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ABSTRACT

As the globe faced major environmental concerns, it has become necessary for companies to look into means through which they can enhance their 
employee’s environmental performance. Therefore, the present study investigates the nexus between green training (GT) and individual environmental 
performance (IEP). In this quantitative study, data were collected from 170 employees in the oil and gas industry (O and GI) in Iraq and analyzed by 
using a structural equation modeling technique by Smart PLS software. The finding presents a strong positive and significant relationship between 
GT and IEP. The study also shows important and prominent implications from theoretical and practical perspectives.
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1. INTRODUCTION

At present, the industrial practices of individuals in oil and 
gas companies in Iraq has become one of the main causes of 
environmental pollution issues. In view of this, companies 
looking to improve their environmental performance have 
realized that green training (GT) is one of the most critical green 
human resource management practices (GHRMP) that lead to 
this (Pinzone et al., 2019). In this regard, the environmental 
performance of the oil industry in Iraq still needs much 
improvement (Ibrahim et al., 2020; Ibrahim et al., 2019a). 
For instance, 70% of the main locations of the production 
and exploration of petroleum and gas in Iraq have issues of 
environmental pollution and involve cities such as Basra, 
Maysan, Kirkuk, Baghdad, Mosul, and Salah al-Din (Al-Haleem 
et al., 2013). Besides, Jawda and Jaafar (2018) reported in their 
study that the Iraqi oil and gas industry (O and GI) harms the 
environment through the solid, liquid and gaseous oil pollutants it 

poses. In addition, in the agenda of the United Nations 2030 that 
involves 17 sustainable development goals, goal 13 emphasizes 
the need to take rapid initiatives to address issues of climate 
change and its consequences, through practices that support 
environmental management and the development of human and 
institutional capacities and knowledge towards environmental 
protection (UN, 2015). This is because employees are responsible 
for the green practices that lead to achieving environmental goals 
for companies (Jackson et al., 2012).

Although the relationship of GHRMP, including GT, with 
environmental performance has been studied in the literature (e.g., 
Anwar et al., 2020; Elshaer et al., 2021; Gilal et al., 2019; Kim 
et al., 2019; Obeidat et al., 2020), its study in oil and gas context, 
particularly in Iraq, is still very limited. Therefore, the current 
study aims to study the effect of GT on individual environmental 
performance (IEP) in the O and GI in Iraq.
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2. LITERATURE REVIEW AND 
HYPOTHESIS DEVELOPMENT

2.1. Green Training
Green training (GT) is defined as “a process of on-the-job 
training and continued education designed to achieve corporate 
environmental management targets and purposes” (Daily 
and Huang, 2001). Besides, Jabbour (2011) defined GT as 
a set of activities that motivates staff to gain environmental 
skills and to pay attention to environmental concerns that are 
crucial to meeting environmental goals. Among GHRMP, GT 
is one of the most important factors that companies focus on 
(Jabbour et al., 2013) and it is also recognized as a crucial 
practice for the implementation of environmental management 
(Jabbour et al., 2010).

Based on the Ability-Motivation-Opportunity (AMO) theory, 
employees are more productive when enough abilities, motivation 
and organizational opportunities are offered for them (Pinzone 
et al., 2019). In view of this, GT is a practice to promote the 
ability (Renwick et al., 2013), which helps in increasing the skills, 
knowledge and awareness of employees related to the green 
side (Pinzone et al., 2019), as well as support many solutions to 
decrease environmental effects (Siyambalapitiya et al., 2018).

The adoption of GT in companies has important positive 
environmental results. (1) GT can improve employee’s knowledge 
of pro-environmental workplace actions (Tang et al., 2018). 
(2) GT provides management of knowledge that helps staff to 
implement environmental initiatives (del Brío et al., 2007). (3) 
GT creates a climate that motivates all employees to participate 
in environmental initiatives (Fernández et al., 2003; Tang et al., 
2018). Therefore, companies that implement GT will have the 
environmental performance of their employees at satisfactory 
levels.

2.2. Individual Environmental Performance
Ciocirlan (2017, p. 64) stated that workplace “sustainability 
at the macro level starts with individual action,” that’s mean 
environmental performance on the organizational level may 
originate from the gathering of environmental performance for 
individual (Wells et al., 2016). Since environmental literature 
shows that environmental performance is variously interpreted 
based on the focus on individual or organizational level (Paillé 
et al., 2020), Ones and Dilchert (2012b, p. 451) recommend it 
is more suitable to focus on staff and, in a more specific way, 
perceptions of employees of organizational environmental 
performance because employees “will provide a more accurate 
picture of environmental performance.”

In view of this, organizational environmental results seem to 
depend on internal environmental activities that arise from efforts 
by individuals in the organization themselves to enhance or make 
business/industrial operations sustainable. Individual performance 
is established when people feel that their initiatives and job results 
lead to achieving organizational goals (Ordu, 2016). Against this 
background, IEP shows in detail the level that employees realize 
that they are effectively engaged in environmental activities or 

green initiatives that are consistent with what their company wants 
from them to achieve its environmental goals (Paillé et al., 2020).

IEP is achieved by a broad variety of environmental behaviors 
for individuals (Ones and Dilchert, 2012a). Based on the work 
they hold, and their job activities, employees have the possibility 
of reducing environmental effects on behalf of their firm (Paillé 
et al., 2020). For example, using the phone call instead of 
using the car to go to other locations in the company to reduce 
transportation emissions. Also, use online meetings instead of 
travelling to conduct meetings. Besides, focus on electronic 
correspondence, and avoid print unnecessary emails. In addition 
to reducing electrical energy consumption by turning off all 
devices and lighting when leaving the workplace. Consequently, 
the environmental efforts of individuals in practicing their jobs are 
the main reason behind improving the environmental performance 
of their companies.

2.3. Relationship between Green Training and 
Individual Environmental Performance
Based on an extensive review of the GHRMP literature, previous 
studies have demonstrated that GHRMP has a significant and 
positive impact on environmental performance (e.g., Anwar 
et al., 2020; Elshaer et al., 2021; Gilal et al., 2019; Kim et al., 
2019; Obeidat et al., 2020). For instance, Chen et al. (2021) in 
Chinese companies in the oil and mining industry, confirmed that 
GHRMP has positive effect on green behaviors of voluntary in 
workplace. Also, in Malaysian 5-star hotels, Yusoff et al. (2020) 
concluded that the GT and development have a significant and 
positive relationship with environmental performance. Moreover, 
Pinzone et al. (2019) in their study in the healthcare sector in Italia, 
pointed out there is positive impact of GT on IEP. According to 
that, we suggest that GT has a significant and positive effect on 
IEP. Therefore, the following hypothesis is offered:

Hypothesis1(H1): Green training has significant and positive 
effect on individual environmental performance in the oil and 
gas industry in Iraq.

3. RESEARCH METHODS

3.1. Measures
The measurements that used in the current study to measure 
all variables was employed a 6-point Likert scale. The type of 
6-Likert scale in this study ranging “1” = “Strongly Disagree”; 
“2” = “Moderately Disagree”; “3” = “Slightly Disagree”; “4” = 
“Slightly Agree”; “5” = “Moderately Agree”; and “6” = “Strongly 
Agree.” The reason for used the 6-point Likert scale was to ensure 
that respondents did not simply select the “indifference” choice or 
“midpoint,” as commonly happen with a five-point scale. It was 
also found that the validity and reliability of the findings tend to be 
higher for the even number response scale a six-point in particular 
(Chomeya, 2010).

All measure items were adapted from validated measures by 
the previous studies. The questionnaire was formed in English 
language and then translated to Arabic language. Following 
(Usunier, 1998, p. 51), this study adopted the back-translation 
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technique to ensure the accuracy of the questionnaire presented to 
the target respondents. After that some revisions were conducted, 
to suit with the context of the present study. Then, pre-testing 
of the questionnaire based on the feedback provided through 
four academicians experts who are specialists in GHRMP and 
environmental management areas and six professionals in the 
O and GI. GT was measured using an items adapted from Alfes 
et al. (2012), Tang et al. (2018), Pinzone et al. (2019), Paillé et al. 
(2020), and Chen et al. (2021), which were six items. At the same 
time, the items that used to measure IEP was adapted from Boiral 
and Paillé (2012) and Paillé et al. (2020), which were ten items.

3.2. Population and Sample
Data were collected from companies working in the Iraqi O 
and GI. The O and GI is one of the most top sectors that largely 
contributed to the GDP of Iraq (Ibrahim, 2020). The contribution 
is very important, especially in employment opportunities and 
exports (Ibrahim, 2020; Ibrahim et al., 2019b). Consequently, 
the population in this study is the companies in the O and GI in 
Iraq. Hence, the respondents of this study were from the rank of 
employees in the O and GI in Iraq. The research hypothesis was 
tested through collecting data by a quantitative methodology with 
employ strategy of data collection by online survey. To ensure 
obtaining respondents from various oil companies throughout 
Iraq, the online questionnaire was posted in the Facebook groups 
of employees of oil and gas companies in Iraq. A number of 170 
valid responses were obtained.

As shown in Table 1, out of the 170 respondents, 137 were male, and 
33 stated as female. Regarding the age, most of respondents were 
between 36 and 45 years which was 77, followed by 26-35 years 
(70), whereby the remaining 23 stated having <25 years. In terms 
of education level, 74 recorded have a master’s degree, 60 reported 
having bachelor’s degree, 19 PhD, 16 diploma and 1 only secondary 
school. In connection to job type, 96 of them have managerial job 
type while 74 of them having technical job type. Lastly, in terms of 
the number of green training courses, 97 didn’t participate in any 
courses, 40 of them participated in 3 and more courses, 17 of them 
only one course and 16 of them two courses only.

3.3. Data Analysis Method
To test the model of this study, partial least square-structural equation 
modeling (PLS-SEM) approach was used. This approach is broadly 
used not only in business and management studies but further in 
essentially all social sciences areas (Hair et al., 2012; Henseler et al., 
2015). The current study applied the SmartPLS 4 software (Ringle 
et al., 2015). PLS-SEM includes two stages of assessment. The 
first stage, assessment of the measurement model and second stage, 
assessment of the structural model (Henseler et al., 2009). Details 
and criteria for each stage will be explained in the findings section.

4. RESULTS AND DISCUSSION

4.1. Measurement Model
The current study employed the two-stage approach as recommended 
through Anderson and Gerbing (1988). First stage, the study 
evaluated convergent validity, reliability, and the discriminant 
validity. Convergent validity can be achieved if the loadings are 

>0.7 (Bagozzi and Yi, 1988), composite reliability (CR) larger than 
0.7 (Gefen et al., 2000) and the average variance extracted (AVE) is 
larger than 0.5 (Hair et al., 2014) as shown in Table 2 and Figure 1 
Therefore, the measurement model analysis achieved sufficient 
convergent validity because it satisfied the criterions stated above, 
except the loading for items IEP1 (0.634) and IEP5 (0.699) is <0.70, 
however, it is not omitted because the AVE value for this construct 
is >0.60 (Byrne, 2016; Ramayah et al., 2018).

Furthermore, the present study assessed the discriminant validity 
using the heterotrait-monotrait ratio of correlations (HTMT) which 

Table 2: Findings of convergent validity and reliability
Construct Item Loading CR AVE
Green training GT1 0.855 0.940 0.724

GT2 0.853
GT3 0.815
GT4 0.912
GT5 0.857
GT6 0.811

Individual environmental 
performance

IEP1 0.634 0.945 0.635
IEP2 0.810
IEP3 0.838
IEP4 0.803
IEP5 0.699
IEP6 0.832 
IEP7 0.858 
IEP8 0.886 
IEP9 0.768 
IEP10 0.810

Table 3: Discriminant validity by HTMT
Variable Green training Individual 

environmental 
performance

Green training
Individual environmental 
performance

0.662

Table 1: Profile of respondents
Demographic factors Frequency Percentage
Gender

Male 137 81
Female 33 19

Age (year)
<25 years 23 14
26-35 70 41
36-45 77 45

Education
Secondary school 1 1
Diploma 16 9
Bachelor 60 35
Master 74 44
PhD 19 11

Job type
Managerial 96 56
Technical 74 44

Green training courses
No courses 97 57
1 course 17 10
2 courses 16 9
3 or more courses 40 24
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its value should be <0.85 (Henseler et al., 2015). Consequently, the 
value of the HTMT has been achieved the discriminant validity, 
as display in Table 3.

4.2. Structural Model
After that, the structural model was tested. The findings are shown 
in Table 4 and Figure 2. The R2 is 0.404 that’s mean 40% of the 
variance in environmental performance was explained by the GT, 
hence, this percentage deserves interest by the O and GI regarding 
GT. Moreover, bootstrapping by 500 resamples was managed to 
test the hypothesis. Accordingly, the empirical findings in this 
study confirm that there was a positive and significant relationship 
between GT and IEP (β = 0.635, t = 8.707, P = 0.000).

5. DISCUSSION

The result of H 1 by PLS-SEM confirms that the independent 
predictor variable of GT was positively and significantly related 
to the dependent variable of IEP. A positive direct relationship of 
GT on the IEP construct is in line with the predicted direction, 
therefore H1 is supported.

The finding of this study is consistent with the results of previous 
studies that have investigated the effect of GT on IEP (e.g., Anwar 
et al., 2020; Elshaer et al., 2021; Gilal et al., 2019; Kim et al., 
2019; Obeidat et al., 2020). Basically, these studies highlighted 

the significant influence that GT can have on the IEP. Therefore, 
the results of these studies inferentially support the argument that 
promoting GT will help to improve IEP. Likewise, the knowledge, 
ability and awareness of employees in the O and GI in Iraq about 
environmental management and GT contribute significantly to 
improving IEP in their companies.

6. CONCLUSION AND IMPLICATIONS

The conclusions of the current study offering important 
contributions from theoretical and practical perspectives. Notably, 
this study has addressed significant gap in the GT topic in its 
relationship with IEP in the O and GI in Iraq. Consequently, to the 
knowledge of the author, the current study looks to be amongst 
the first attempts examining the relationship between GT and 
IEP in the O and GI in Iraq. From the above discussion, it can be 
concluded that GT will lead to IEP in the O and GI in Iraq. The 
present study has added useful empirical evidence focus on how 
GT in the oil and gas sector can lead towards pro-environment 
initiatives and individual performance. Moreover, the encouraging 
statistical findings educate on how employees benefit from their 
GT for environmental performance and outcomes.

Subsequently, this study further offers some significant practical 
implications. As the current study was curry out across O and 
GI in Iraq, this study highlights the need for top management, 
managers and employees in the oil and gas companies in Iraq to 
looks to give the priority to GT. The results indicate for the O and 
GI that promoting IEP is linked with the GT for employees. This 
study suggests an important idea for O and GI in Iraq to work 
on green skills, capabilities, and abilities to make the employees 
have responsibility towards environment. In this regard, GT 
programs and courses can be benefit in enhancing employees’ 
abilities, skills, and capabilities. Furthermore, learning programs 
followed by top management support may encourage employees 

Table 4: Finding of hypothesis testing
Path Standard (β) Standard deviation t‑value P‑value R2 Result
GT→IEP 0.635 0.073 8.707 0.000 0.404 Supported

Figure 2: Structural model

Figure 1: Measurement model
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support environmental actions as well for enhanced environmental 
performance.

Further, it is necessary that the training and development 
departments of the oil and gas companies in Iraq interest of the 
workshops and training courses on environmental management 
and GHRMP in general, and GT in particular. This can be done 
using employees who have master and PhD and specialists in this 
field in the oil and gas companies, and to encourage and motivate 
them financially and morally to provide workshops and training 
courses on these topics. Next, there will be an increased awareness, 
knowledge, and skills of employees about environmental practices, 
which will lead to improved environmental performance.
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