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ABSTRACT:

This study aims to show the impact of green training on competencies development in Chiali
company. We took a sample of 85 individuals who are distributed on different professional
categories. After treating data of a sample of 79 individuals using SmartPLS3, the results show
the following: There is a positive impact of training needs assessment on competencies
development for Chiali company. Moreover, there is a positive impact of training design on
competencies development for Chiali company, there is a positive impact of training effectiveness
on competencies development for Chiali company, finally, there is a positive impact of training
evaluation on competencies development for Chiali company.

Keywords: green training, training needs assessment, training design, training effectiveness,
training evaluation, competencies development.

1. INTRODUCTION:

Green management, human management, has positive visions and guidelines, focuses on respecting
people, communicating with them, knowing their aspirations and expectations and preserving
resources. Awareness of green management has increased due to the negative impacts of
environmental problems that the world is witnessing. and the growing shortage of resources, which
has led to extensive study and research. To achieve effective methodologies in environmental
preservation and develop concepts.

A sustainable economy to serve and make people happy. The need for green human resources
practices emerged in response to initiatives by international organizations concerned with
environmental issues, originating from business organizations that placed the environment and
sustainable development among their main objectives and stipulated the need to preserve it, which is
also one of the fundamental principles. components of quality of life and the need to reduce levels of
environmental pollution and develop employee skills, while relying on green skills.
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Hence, the researcher believes that human resources are one of the most important assets in
organizations that play an important role in managing personnel affairs, and that the increased interest
and orientation in green management globally and the focus on the part of business organizations
may require them and their modern human resources managers to integrate the philosophy of green
training into their mission. And its policies, and these practices will lead to enhancing workers’
activity and health and increasing their productivity, that is, they will increase efficiency and reduce
costs, and thus will increase competitiveness and encourage creativity in human resources
management.

The green training and development process is defined as a set of mechanisms and work methods that
are concerned with developing employees’ skills in the proper use of resources, and participating in
solving environmental problems through new ideas that reduce environmental degradation.

With increasing acceptance of reliance on people development in the workplace, practitioners have
recently shown interest in green training and development issues (Chen and Chang, 2013; Song and
Yu, 2018) because activities and processes concerned with environmental issues draw on a wide
range of alternatives. Creativity in a green way (Mittal and Dar, 2016). However, green talent
development in the private sector has been largely forgotten, due to the heavy focus on forprofit
organizations (such as the service and manufacturing sectors). Given global indicators (the current
scarcity of natural resources), some stakeholders have called for the study of green outcomes in
private sectors because a range of strategies have been adopted for the green private sector at the
global level through the provision of green services (Boenigk and Méhlmann, 2016).

In contrast, a group of studies have been conducted on the topic of green creativity among
employees in the private sector. The current paper aims to fill this research gap by relying on green
training as a strategic option for developing competencies in the Shiali Foundation. Specifically, as
the most widely followed green practice (Jabbour, 2013), green training in the workplace can
advance employees' knowledge, develop their skills, and build a conducive and healthy work
environment that highlights the green philosophy (Talan and Sharma, 2019). Studies have indicated
the impact of green training programs by showing that employees who benefit from development
and training on green activities improve their environmental knowledge and awareness (Obaid and
Alias, 2015). Following this type of literature, our expectation is that green training contributes to
the creativity and green development of employees.

According to previous studies, green training is given attention as the most effective green HRM
solution that improves environmental performance (Renwick et al., 2013) since training programs
increase employee awareness; That is, they are aware of informal practices, such as saving energy
to voluntarily reciprocate green behavior (Stefanelli et al., 2021). Some people interested in the
green topic have proven that green training can contribute to behaviors demonstrated by the
organization (Pinzone et al., 2019) because It can build a supportive activity context through
appropriate interventions towards the successful implementation of green goals.

The study problematic:
In light of the above, the problematic can be presented in the following question:
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Chiali Company was chosen to study the impact of green training in the development of human
competencies, which calls for answering the following research question:

What is the impact of the green training with its dimensions (training needs assessment- training
design- training effectiveness- training evaluation) on competencies development in Chiali company?

In the light of the study question, it is obligatory to examine the following sub-questions:

The following sub-questions are emerged from the problematic:

Is there a statistically significant effect of the training needs assessment on the competencies
development in Chiali company?

Is there a statistically significant effect of the training design on the competencies
development in Chiali company?

Is there a statistically significant effect of the training effectiveness on the competencies
development in Chiali company?

Is there a statistically significant effect of the training evaluation on the competencies
development in Chiali company?

The study hypotheses:

The main hypothesis and its sub-hypotheses are formulated as follows:

In order to response the research questions, we hypothesize:

The main hypothesis:

The following sub-hypotheses are derived from the main hypothesis:

HO1: There is a direct and statistically significant effect of the training needs assessment on the
competencies development in Chiali company.

HO2: There is a direct and statistically significant effect of the training design on the competencies
development in Chiali company.

HO3: There is a direct and statistically significant effect of the green effectiveness on the competencies
development in Chiali company.

HO4: There is a direct and statistically significant effect of the green evaluation on the competencies
development in Chiali company.

HO5: There is a direct and statistically significant effect of the green training on the competencies
development in Chiali company.
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In order to explain the study’s objective, as well as to establish the statistical hypotheses on the other
hand, Figure 1 was planned to present the impact and relationships paths between the research
variables as follows;

Figl. : The hypothetical study plan

Independent variables Dependent variables

Green training Competencies development

Y & . . @
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Source: prepared by the researchers

Training Evaluation

The study importance:

The importance of the study lies in the fact that it is one of the few studies that linked green training
to developing human competencies and modeling the relationship between the two variables.
Moreover, applying green training enables the organization to create value for itself, which increases
the development of employees’ competencies, skills, and behaviors.

Research objectives:
The study tries to achieve the following:

Identifying the most significant conceptual and philosophical basics on that both green
training and competencies development are based;

Determining the relationship between the green training with its dimensions (training needs
assessment- training design- training effectiveness- training evaluation) and competencies
development in Chiali company;
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Modeling the relationship between green training and competencies development in Chiali
company.

Objective of the study:

The aim of this research is to highlight the impact of green training (training needs assessment-
training design- training effectiveness- training evaluation) on competencies development in chiali
company.

The study methodology and community:

To answer the study questions and verify the validity of the hypotheses, the analytical and
descriptive method was relied upon as one of the most important methods of scientific research, in
addition to its appropriateness to the nature of the study.

The various definitions were presented and classified in the theoretical part. As for the practical
aspect, information was collected using a questionnaire that was distributed to 85 employees at Chiali
Company as a survey method, the results of which were analyzed using the SmartPls program. The
validity of the questionnaire was also verified through arbitration by specialized professors.

Previous studies:
Some studies related to the subject of the study were reviewed as follows:

- Study (Tang, Ren, Jackson, 2018) entitled “Green Human Resource Management Research in
Emergence: A Review and Future Directions™: This study aimed to determine the conceptual
framework for the successive needs of companies from various activities for green human resources
and related fields. A qualitative theoretical approach was used. By reviewing many previous studies,
published articles and research in reputable scientific journals, the study concluded several results,
including the most effective measure for demonstrating human resource management practices and
their effects on performance for those organizations.

- A study (Tang et al., 2017) entitled “Green Human Resource Management Practices: Scope
and Validity”: This study aimed to define the concepts of green human resource management
practices, the extent of their powers, and the breadth of their application, and to work on developing
an appropriate measure for them. Studying green human resources management practices in advanced
business organizations. The exploratory analytical approach and the confirmatory factor approach
were used by the researcher. To reach the objectives of the study, factors were identified that included
recruitment, green selection, green training, green performance management, green wages and
rewards, and green participation.

- Study (Yafi, others, 2021) The study sought to know the impact of green training on green
environment performance through the mediating role of green competencies, motivation, and human
resource management. Samples were taken and data was collected in the application from public and
private universities in Malaysia. The study revealed that green training It has a significant impact on
green environmental performance, and all dimensions of green competencies, which are skills,
abilities, knowledge, behavior, motivations, and awareness. Green competencies and motivations
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mediate positively and significantly in the relationship between green training and environmental
performance.

- Study (Moradeke, others, 2021) This study sought to identify the impact of green training and
development practices on environmental sustainability by studying the impact of developing green
capabilities on environmental awareness, and studying the relationship between green culture and
employees’ commitment to the environment. Data was collected through Quantitative methods
through 175 employees at WAMCO Nigeria plc. The study revealed that developing green
capabilities has a significant positive impact on environmental awareness as an indicator
ofenvironmental sustainability; There is a positive relationship to green knowledge and employee
commitment towards the environment. The study concluded that green training and development
practices are real tools for enhancing employee awareness towards the general achievement of
sustainable development goals.

- Study (Aljuboory&Eydan 2019): The main goal of this research is to build a sustainable health
organization and develop sustainability business through green training. To achieve this goal, the
researchers surveyed the opinions of a number of employees working in the Najaf Health Directorate.
The study sample reached (155) individuals, the research reached a set of conclusions, the most
important of which is that sustainability in a health organization is inevitable and not voluntary
measures to involve community and environmental concerns. The research recommends adopting the
concept of (green training) in annual training plans and increasing the number of green training
programs in a way that enhances the sustainability of the health organization. .

2. THEORETICAL FRAMEWORK :

2.1 The concept of green training: Green training or greening training is considered the most
important key activity of green human resources management, which has direct contributions to
harmful environmental impacts. The concept of the term “organizational environmental procedures”
refers to all activities that revolve around the company and which aim to provide employees with the
necessary information and enhance their sharing of powers according to daily work.

“Green training” is a manifestation of the outcomes of the environmental context, and is the result of
a set of elements such as achieving the development of environmental skills, increasing awareness
regarding sustainability and environmentally friendly knowledge, and promoting environmentally
friendly behavior. This reflects our interest in what is called “green competencies”, which have a
significant impact on the individual’s belief in preserving the environment. (Alola, Cobb, and Eno,
2020, p. 3). It is concerned with reducing its risks, and from that we can deduce the process of
compatibility of green training with sustainable practices (Lamishhane, 2018, pp. 1-2).

Green training is planned and organized work to improve and change the skills, knowledge and
attitudes of a worker or a group of workers through development and learning programs in order to
reach effective and complete performance to the fullest extent (Al-Rashidi, 2016, p. 33).

Green training is the most effective focus of human resource management that contributes to
enlightening high environmental performance (Wu & al, 2021, p. 02). According to the United
Nations Program in 2011, technical and vocational education and training have an impact on the
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process of knowledge, skills and competencies that individuals acquire, which will enable them in
the future to contribute strongly to the development of the green economy, and to follow sustainable
practices in various fields in their various work.

The green economy is also defined as “an economy that leads to modifying and increasing the
wellbeing of social justice, including human beings themselves, while reducing and eliminating
environmental risks and the problem of resource scarcity. (UNESCO-UNEVOC, 2017, p. 20)” That
is, it reflects the ways in which It will develop employee skills, as well as the optimal use of resources,
and emphasize in the future finding solutions to environmental difficulties and finding appropriate
proposals for that. Green job training helps develop green knowledge and skills among workers in
light of the shift towards a green economy ( Nasira and Al-Habib, 2016, p. 34).

2.2 Characteristics of green training: Green training differs from traditional training by a number
of characteristics and features, which are as follows:

- The main feature of green training is its connection to the environmental aspect. It has a
significant impact on the topic of sustainability, because it helps mitigate errors in training
programs that enhance their competencies and direct their actions environmentally. (Rabah
Al-Madhoun, 2023, p. 20).

- Green training within the organization proceeds in three distinct levels, starting at the senior
management level, where needs are assessed, then the second tactical level of training. Finally,
the operational level, where work is done to find sustainable solutions (Al-Saeedi and
ThamerBedno, 2023, p. 115).

- Green training requires a set of environmental factors that help individuals learn and improve
their performance towards green performance. We mention, but are not limited to, the
appropriate organizational climate, training programs, training halls, trainer...

2.3. Objectives of green training: Green training works to develop the spirit of human relations in
the green organization. This enables them to adapt and act in a green way, not to mention green
training.

Green training helps draw the attention of employees and integrate their knowledge into the context
of environmental issues, making them confident in environmentally friendly behaviors by protecting
against pollution, finding energy sources, taking new paths to green initiatives, and constant
awareness of the environment.

Green training evolves with complementary education designed to integrate environmental
management objectives. The aim is to promote a sustainable organization by implementing green
training. (Yaf, Tahseen, and ArslanHaider, 2021, p. 01).

The goal of green training is to move towards a green economy. This revolution is due to the
recognition that the requirements of a green economy require a qualified workforce, called the “green
workforce”.

2.2. Core, Collective and Individual Competencies:
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Figure 2 depicts a model in which organizational competencies are described in terms of strategic
core competencies, group competencies and individual competencies. Each element of the
organizational competencies described in the figure also appears at different levels in the

p

Organization’s fundamental strengths. Resources and
capabilities of the whole working system to achieve and
maintain a competitive advantage. The collective learning at
the organization, especially how to coordinate diverse
production skills.

& 4
(/-Projecls’ and teams” joint capabilities to act flexibly aocording-\
to the working context’s requirements. Technical and social
competencies: — Technical competency (ability to carry out a
task); — Interpersonal competency (interaction aimed at
performing a task); — Knowledge sharing culture (social
interaction without connection to the task).

@ ™
Capabilities that an individual need to carry out a task
Competencies of each person.

- 4

organization

Fig.2. : Strategic, core and individual competencies

The concepts of strategic core competencies, collective competencies and individual competencies
are defined as follows:

(a) Strategic core competencies are considered the most important key factor in the organization's
success. It represents the set of business functions performed by the company - on which the
organization is based - and includes the competencies that lead to high performance. As for
intellectual capital, strategic core competencies include a combination of human, structural and
relational capital.

(b)  Collective competencies are competencies that represent the team spirit and include technical
competencies related to team tasks and personal competencies related to the required synergy. It also
indicates a culture of knowledge sharing within and between teams. Examples include:

(1) Methods of coordinating work; (2) Ways to use the individual competency team; (3) The method
of communication among members within the organization. This is linked to the concept of shared
space.

(c) The subject of developing individual competencies is an essential factor for developing basic and
collective competencies. However, managing individual competencies does not fall within the subject
of this research (Kurz and bartram,2002).
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The proficiency levels in Figure 2 are not mutually exclusive. Because developing strategic core
competencies will determine the needs for developing both collective and individual competencies
in the future. Whereas individual competencies inevitably follow the basic and collective
competencies of the team. Group or individual level competencies can also influence higher level
competencies. Finally, it can be said that in a research and development organization, we can consider

that distinctive individual competencies are the determining factor for the success of the entire
organization .

2. METHOD AND PROCEDURES :
2.1. Research model :

The answer to the problem and the questions required the construction of a study model based
on previous studies, as shown in Figure N° 1:

Fig.2.
Research model

Independent variables Dependent variable

-Trainingneedsassessrnenr“'_ g ; >

-Training design = el
-Training effectiveness

- Training evaluation

Source: by researchers based on previous studies and theoretical framework.

2.2. Population and sample of the study:

We procured a sample of 85 employees from the population presented by 193 employees, 79 of
them who completely responded the questionnaires.

However, (06) questionnaires were invalid because the respondents did not completely answer
them.

2.3. Data collection method :
We used the questionnaire as a tool to collect data and information. It contains of 02 sections:

the first section consists data of age, gender, years of experience, educational qualification
and skilled level.

The second section contains of 21 items which are distributed to 05parts. A Likert scale of 1
(strongly disagree) to 5 (strongly agree) is applied to measure the responses. The first
partcomprises04 items “TNA_1 to TNA 4" explain the variable of training needs assessment. As
for the second part, it addresses training design and contains 04 items also “TD_1to TD_4”. Despite
the fact the third block (training effectiveness) contains04 items “TE_1 toTE 47, and the fourth
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part that mean training evaluationcomprises04 items “TEV _1 to TEV_4”, and the fifth part that
explicate competencies development covers05 items “CD 1 to CD 5.

2.4. Analysis Tools :
In order to create data analysis and test the hypotheses, it is obligatory to use SmartPLS3.

The following statistical methods have been realized:

Table 1.
Assessment of the measurement model Assessment of the structural model
Construct Reliability and Validity Coefficient of Determination — R?
Fornell-Larcker Criterion Effect size -f2
Heterotrait-Monotrait Ratio (HTMT) Predictive relevance Q?
Hypotheses Testing (Path Coefficient)

3. STUDY RESULTS (ANALYSIS AND DISCUSSION):
3.1. Assessment of the measurement model:

Reflective measurement model assessment contains inspecting the indicator loadings which
recommended above 0.708.

Fig.2. Items Factor loadings
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Green Training cos
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S Training effectiveness

TE3 Training evaluation
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/ 0.910

TEVL TEV2 TEV3 TEVa

Source: By Authors based on SmartPLS3 output.

The figure above shows all items factor loading, it is evident that all values are superior to 0.7.
Reliability for study that depends on recognized measures should be 0.70 or higher.
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TableN°2 indicate Cronbach's Alpha values which range from 0.792 to 0.925, (Diamantopoulos,
2012, pp. 434-449; Drolet, 2001, pp. 196-204) consider that the reliability values between 0.70 and
0.90 range from “‘satisfactory to good”.

Table 2.
Construct Reliability and Validity
Cronbach' rho A Corflptfs.ite \é::il::lgcee
s Alpha — | Reliability Extracted (AVE)
Training needs assessment 0.872 0,925 0,939 0,833
Training design 0.925 0,916 0,927 0,743
Training effectiveness 0.792 0,843 0,870 0,657
Training evaluation 0.810 0,863 0,887 0,676
Competencies development, 0.895 0.825 0.874 0.896

Source: By Authors based on SmartPLS3 output.

Convergent validity is the degree to which the construct converges to explain the variance of
its items.

All variables have an Average Variance Extracted AVE higher than 0.50 which is measured
acceptable, it shows that the construct explains at least 50 % of the variance of its items. Also,
Composite Reliability values range from 0.870 to 0.939 which demonstrate the internal consistency
reliability.

4.1.1 Discriminant Validity
Fornell-Larcker Criterion

In the structural model, Construct is empirically different from other constructs. (Fornell,
1981, pp. 39-50) proposed the traditional metric and suggested that each construct’s AVE should be
compared to the squared inter-construct correlation of that similar construct and all other reflectively
measured constructs in the structural model.

The Table N°3 presenting that the value of each variable with itself is higher to the value of the
same variable with the others.

Table 3.
Fornell-Larcker Criterion

Training | Training | Training Training |Competencies
needs design |effectiveness| evaluation | development

assessment

Training needs 0,917

assessment

Training design 0,521 0,846

Training 0,267 0,441 0,814

effectiveness
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Training 0,284 0,430 0,656 0,839

evaluation

Competencies 0,791 0,759 0,819 0,819 0,849
development

Source: By Authors based on SmartPLS3 output.

Heterotrait-Monotrait Ratio (HTMT)

The outcomes in the Table N°3shows that all values of HTMT are inferior than 0.90. When
HTMT value below 0.90 would suggest the existence of discriminant validity (Henseler, 2015, pp.
115-135).

Table 4.
Heterotrait-Monotrait Ratio (HTMT)
Training | Training | Training Training | Competencies
needs design |effectiveness| evaluation |development
assessment
Training needs
assessment
Training design| 0,587
Training 0,275 0,474
effectiveness
Training 0,310 0,454 0,785
evaluation
Competencies 0,689 0,478 0,659 0,712
development

Source: By Authors based on SmartPLS3 output.

4.2. Assessment of the structural model:

4.2.1. Coefficient of Determination — R?

(Chin, 1998, p. 8) proposed that the values of R? that above 0.67 considered high, however
values ranging from 0.33 to 0.67 are moderate. But (Hair, 2011, pp. 139-151) appreciates that R?
values of 0.75 and 0.50 and can be considered respectively substantial and moderate The Table
N°5shows the both R? values and variable clarification strength.

The dependent variable competencies development is explained 74.1%, 42.6%,87.4% and
79.1% by the independent variables training needs assessment, training design, training
effectiveness and training evaluation respectively.

Table 5.
Coefficient of Determination
R R Square |Result
Square |Adjusted
Training needs 0,741 0,732 | High
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assessment

Training design 0,426 0,416 | Moderate
Training effectiveness 0,874 0,866 | High
Training evaluation 0.791 0.789 | High

Source: By Authors based on SmartPLS3 output.

4.2.2. Tests Hypotheses and Path Coefficients

Table 6.
Tests Hypotheses and Path Coefficients
Hypo Original Stan.da.rd T Statistics
Sample Sample| Deviation P Decision
((0)) Mean |(STDEV) (0 /STDEVDValues
™M)
Training needs
t-
g, |osessments 0,643| 0,638 0,187 3,341/0,000 | Supported**
>competencies
development
Training
H: |design>competencies| 0,836| 0,843 0,063 14,476/ 0,000 | Supported**
development
Training
ffecti -
Hy |o ccoveness 0.857| 0,855 0,070 13,022/0,001 | Supported*
>competencies
development
Training evaluation-
> tenci
H, | competencies 0,838 0.863| 0,074 15,077 0,000 | Supported**
development
Training evaluation-
Hs | competencies 0,739| 0,742| 0,0869 13,117 /0,000 | Supported**
development

Based on this table, and according to the P-values which are less than 0.05 and the T Statistics
values that higher to the T Value Table (2.042), there is a strong significant relationship between
independent variables “training needs assessment, training design, training effectiveness and

Source: By Authors based on SmartPLS3 output.

training evaluation” and competencies development in Chiali company.

4.2.3. Effect size -f*

This metric is the {2 effect size and is somewhat redundant to the size of the path coefficients.
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Result

Large effect sizes

Table 7.
Effect size -f2
Green TNA TD TE TEV
training
Green training 0,744 0,586 2,174 2,535

Source: By Authors based on SmartPLS3 output.

(Cohen, 1988) appreciate that values higher than 0.35 depict large {2 effect sizes.

4.2.4. Predictive relevance Q% in order to measure the PLS path model’s predictive accuracy, and
according to (Geisser, 1974, pp. 101-107; Stone, 1974, pp. 111-147) the calculation of Q? is more
than indispensable. As shown in the table N°8, Q? values higher than 0.25 and less than 0.50 depict
medium predictive relevance of the PLS-path model.

Table8.
Predictive relevance Q?
SSO SSE Q? (=1-SSE/SS0O)
Green training 682,000(682,010
Training needs 244,000 147,649 0,346
assessment
Training design 244,000| 168,489 0,253
Training effectiveness 244,000 132,581 0,423
Training evaluation 244,000 118,474 0,477
Competencies 244.000147.464 0,397
development

Source: By Authors based on SmartPLS3 output.

5. CONCLUSION

Chiali Company, like other companies, always seeks to increase its intellectual and organizational
capabilities in various operations by encouraging its employees to propose new ideas that are
compatible with the green training programs that all employees have benefited from. The company
also allocates a huge financial budget for research and development, in addition to updating new
designs for green training and its various strategies, without neglecting to spread the culture of
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using modern technologies as active methods in designing programs, in order to keep pace with the
changes and developments taking place in the world. -There is a positive impact of green training
on competencies development for Chiali company.

-There is a positive impact of training needs assessment on competencies development for Chiali
company.

-There is a positive impact of training design on competencies development for Chiali company.

-There is a positive impact of training effectiveness on competencies development for Chiali
company.

-There is a positive impact of training evaluation on competencies development for Chiali company.
-There is a positive impact of green training on competencies development for Chiali company.

Based on the previous research results, we propose a set of recommendations and proposals for Chiali
Company as follows:

- Spreading the spirit of green training among employees.

- Encouraging the use of modern technology to increase environmentally friendly green
competencies.

- Adapting the organizational structure and making it flexible and appropriate to encourage green
training programs and develop competencies to increase high performance.

References:

1. Aljuboory, Hayder.Jasim&Faris Hassan Eydan (2019):"Green Learning its impact on the sustainability
of the health organization", Gharee journal of economic and administration sciences, Vol (1), No (1) .

2. Alola, U., Cop, S., & Enow, M. (2020). Green training an effective strategy for a cleaner
environment:Study on hotel employees. Public Affairs, 22(02), 1-10.

3. Alreshidi, A. (2016). Toward Sustainability in Manufacturing: Linking Green Training and Green
Supplier Development for Sustainable Business Advantages.

4. Al-Saeedi, F., & Thamer Bedno, Z. (2023). Green training and its impact on adopting the green strategy
in the General Company for Agricultural Equipment (a case study of the opinions of a sample of
employees in the Najaf branch). Journal of the Islamic College of the University, 72(02), 108-132.

5. Boenigk, S., and Méhlmann, M. (2016). A public sector marketing model to measure the social and
environmental values of public strategies: an empirical study on a green public service. J. Nonprofit
Publ. Sect. Market. 28, 85-104. doi: 10.1080/10495142.2014.987036

6. Chen, Y.-S., and Chang, C.-H. (2013). The determinants of green product development performance:
green dynamic capabilities, green transformational leadership, and green creativity. J. Bus. Ethics 116,
107-119. doi: 10.1007/s10551-012- 1452-x

7. Chin, W. &. (1998). The Partial Least Squares Approach to Structural Equation Modeling. Modern
Methods for Business Research, 8.

8. Cohen, J. (1988). Statistical Power Analysis for the Behavioral Sciences: Lawrence Erlbaum
Associates.

220



Journal of Contemporary Issues in Business and Government Vol. 30, No. 01, 2024

https://cibgp.com/

10.

1.

12.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

P-ISSN: 2204-1990; E-ISSN: 1323-6903

Diamantopoulos, A. S. (2012). Guidelines for choosing between multi-item and single-item scales for
construct measurement: a predictive validity perspective. Journal of the Academy of Marketing
Science, 40(3), 434-449.

Drolet, A. a. (2001). Do we really need multiple-item measures in service research? Journal of Service
Research, 3(3), 196-204.

Fornell, C. a. (1981). Evaluating structural equation models with unobservable variables and
measurement error. Journal of Marketing Research, 18(1), 39-50.

Geisser, S. (1974). A predictive approach to the random effects model. Biometrika, 61(1), 101-107 13.
Hair, J. R. (2011). PLS-SEM: indeed a silver bullet. Journal of Marketing Theory and Practice, 19(2),
139-151.

Henseler, J. R. (2015). A new criterion for assessing discriminant validity in variance-based structural
equation modeling. Journal of the Academy of Marketing Science, 43(1), 115-135.

Jabbour, C. J. C. (2013). Environmental training in organisations: from a literature review to a
framework for future research. Resour. Conserv. Recycl. 74, 144-155.
doi:10.1016/j.resconrec.2012.12.017

Lamichhane, R. (2018). Training manual on Greening Tvet. Intermgovernmental International
Organization colombo Plan Staff College for Human Resoureces development in Asia and the Pacific
Region, 1-28.

Mittal, S., and Dhar, R. L. (2016). Effect of green transformational leadership on green creativity: a
study of tourist hotels. Tour. Manag. 57, 118-127. d0i:10.1016/j.tourman.2016.05.007

Moradeke, FAPOHUNDA, Tinuke, GENTY, Kabirulshola, OLANIPEKUN, Lateef Okikiola

(2021): Green Training and Development Practices on Environmental Sustainability: Evidence from
WAMCO PLC, Journal of Educational Management & Social Sciences (JEMSS), Volume 2, Number
I,PP1-19.

Nasira, B., & Elhabib, t. (2016). The importance of training to effectively achieve green jobs in the
new economy. Organization and work, 03(10), 21-42.

Obaid, T. F., and Alias, R. B. (2015). The impact of green recruitment, green training and green learning
on the firm performance: conceptual paper. Int. J. Appl. Res. 1, 951-953.

Pinzone, M., Guerci, M., Lettieri, E., and Huisingh, D. (2019). Effects of ‘green’ training on
proenvironmental behaviors and job satisfaction: evidence from the Italian healthcare sector. J. Clean.
Prod. 226, 221-232. doi: 10.1016/j.jclepro.2019.04.048

Rabah Al-Madhoun, A. (2023). The impact of green training on strategic leadership in civil society
organizations in the southern Palestinian governorates.

Ren, S., Tang, G., & E Jackson, S. (2018). Green human resource management research in emergence:
A review and future directions. Asia Pacific Journal of Management, 35, 769-803.

Renwick, D. W., Redman, T., and Maguire, S. (2013). Green human resource management: a review
and research agenda. Int. J. Manag. Rev. 15, 1-14. doi: 10.1111/j.1468-2370.2011.00328.x

Song, W., and Yu, H. (2018). Green innovation strategy and green innovation: the roles of green
creativity and green organizational identity. Corp. Soc. Responsib. Environ. Manag. 25, 135-150. doi:
10.1002/csr.1445

Stefanelli, N. O., Chiappetta Jabbour, C. J., Liboni Amui, L. B., Caldeira de Oliveira, J. H., Latan, H.,
Paillé, P., et al. (2021). Unleashing proactive low-carbon strategies through behavioral factors in
biodiversity-intensive sustainable supply chains: mixed methodology. Bus. Strateg. Environ. 30, 2535—
2555. doi: 10.1002/bse.2762

Stone, M. (1974). Cross-validatory choice and assessment of statistical predictions. Journal of the
Royal Statistical Society, 36(2), 111-147.

Talan, G., and Sharma, G. D. (2019). Doing well by doing good: a systematic review and research
agenda for sustainable investment. Sustainability 11:353. doi: 10.3390/su11020353

221



Journal of Contemporary Issues in Business and Government Vol. 30, No. 01, 2024

https://cibgp.com/

29.

30.

31.

32.

P-ISSN: 2204-1990; E-ISSN: 1323-6903

Tang, G., Chen, Y., Jiang, Y., Paillé, P., &Jia, J. (2018). Green human resource management practices:
scale development and validity. Asia pacific journal of human resources, 56(1), 31-55.

Wu, J., & al, e. (2021). How Does Green Training Boost Employee Green Creativity? A Sequential
Mediation Process Model. Front. Psychol, 12(759548), 1-10.

Yaf, E., Tehseen, S., & Arslan Haider, S. (2021). Impact of Green Training on Environmental
Performance through Mediating Role of Competencies and Motivation. Sustainability, 13(5624), 215.
Yafi 1 Eiad, ,ShehnazTehseen and Syed ArslanHaider (2021): Impact of Green Training on
Environmental Performance through Mediating Role of Competencies and Motivation,Sustainability ,
13, 5624

222



