable energy). 

 Influencing others: Influencing others focuses on social behaviors that support sustainability (such as 
motivation, training, and incentives).  

 Taking initiative: Taking initiative involves behaviors that do not support the status quo (for 
example, lobbying and activism).  

 
Prior studies have empirically suggested that the ability to perform work in environmentally conscious 
behavior is important. Thus, organizations must crucially develop such behavior among their employees 
(Afsar et al., 2018; Chaudhary, 2019; Cheema et al., 2019; Fawehinmi et al., 2020). Furthermore, other 
literature has pointed out several benefits for organizations that practice PEB For example, their employees 
will (i) promote and enhance the natural environment, which will help the long-term survival of the world 
and (ii) have a positive impact on financial implications in terms of reducing costs and improving financial, 
environmental, and social performance (Fatoki, 2019). Nonetheless, the evidence on how, why and when 
employees adopt these behaviors remains undiscovered or inconclusive (Dumont et al., 2017; Saeed et al., 
2019; Fawehinmi et al., 2020). Therefore, based on this literature, the organizations shall put their effort and 
attention into the importance of PEB and their roles in green practices. Moreover, the findings in the 
literature drive the authors' motivation to explore PEB determinants which is also the aim of this research.  
 
GHRM and PEB: The reviews of literature further suggested that organizations can utilize GHRM to 
effectively deliver and implement environment-friendly policies because it has the ability to measure and 
influence employee environment‐related behavior, attitudes, knowledge, and motivation (Guziana and 
Dobers, 2013; Jabbour et al., 2013). In fact, past literature has stated their concerns on the effects of 
environmental management activities from HRM practices, which can enhance its alignment with 
environmental management (Jabbour et al., 2013). Globally, respect for the atmosphere drives businesses to 
adopt ecological HRM activities, namely climate management dimensions of HRM, to encourage sustainable 
occupational actions among workers. Renwick et al. (2013) defined GHRM as HRM activities that produce 
positive environmental results. Past studies underlined GHRM as a new approach based on various aspects, 
such as the development of environmentally friendly working conditions and the creation of a green 
workforce (Bombiak et al., 2018). Besides, GHRM officially established and implemented policies and 
practices that can directly influence employee behavior, guiding company personnel to engage in PEB at 
work. Thus, the following hypothesis has been posited. 
H1: There is a positive influence of GHRM on PEB in the agricultural sector. 
 
Employee Empowerment and PEB: The employees may feel more comfortable with a high level of 
empowerment provided by the leader as they gain a high sense of control. Additionally, they may perceive 
that the empowering behaviors are coherent with their existential values, which results in them interpreting 
their work as meaningful. Due to the sense of meaningfulness, empowering behaviors bring a feeling of 
satisfaction. Hence, employees become more committed to their organization, which motivates them to spend 
more time and energy in their organization. Employees can be provided with opportunities to engage in 
environmental management, which allows them to promote pollution reduction and recognize environmental 
opportunities (Renwick et al., 2013). Research has shown that employee green engagement is critical to 
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enhancing the efficiency of the environmental management system, such as eliminating waste and emissions 
at the workplace and making maximum use of resources. Renwick et al. (2013) outlined a variety of employee 
green communication processes from an integrated perspective. Employees can be inspired to engage in 
environmental management by providing green initiatives, such as writing newsletters, forming problem-
solving groups, or setting up green teams (Vallaster, 2017). Encouraging green participation includes 
presenting staff with resources for quality development and environmental issues to be discussed. Thus, the 
authors suggest the following hypothesis: 
H2: Employee empowerment in the agricultural sector relates positively to PEB. 
 
GHRM and Employee Empowerment: Employees' PEB can be affected by GHRM practices through 
psychological mechanisms (Hameed et al., 2020; Spreitzer, 1995). Psychological green engagement and green 
climate in green initiatives are examples of psychological mechanisms for performance enhancement. 
Employees would contribute to green performance when they are empowered through GHRM practices. 
Thus, employees play an important role in strengthening the nexus between environmental performance and 
GHRM. When they feel empowered, they will present discretionary behavior, which is related to green 
behavior. Furthermore, employees will feel obliged to present environmental behavior if they receive some 
benefits from the company for green initiatives (Hameed et al., 2020). With these findings, it can be assumed 
that GHRM practices are related to employee empowerment. Thus, the following hypothesis has been posited. 
H3: There is a positive relationship between GHRM with employee empowerment in the agricultural sector. 
 
The Mediating Effect of Employee Empowerment: Empowerment is a motivational force that increases the 
self-efficiency of organizational members, including formal and informal practices of facilitating competence 
(Conger and Kanungo, 1988). Furthermore, most scholars emphasized empowerment as a motivational 
construct in promoting proactive behaviors. Employees will receive the feeling of empowerment and 
competency when employers offer empowerment to them, which makes them believe that they can influence 
their environment. Empowerment is known as an active perception of an individual work role and not a 
passive one, as it includes self-esteem, rewards, control and access to information. In addition, initiating and 
regulating actions with a positive impact on the job environment is part of the subjective process of 
empowerment. Moreover, a higher level of psychological empowerment is found to lead to leadership 
creativeness and effectiveness. The creativity of employees and their ability to influence intrinsic motivation 
within the organization is improved when they feel empowered. Past research has explored the mediating 
effect of psychological empowerment in other constructs, such as between job performance and psychological 
climate, affective commitment and job satisfaction, and the relationship between transactional leadership and 
followers' organizational identification. Therefore, the hypothesis has been posited as follows.  
H4: Employee empowerment mediates the relationship between the GHRM and PEB of the agricultural sector 
in Malaysia. 
 
3. Research Methodology 
 
This article used an archival method based on literature reviews from journal articles, proceedings, theses 
and books to understand the existing studies of GHRM and PEB at the workplace to propose a conceptual 
framework. The keywords searched in the search engines such as Scopus, WoS and Google Scholar were 
“green human resource management”, “pro-environmental behavior”, “green behavior”, “employee 
empowerment” and “ability-motivation-opportunity theory”. 
 
4. Conceptual Model Development 
 
This conceptual study attempts to determine the relationship between GHRM and PEB and whether the 
relationship is mediated by employee empowerment. Studies have been undertaken on several models 
established by other authors. The conceptual model shown in Figure 1 is the combination study of Kularathne 
(2020) and Saeed et al. (2018). Kularathne (2020) investigated the effect of employee empowerment on 
environmental performance. On the other hand, Saeed et al. (2018) determined the relationship between 
GHRM and employees' PEB, which is also mediated by psychological capital from diverse industry sectors, 
such as the manufacturing, pharmaceutical and power industries. Therefore, as shown in Figure 1, the study 
proposed the following hypothesis: 
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H1: There is a positive influence of GHRM and PEB on the agricultural sector. 
H2: Employee empowerment in the agricultural sector relates positively to PEB. 
H3: There is a positive relationship between GHRM with employee empowerment in the agricultural sector. 
H4: Employee empowerment mediates the relationship between the GHRM and PEB of the agricultural sector 
in Malaysia.  
 
Figure 1: Proposed Research Model 
 
 
 
 
 
 
 
 
 
 
 
5. Conclusion 
 
The findings of the present study will provide a gateway to the study of the relationship between GHRM, 
employee empowerment, and PEB in the agriculture industry in Malaysia. Further research needs a wider 
range of literature to obtain insightful knowledge. This conceptual paper is expected to contribute to and 
supplement literature for the reference of future scholars. It serves a remarkable impact on the policymakers 
and owners of management in agriculture upon the full completion of the research. 
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