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Abstract 

In the development of any nation, universities are essential. Researchers' attention is growing in the issue of sustainable 

university growth, especially through green human resource development (GHRM). Our research investigates the 

importance of resource commitment (RES), its connection to employee green behavior (GEB) and GHRM, and the 

combined effect of these factors on sustainable university performance. The study examined the ways in which these 

factors affect Sustainable University Performance by utilizing quantitative techniques to examine 294 research 

samples.  

Research purpose:  

This research investigated the combined influence of Resource Commitment, GHRM, and Employee Green Behavior 

on the Sustainabel Univeristy Performance of university  

Research motivation: 

Sustainable university development has emerged as a significant focus for researchers in recent years. In the context 

of Vietnamese universities, this development is closely tied to "green" resources and the goal of enhancing both the 

quality of human resources and the green behavior of employees. This study aims to elucidate the importance of RES 

in its relationship with GHRM and GEB, and how these factors collectively influence Sustainable University 

Performance. 

Research design, approach, and method: 

The research applied quantitative research methods, gathering data from 294 participants in Vietnam University 

Main findings: 

The findings indicate a strong impact of RES on GHRM, GHRM on GEB, as well as considerable impact of GEB on 

Sustainable Univeristy Performance.  

Practical/managerial implications: 

The study highlights several important contributions, it also provides insights for university administrators on how to 

improve GHRM through Resource Commitment. Consequently, administrators can assess and adjust policies to attract 

and retain high-quality human resources, thereby developing a positive and creative workplace for employees. 

Keywords: Sustainable development; Green Human Resource Management; Resource Commitment; Employee Green 

Behavior 

1. INTRODUCTION

Sustainable organizational performance is a well-established concept with readily accessible information and a broad  
consensus.  This  concept  is  a  foundation  built  on  environmental  responsibility,  societal  values,  and  performance 
accountability (Alghamdi et al., 2017). In the early 1970s, universities recognized the importance of sustainability in their 
operations (Finlay & Massey, 2012). By the 21st century, sustainability issues had become a prominent agenda across  
various sectors, including government, private industry, and education (Hussain et al., 2019). This growing awareness has 
prompted universities worldwide to integrate sustainability into their frameworks, standards, policies, and assessment  
systems, often through initiatives such as declaring themselves as sustainable universities (Shriberg, 2002). However, this 
presents a challenge for higher education institutions globally, as they strive to implement sustainable performance in 
balancing of environmental, social, and economic dimension (Zaptcioglu Celikdemir et al., 2017).

The sustainable universities is essential for the progress of the national education system. To achieve this goal, university 
leaders must implement a robust management system that ensures the efficient operation of the institution. Central to this 
system is human resource management, which plays a critical role in sustaining and enhancing employee motivation,  
fostering well-being, and reinforcing the connection between employees and the organization. In line with current HRM 
trends, GHRM has emerged as a key factor in strengthening the university's operational framework. By integrating 
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GHRM, universities can effectively develop their human capital, thereby supporting and enhancing their competitive  
advantage.
GHRM is instrumental  in developing human capital  and establishing the competitive advantages necessary for the 
sustainable growth of universities. However, the implementation of GHRM initiatives is contingent upon the availability 
of supporting resources. The study by Gyensare et al. (2024) emphasizes the critical role that resource commitment plays 
in shaping GHRM practices within organizations. Furthermore, as universities and organizations pursue GHRM as a path 
toward sustainable development, it is essential to clarify the role of GEB. Research on GEB, as highlighted by Norton et al. 
(2015), indicates that GEB is vital in fostering competitive advantages for organizations, making it a key area of focus for 
many researchers exploring various perspectives. Schmit et al. (2012) highlight that companies are increasingly enhance 
their environmental performance by incorporating green jobs and responsibilities. However, Norton (2015) notes that 
there is a significant gap in empirical evidence concerning the outcomes of GEB. This lack of evidence is a critical issue 
for practitioners and organizational leaders who need to promote GEB in the workplace. Building a strong business case to 
support and promote GEB requires showcasing its benefits, which range from institutional advantages like competitive  
advantage to organizational gains like cost savings, leader effectiveness, team cohesion through positive social norms, and 
intrinsic employee satisfaction. The author of this work investigates the connection between Sustainable University 
Performance, RES, GHRM, and EGB. Based on these results, the author makes policy proposals to improve Sustainable  
University Performance through the implementation of a GHRM system that encourages GEB, backed by organizational 
resources.

2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

2.1 Construct definitions 
2.1.1. Green human resource management
GHRM has attracted a lot of attention lately as a successful tactic for reducing environmental impact and promoting 
sustainability  (Yong  et  al.,  2020).  GHRM  combines  environmental  requirements  with  human  resource  strategies  
(Renwick et al., 2013). In particular, GHRM consists of procedures, rules, and systems intended to promote eco-friendly 
behavior  among employees  (Opatha  & Arulrajah,  2014).  It  is  described as  HRM practices  that  provide  favorable  
environmental results (Kramar, 2014). By implementing strategies like green performance reviews, green training, and 
green incentive  programs,  GHRM greatly  encourages  ecologically  friendly  behavior  (Dumont  et  al.,  2017).  Three 
fundamental components of GHRM have been highlighted more and more in recent research: (1) fostering green skills  
through focused training; (2) encouraging employees to participate in green initiatives through performance management; 
and (3) establishing avenues for employee participation in green activities (Masri & Jaaron, 2017). 
2.1.2. Employee Green Behavior 
Green workplace behavior (GWB) has garnered more attention from researchers in recent years (Dumont et al., 2017;  
Ahmad et al., 2021). GEB is defined by Ones and Dilchert (2012) as scalable behaviors and activities that employees take 
that are related to environmental sustainability and either enhance or diminish it. Reducing the adverse environmental  
effects of individual behaviors is the main objective of GEB (Kollmuss & Agyeman, 2010). Graves et al. (2013) expand on 
this description by stating that GEB at work includes a broad variety of ecologically responsible requirements. These  
include developing green products, recycling and reusing resources, learning about environmental challenges, and putting 
ideas into practice to lessen the company's environmental impact.

The allocation of both tangible and intangible assets—those crucial components that allow for the efficient and successful 
production of market offerings valuable to particular segments—is a sign of an organization's dedication to resources  
(Hunt, 2000). Employees are essential to creating a sustained competitive advantage, according to numerous studies  
(Wright et al., 1994). This suggests that companies that can coordinate and invest in GHRM are more likely to improve  
employee well-being by encouraging positive employee behaviors.

Building green competencies is essential to an organization's survival in a constantly changing environment (Rehman et 
al., 2021). To reduce their detrimental effects on the environment, organizations must prioritize sustainable performance 
and use green practices. The successful execution of environmental protection strategies and processes demonstrates the 
efficacy of sustainability performance and should ultimately improve the organization's overall environmental outcomes 
(Shahzad et al., 2023). A sustainable university is one that makes a concerted effort to lessen negative impacts on social, 
economic, and environmental aspects. In order to support a sustainable lifestyle transformation in the community, this 
commitment entails the wise use of institutional resources, such as collaborations, research, teaching, and community 
service (Velazquez et al., 2006; Akbar et al., 2024).
2.2. Hypothesis development
2.2.1 Resource Commitment impact on GHRM
Resource commitment is demonstrated by how it allocates both tangible and intangible assets which can used to enhance 
efficiently and effectively deliver market offerings with specific value (Hunt, 2000). Research has shown that employees 
are fundamental to achieving an organizational competitive advantage (Wright et al., 1994). This implies that companies 
capable of strategically aligning and allocating resources toward GHRM are likely to enhance employee well-being by  

2.1.3. Resource commitment

2.1.4. Sustainable University Performance
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influencing their behavior. According to resource advantage theory, the strategic resources to gain a competitive edge is  
likely to foster environmentally employee behaviors (Li, 2014). When universities possess adequate resources, both  
tangible  and  intangible,  they  are  better  positioned  to  develop  and  implement  GHRM initiatives.  Specifically,  the 
availability of financial resources enables universities to establish green compensation policies for faculty and staff within 
the  organization.  Similarly,  the  university’s  prestige  and  reputation  facilitate  influencing  faculty  and  staff  when 
implementing a "green" strategy aimed at the sustainable development of the institution, aligned with environmental and 
community protection.
Hypothesis 1: Resource Commitment positve impact on GHRM
2.2.2 Green HRM impact on GEB
GHRM encompasses HR activities focused on implemeting and promoting environmentally sustainable workplace, which 
influence how organizations manage their people (Ahmad, 2015). Organizations that adopt GHRM practices can achieve 
greater efficiency, and foster a more conducive working environment that encourages sustainable employee behavior 
(DuBois & Dubois, 2012). Key practices in GHRM  (green training, green performance management, green rewards and 
compensation) are instrumental in promoting protection environmental behavior among employees (Dumont et al., 2017). 
Moreover,  by  integrating  protection  environment  in  business  practices  and  policies,  GHRM have  the  potential  to 
transform organizational culture, emphasizing the conservation of resources, energy, and the minimization of waste  
(Ahmad,  2015).  Organizations  can  also  instill  green  values  within  their  recruitment  and  selection,  training,  and 
compensation  processes  (Ahmad,  2015).  This  comprehensive  approach  has  the  potential  to  significantly  influence 
workplace behavior, particularly in how employees interact with the natural environment. Based on this understanding, we 
propose the following hypothesis:

s a positive relationship between green HRM practices and employee green behavior (GEB).Hypothesis 2: There i
2.2.3 Resource Commitment and sustainable university performance
Resource commitment represents the allocation of assets that enable an organization to efficiently and effectively deliver 
value to specific market segments (Hunt, 2000). Akbar et al. (2024) affirmed that in the context of higher education, 
employees' environmentally friendly perceptions contribute to sustainable performance and knowledge development  
(Amrutha & Geetha, 2020). In universities, tangible resources provide the necessary financial and non-financial support to 
guide  employee actions  in  line  with  the  institution's  green strategies,  thereby promoting sustainable  development.  
Furthermore, universities, with their reputation and prestige, are expected to lead as pioneering institutions that influence 
and drive the adoption of green trends, ultimately fostering environmentally friendly practices and green behaviors within 
society.
Hypothesis 3: Resource Commitment positive impact on sustainable university performance
2.2.4 Employee Green Behavior and sustainable university performance
The willingness of workers to participate in environmental protection activities is known as GEB (Scherbaum et al., 2008). 
This voluntary behavior is intended to lessen the adverse effects that employees' actions have on the environment. Turning 
off lights, printing on both sides, supporting the company's green plan, riding a bicycle to work, cutting back on waste, and 
starting new environmental preservation initiatives are a few examples of GEB.
According to Chou (2014), GEB is pro-social by nature. The organization benefits from the value that is created by both  
in-role and extra-role behaviors. According to Paillé and Boiral (2013), basic actions like suggesting methods to enhance 
environmental preservation, such as turning off computers at the end of the day, might be considered less formal, extra-
role green behaviors. Environmental protection requires both in-role and extra-role green behaviors (Norton et al., 2014). 
However, because employees have varying degrees of influence over when and how they choose to deploy these behaviors 
at work, they may be motivated by different factors.
Hypothesis 4 : There is a positive relationship between employee green behavior (GEB) and Sustainable university  
performance
2.2.5 Resource Commitment impact on Employee green behavior
Gyensare et al. (2024) have supported the resource advantage theory, which holds that a company's effective use of 
resources to gain a competitive edge is seem to encourage environmentally friendly activities among its workers (Li,  
2014). Therefore, we recommend that businesses that want to promote environmentally friendly behavior among their 
staff members divide their resources wisely. Funding from universities is crucial for guiding, motivating, and encouraging 
employees to fully understand sustainable practices, which can lead to minor behavioral changes like consuming less 
power  and  water  at  work.  Universities'  image  as  knowledge-generating  organizations  that  set  the  standard  for 
implementing innovative green initiatives for environmental protection also reflects their resource commitment. It is  
encouraged for individuals to link their behaviors with the university's commitment to sustainability and environmental  
protection by providing them with real resources derived from the institution's reputation and employer branding. This  
allows them to become leaders in the academic community's green movement.
Hypothesis 5:  resource commitment positive impact on employee green behavior in univesity
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Fig.1. Research model

3. RESEARCH METHOD

3.1 Sampling 
This study gathered the data from employees working in public university in Vietnam. Originally created in English, the  
questionnaire used a five-point scale. Two native bilingual scholars then translated it into Vietnamese. Both online and 
printed copies of the questions are available for distribution to responders. The survey was conducted from March, 2024 to 
Jule, 2024, with a total of 294 valid respondents.

Table 1. Respondent’s profile (N = 294)

Source: Author (2024)

3.2. Measurement
A company's resource commitment to GHRM practices was evaluated using four measures that were modified from 
Gyensare et al. (2024). GHRM: Using various sources, including Ahmad et al. (2021) and Gyensare et al. (2024), six items 
were developed based on the main GHRM functions, such as training and green selected staffing (Dumont et al., 2017).  
Samples of GHRM items: Employees at my company are given green goals. Five elements from earlier research are  
included in GEB (Bissing-Olson et al., 2013). The supervisor of the employee assigned a rating to these items. Eight items 
from Khan & Muktar's (2024) research are included in the assessment of sustainable university performance. 
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3.3. Data analysis
In this study, after collecting data and screening data, the author used SMART-PLS software to analyze data. The data  
analysis process was performed through Cronbach Alpha analysis and Realiability test; Evaluation of Convergence; 
Discriminant Evaluation and SEM test.

4. RESULTS AND DISCUSSION
4.1. Evaluation of measurement model 
Hair et al. (2016) suggest that the outer loading coefficient must be greater than or equal to 0.708. Thus, item RES3,  
GHRM4, ENV4 and GEB3 were elimilated with factor loading lower than 0.70. 

Table 2 : Results of factor loadings, internal consistency and convergent validity

Table 2 showed that Cronbach's Alpha ranging from 0.734 to 0.951, each exceeding 0.7 (Hair, 2011). Thus, all research 
constructs confirmed reliability. CR ranged from 0.855 to 0.964, meeting the aforementioned requirements. Additionally, 
Hock and Ringle (2010) asserted that the AVE value should be at least 0.5, AVEs of all research constructs meet the 
requirement. Furthermore, convergent validity is guaranteed by the measurement findings shown in Table 2, which show 
that AVE) coefficients above 0.5 (0.669 to 0.870). 

Moreover, Garson (2016) states that when the HTMT value is less than 1, discriminant validity between two latent  
variables is guaranteed using the HTMT index. Additionally, according to Henseler et al. (2015), discriminant validity is 
established if the HTMT score is less than 0.9.

Table 3:  HTMT Results for discriminant validity assessmen

 Construct GEB GHRM RES SUP

GEB 0.933

GHRM 0.819 0.905

RES 0.767 0.787 0.818

SUP 0.796 0.760 0.744 0.880

4.2. SEM result
4.2.1. Relationship between variables diagram
The path model's regression coefficients, also known as path coefficients, show the impact correlations between latent  
variables in the SEM. When compared to the significance level of 0.05, the P-values for all of the correlations in the  
previously mentioned table are less than 0.05, indicating that the latent variables in the SEM model have significant  
influence links.
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SUP is the dependent variable that RES and GEB have an effect on, with standardized regression coefficients of 0.325 and 
0.546, respectively. Both RES and GEB have an effect on the dependent variable, GEB, which has standardized regression 
coefficients of 0.323 and 0.565, respectively. RES has an impact on GHRM, as demonstrated by this study's standardized 
regression coefficients of 0.787. Every notion has been confirmed.

5. CONCLUSION
The study's main conclusion is that Resource Commitment has little effect on Sustainable University Performance (SUP) 
and Employee Green Behavior (GEB). Our research results is in line with a study by Gyensare et al. (2024) that showed  
that resource commitment and sustainable work practices were positively correlated. The author of the current study found 
a direct correlation between resource commitment and sustainable university performance, highlighting the significance 
of universities' investments in and dedication to sustainable development as a way to guarantee social and environmental 
protection. However, the small direct effect of Resource Commitment on GEB indicates that staff members, lecturers, and 
specialists can all participate in "green" practices without needing significant direct resources from the company to support 
them.

Table 4: Relationship between variables diagram

Fig. 2. SEM result
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Second, resource commitment plays a crucial role in the direct, favorable, and substantial impact it has on Green Human 
Resource Management (GHRM) in Vietnamese public universities, despite having a weak effect on Employee Green 
Behavior  (GEB)  and  Sustainable  University  Performance  (SUP).  This  result  is  similar  to  Gyensare  et  al.  (2024) 
investigation. The establishment of Green HRM policies in Vietnam's public universities requires the backing of both non-
financial and financial resources. These tools are essential because they serve as the cornerstone for developing and  
putting into practice GHRM and other organizational policies. For GHRM policies to be developed and implemented  
successfully, institutions must guarantee a considerable commitment of resources.
Third, the study's findings show that employee green behavior (GEB) is significantly improved by green human resource 
management (GHRM). This research suggests that although self-awareness among instructors, experts,  and staff at  
Vietnam's public universities is important, it is also critical that institutions create a strong regulatory framework. Such a 
framework should be created in order to recognize and reward staff members who follow GHRM standards, as well as to 
successfully promote and evaluate green behaviors. To sum up, our study results offer strong support for GHRM policy 
application in businesses to meet universities' modern sustainable development objectives.
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