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ABSTRACT: Corporate environmental citizenship has gained much more importance in the recent years. Government 

introduces various environmental policies and regulations to encourage corporate environmental citizenship. However, there 

are questions on how corporate can achieve environmental citizenship. Therefore, this conceptual paper proposes three human 

resource management practices, which are ability, motivation and opportunity enhancing to achieve corporate environmental 

citizenship. Drawing upon the Ability-Motivation-Opportunity (AMO) theory, this study develops a conceptual framework to 

explain the relationship between human resource management practices and corporate environmental citizenship. This study 

also discusses directions for future research.  
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INTRODUCTION 
Environmental issues have become a great concern to the 

whole world when the media reports on air pollution, water 

pollution, waste disposal, global warming and so on [1]. The 

environment has been widely damaged due to 

industrialization [2-3]. Therefore, corporations are expected 

to emphasise on environmental activities due to the demand 

from the government, public and environmental groups. As a 

result, the concept of “corporate environmental citizenship” 

was developed. Corporate environmental citizenship has to be 

implemented as an essential practice in organisations [4].  

Corporate environmental citizenship means organisations’ 

voluntary involvement in environmental activities. Corporate 

environmental citizenship helps organisations to gain several 

business benefits such as lower operating costs, more 

efficient operations and increase revenue [5]. Moreover, 

corporate environmental citizenship attracts environmental 

consciousness among customers and lead to stronger sales 

performance [6]. Hence, organisations must enhance 

corporate environmental citizenship for protecting the natural 

environment.  

This is true for construction companies. Construction 

companies have been accused for the largest portion of 

pollution compared to manufacturing, service and agriculture 

companies [7]. Besides that, in recent years, the numbers of 

construction projects have increased dramatically from 2009 

to 2014 due to the 'Malaysian Plan 2020 [8]. This has alerted 

the government to encourage the construction companies to 

increase their corporate environmental citizenship. Various 

guidelines have been introduced, for example the Green 

Building Index (GBI) and Green Technology Policy.  

Nevertheless, the issue of how far construction companies 

have achieved corporate environmental citizenship is still 

debatable and unclear. Construction companies’ agreement 

with the corporate environmental citizenship does not ensure 

that they will implement it. According [9], many construction 

companies agree with the corporate environmental 

citizenship. However the construction companies still do not 

understand the meaning of corporate environmental 

citizenship and few have implemented it. Thus, it is crucial to 

conduct research on the implementation of corporate 

environmental citizenship by construction companies.  

Moreover, previous studies on corporate environmental 

citizenship in the construction companies commonly focused 

on the environmental construction practices [9-10] and 

construction waste [8-11-12). In other words, these studies 

focused on the technical aspects of corporate environmental 

citizenship. They did not consider the organisational factors 

(e.g human resource management practices) that influence the 

corporate environmental citizenship. Therefore, this study 

examines the influence of human resource management 

practices on corporate environmental citizenship.  

The practices of human resource management include 

enhancement of ability, motivation and opportunity. These 

practices play important roles to achieve corporate 

environmental citizenship because they influence the 

behavior of organisational members to contribute in 

environmental activities. For example, providing financial 

support (e.g. commissions for promoting green products and 

services) and non-financial rewards (e.g. free bus passes) to 

encourage the employees to participate in environmental 

activities. [13] found that human resource management 

practices influence corporate environmental citizenship better 

than other factors such as marketing, finance, information 

technology and accounting. [14] and [15] asserted that human 

resource management practices are the critical areas to 

achieve successful corporate environmental citizenship. 

Therefore, the relationship between practices of human 

resource management practices with corporate environmental 

citizenship should be examined.  

However, many researchers [16-17-18-19] focused on a 

specific human resource practice rather than the interrelated 

practices of human resource management. For example, [20] 

examined interrelated human resource management practices 

in three dimensions – ability enhancing human resource 

management practices (e.g. recruitment, selection and 

training), motivation enhancing human resource  

management practices (e.g. rewards, compensation and 

performance appraisal) and opportunity enhancing human 

resource management practices (e.g. employee involvement). 

[21] and [22] argued that human resource management 

practices do not operate independently. Instead, each practice 

supports one another and they work together synergistically 

to achieve a common goal.  In order to fill the research gap, 
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this paper examines the influence of human resource 

management practices (i.e. ability enhancing, motivation 

enhancing and opportunity enhancing) on corporate 

environmental citizenship.  

To meet the research objective, next section explains the 

definition of corporate environmental citizenship, human 

resource management practices and the relationship between 

corporate environmental citizenship and human resource 

management practices. This is followed by a proposal of a 

conceptual framework, research methodology and 

conclusion. 

LITERATURE REVIEW 
Definition of Corporate Environmental Citizenship 

In general, corporate environmental citizenship means 

responsibilities of a corporation towards the environment that 

must be reported to stakeholders (i.e. employees, customers, 

suppliers, investors and community). The issue of corporate 

environmental citizenship has been studied by many 

researchers, for example [23,24,25,26,27,28,29] define 

corporate environmental citizenship as organisations’ ability 

to manage relationship with the society and to minimise 

negative impacts to the environment. This is further 

explained by [30]; he defines corporate environmental 

citizenship as policies and precaution actions by corporations 

to reduce hazards on the environment.  

However, [31] define corporate environmental citizenship 

differently. They emphasise on the organisational systems 

and processes to improve environmental conditions. This 

means that corporate environmental citizenship is dependent 

on corporations’ willingness to participate in environmental 

activities. The  environmental activities can be divided into 

internal and external. The internal activities include 

integration of environmental issues into strategic planning 

process and enhancement of ethical behavior towards 

environmental protection. While the external activities 

include providing sponsorship for environmental education 

and training, giving financial incentives for employees to 

work with environmental community groups and donating 

funds for environmental infrastructure developments. This 

view is supported by [32]; he defines corporate 

environmental citizenship as corporations’ commitment with 

three environmental activities. Firstly is to legitimate the 

environmental activities in the organisation. Secondly is to 

recognise the importance of the biophysical environment by 

including it in the formulation of organisation strategy. 

Finally is to include environmental issues into the company’s 

strategic planning process. Following the above discussions, 

this paper conceptualises corporate  

environmental citizenship as companies’ voluntary 

involvement in environmental activities. 

Definition of Ability-Motivation-Opportunity Enhancing 

Human Resource Management Practices 

Ability enhancing in human resource management practices 

means organisations use recruitment and selection processes, 

and training and development activities to increase 

employees’ ability to achieve the organisational goals [20]. In 

other words, ability enhancing human resource management 

practices includes recruitment, selection, training and 

development processes [20-33-34]. The objectives of 

recruitment and selection processes are to find potential 

employees and choose employees who have suitable skills 

and competencies for specific job requirements. Hence, the 

recruitment and selection processes can increase the number 

of skilled and knowledgeable employees. On the other hand, 

the objectives of training and development activities are to 

enhance employees’ skill and knowledge. Effective 

recruitment, selection, training and development practices 

help organisations to employ and retain efficient workers, 

reduce turnover rates and enhance employees’ morale [34-

35]. 

Motivation enhancing human resource management practices 

means organisations use contingent rewards and performance 

management to increase employees’ motivation to perform 

better [20]. Employees have motivations to put higher efforts 

when their performances are rewarded. For example, an 

organisation motivates employees to be environmental 

friendly by giving various financial rewards. Performance 

management also motivates employees to perform better by 

issuing performance standards and providing performance 

feedback. For example, an organisation establishes the 

environmental performance standards for employees to 

understand their responsibilities and this will improve 

organisations’ environmental outcomes.  

Opportunity enhancing human resource management 

practices means organisations provide opportunities (e.g job  

design, industrial relations and workforce involvement) for 

employees to engage in a specific behavior [20]. For 

example, employee’s involvement in decision-making 

process to resolve environmental issues. This allows the 

employees to participate and give suggestions to improve 

products and services sustainability. As a result, it increases 

organisational morale because the management trusts the 

employees and appreciates their ideas. Furthermore, it 

encourages organisations’ growth because employees offer 

better ideas to solve the organisation’s environmental 

problems.  

Human Resource Management Practices and Corporate 

Environmental Citizenship 

Researchers [15-18-36] emphasise the importance of ability 

enhancing human resource management practices in 

promoting corporate environmental citizenship. Recruitment 

and selection practices are able to enhance human resource  

management practices and increase corporate environmental 

citizenship. This is through hiring employees who have 

environmental awareness. Employees who have 

environmental awareness are familiar with green practices 

(e.g. recycling) and they are capable to promote corporate 

environmental citizenship. For example, environmental 

friendly organisations include green knowledge and 

behaviors in job specifications.  They recruit employees who 

are passionate to work in environmental friendly 

organisations. Training and development activities are also 

able to enhance human resource management practices to 

achieve environmental citizenship. This can be achieved by 

providing training on environmental citizenship and conserve 

energy in workplace to employees. [37] examined the effect 

of environmental training on organisational environmental 

practices. They found that environmental training influences 
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organisational environmental practices; environmental 

training helps organisations to prepare and ready in adopting 

the organisational environmental practices.  

[38,39,40] examined the influence of motivation enhancing 

human resource management practices on corporate 

environmental behavior. [38] found that rewards either in 

financial (e.g. bonus, increase in pay, profit sharing) or non-

financial (e.g. recognition programs, vacations, certificates, 

praises) influence employees’ environmental behavior. For 

example, when an organisation gives awards (e.g plaque, 

letters) for innovative environmental improvement ideas, it 

enhances the corporate environmental citizenship. 

Performance appraisal is one of the strategies to enhance 

human resource management practices for corporate 

environmental citizenship. The strategy is to include 

environmental performance standards into the performance 

appraisal system. According to [41], to encourage 

environmental friendly behavior, employees’ job 

performance should be evaluated based on environmental 

awareness criteria. Organisations also can include a separate 

component for greening progress in the employees’ 

performance appraisal. However, some organisations use 

negative reinforcements (e.g. wages suspensions, warnings 

and criticisms) in the performance management. [42] 

examined hotel employees’ experience with environmental 

management practices and found that some employees were 

scolded when they did not implement hotels’ environmental 

management practices. Employees must engage in hotels’ 

environmental management practices to avoid from being 

scolded. 

In addition, [14] found that employee involvement not only 

enhances human resource management practices, but also 

enhances corporate environmental citizenship. Employees’ 

goals, capabilities, commitment and perceptions are aligned 

with the organisations’ green practices. It can be attained 

from employees’ involvement in the environmental 

management practices. According to [15], employees’ 

involvement can improve corporate environmental 

citizenship by reducing waste and pollution in the workplace. 

On the other hand, employees’ environmental friendly 

behavior can be achieved through empowerment. A  

study conducted by [43], found that empowerment increases 

employees’ willingness to give suggestions for environmental 

improvements.  Empowerment means shifting the decision-

making power from top-level employees to lower-level 

employees. Empowerment allows them to have autonomy 

and power to give suggestions in resolving environmental 

issues. As a result, corporate environmental citizenship can 

be achieved effectively when all employees are willing to 

give suggestions for environmental improvement. On the 

other hand, [13] asserted that management should encourage 

employee’s empowerment. Suggestions from all employees 

are welcome irrespective of their job positions. They are 

encouraged to resolve environmental issues and apply their 

green knowledge in the workplace. As a result, organisations 

get many new ideas on environmental protections and 

increase corporate environmental citizenship. 

Based on above discussion, this conceptual propose: 

H1: Human resource management practices have positive 

relationship with corporate environmental citizenship 

H1a: Ability enhancing human resource management 

practices has positive relationship with corporate 

environmental citizenship 

H1b: Motivation enhancing human resource management 

practices has positive relationship with corporate 

environmental citizenship 

H1c: Opportunity enhancing human resource management 

practices has positive relationship with corporate 

environmental citizenship 

 

Conceptual Framework 

 

 

 

 

 

 
Figure 1: Proposed Conceptual Framework 

Figure 1 shows the conceptual framework for this study. This 

study proposes that human resource management practices 

have a direct relationship with corporate environmental 

citizenship. This is based on the Ability-Motivation-

Opportunity (AMO) theory. AMO theory was introduced by 

[44]. [45] mentioned that coherent human resource 

management practices can enhance employees’ ability, 

motivation and opportunity within organisation to participate 

and increase the organisations’ performance and productivity. 

Therefore, human resource management practices help 

organisations to recruit, select, train and develop the 

employees. Furthermore, the employees could gain 

knowledge, skills and positive behavior through motivation 

and opportunities given by the top management.  This view is 

supported by [33] and [46]. In the context of this study, the 

construction companies must incorporate ability, motivation, 

opportunity and enhancing human resource management 

practices to enhance employees’  

ability, motivation and opportunity to engage into the 

environmental friendly behavior and corporate environmental 

citizenship. For example, an organisation includes 

environmental friendly criteria in the recruitment 

advertisement and selects applicants who are aware of green 

environment. The employees also should be able to 

communicate with other employees regarding green 

environment, share their environmental skills and conduct 

environmental trainings. These can improve employees’ 

environmental friendly behavior and corporate environmental 

citizenship.  

 

RESEARCH METHODOLOGY  
This study will adopt the quantitative research methodology. 

Quantitative research methodology permits large number of 

data collections which the results can be generalised to the 

whole population. Questionnaire is used as a research 

instrument to gather data because it allows the researcher to 

collect data from large targeted respondents. According to 

[47], questionnaire has been widely used in social science 

research for collecting data from large number of 

respondents. 
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CONCLUSION 
This conceptual paper proposed a framework of the influence 

of human resource management practices (i.e. ability 

enhancing, motivation enhancing and motivation enhancing) 

on corporate environmental citizenship. These human 

resource management practices have been reported as 

important factors that influence corporate environmental  

citizenship better than marketing, finance and information 

technology factor. Furthermore, prior studies have been 

examined each human resource management factor as an 

independent variable rather than combining the factors as an 

interconnected independent variable. Therefore, this paper 

suggests that construction companies need to emphasise on 

human resource management practices (i.e ability enhancing, 

motivation enhancing and motivation enhancing) to enhance 

corporate environmental citizenship.  
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