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Abstract 

This descriptive study is conducted with the objective to understand the significance and 

relevance of Green Recruitment from the perspective of the job seekers’ in Ireland. To 

understand the job seekers’ perspective on Green Recruitment, it was important to measure 

their Green Orientation, and identify the factors that influence their Job Pursuit Intention. The 

research philosophy is positivism, and due to time limitation a non-probability method was 

used in this study. Primary data was collected from a convenience sample of 92 job seekers in 

Ireland using an online quantitative questionnaire. The findings revealed that people in Ireland 

are environmentally conscious and their Job Pursuit Intention is influenced by the 

organization’s environmental management initiatives. 
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1. Background & Introduction 

 

1.1 Background 

Healthy ecosystems such as forests, mangroves, coral reefs, flora and fauna population, 

including species population has been on a decline over the last 40 years due to rapid economic 

growth and industrialization, and this has a severe and adverse impact on the global 

environment and stability, livelihoods and productivity (The World Bank). The world population 

is about 7.2 billion and growing at a constant pace, and the available natural resources are good 

for about 2 billion people which is a huge cause for concern (The World Counts). 

Governments are focusing on growth strategies for overall wealth rather than GDP, and 

working towards encouraging innovation, efficiency, sustainable budgeting, and green growth. 

Policies enabling the use of natural resources sustainably as part of good business are being 

created and implemented both in the public and private sectors (The World Bank). Moscardo et 

al. (2013) consider organizations to be a major cause of ecological harm at global scale, and 

have been the focal point at sustainability discussions. According to Schaltegger and Burritt 

(2010) organizations can play a critical role in solving environmental issues. Moscardo et al. 

(2013) and Van Marrewijk (2003) believe environment is the main pillar of Corporate Social 

Responsibility (CSR) that aids in creating sustainable business based on the working model of 

business ethics (Shafaei et al., 2020). 

Thus, sustainability according to Chouinard et al, 2011 has become the primary focus and is part 

of the strategic goals of many organizations worldwide.  “Sustainability means addressing the 

needs of today without compromising future needs, emphasizing intergenerational equity”. 

Elkington (1997) introduced the triple bottom line principle to describe the three pillars of 

sustainability namely; economic, environmental and social (Yong et al., 2019). For an 

organization to be Economically sustainable it needs to produce goods and services on a 

continuous basis. The impact of the business on the environment is considered as 

Environmental sustainability. The fairness in distribution and opportunity with respect to issues 

of health, education, and income is categorized as Social sustainability (Aggerholm et al. citied 

in Yong et al., 2019). Harris (2003) emphasizes the importance of Economic sustainability along 
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with Environmental sustainability and Social sustainability being a significant aspect of a 

corporate’s financial success (Yong et al., 2019). According to Taylor et al. (2012) long term 

economic, physical, and social well-being of the employees can be achieved if sustainability is 

embodied into the organization’s Human Resource Management system (Yong et al., 2019). 

Though it may seem counterintuitive to spend money on sustainable business practices to 

increase organizational profitability, studies prove that profitable organizations are also the 

most sustainable organizations. With short-term investment in sustainable strategies, 

organizations can reap long term benefits; based on the research done by McKinsey; 

organizations with high ESG (Environmental, Social, and Governance) metrics outperform their 

competitors (Chladek, 2019).  

1.2 Research Introduction 

The developed and developing countries have felt the pressure of being sustainability-oriented 

and environmentally friendly and this has invoked the concept of Green Human Resource 

Management as an approach for the companies to deal with the challenging business climate, 

as well as remain competitive and sustainable (Yong et al., 2019). Ren et al., 2018 defines Green 

Human Resource Management as the “phenomena relevant to understanding relationships 

between organizational activities that impact the natural environment and the design, 

evolution, implementation and influence of HRM systems” (Kivinda et al., 2021). Company’s 

human resources are unique and cannot be replicated by competitors, and gives the company 

an edge over its competitors according to the Resource Based View (RBV) theory, thus the 

synergy between Human Resource Management and Environmental Issues / Sustainability 

initiative helps a company stand out in the current cut-throat environment.  According to 

Barney, 2001 and Newbert, 2007 the Resource Based View (RBV) is considered an effective 

approach in strategic management, and is a leading theoretical framework (Ipek, 2018). 

Imbibing a culture of sustainability wouldn’t hamper achieving organizational goals, instead 

would attract motivated and driven employees that will help accomplish financial success 

(Chladek, 2019). 
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There has been an increasing interest in Green Human Resource Management since 2007 and 

there has been a massive spike in Green HRM Publication in 2016 and continues till date. The 

emphasis of human participation at work in sustaining the environment at the UN Sustainable 

Development Summit in New York in 2015 led to the spike in Green HRM articles. “Since 2016, 

the importance of Green HRM research increased noticeably among scholars 

(Dumontetal.,2016; Guerci, Longoniand Luzzini, 2016; Guerci, Montanari, Scapolan and 

Epifanio, 2016; Jabbour and Renwick, 2018; Yong et al., 2019; Yusliza et al., 2017)” (Yong et al., 

2019). Renwick et al., 2013 state the importance of incorporating and implementing Green 

Human Resource Management, also known as ‘Environmental’ Human Resource Management 

as a pivotal tool to its sustainable development strategy, and organizations will be able to 

achieve their sustainable goals (Pham et al., 2019). De Souza Freitas et al. (2012) identified the 

catalytic role played by Human Resources in bridging the gap between organizational practices 

and sustainable values, and aided the organization to achieve organizational sustainability in a 

leading Brazilian company (Yong et al., 2019).  

1.3 Research Rationale 

The Ability-Motivation-Opportinity (AMO) Theory is regularly used according to Boselie et al. 

(2005) in empirical studies to theorize the impact of Human Resource practices on the 

organization’s performance. Based on the Ability-Motivation-Opportunity Theory, high 

performing employees are developed by increasing employees’ Ability, rewards and 

performance management enhance employees’ Motivation, and employee involvement 

provides employees with the Opportunity to engage in decision making activities (Renwick et 

al., 2012). Appelbaum et al. (2000) have used the Ability-Motivation-Opportunity Theory to 

review Green Human Resource Management impact on employee management (Renwick et al., 

2012). 

Besides achieving sustainable goals, adopting Green Human Resource Management practices 

also aids in cost reduction and value creation, as Human Resources play a vital role in an 

organization’s strategic planning (Yong et al., 2019). Thus, Human Resources needs to diversify 

its approach by assessing the candidates’ commitment towards the environment during the 
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selection process, hire employees with environmental awareness, include training on the 

organization’s environmental initiatives, evaluate employees’ environmental performance, and 

reward ideas that add value to the organization’s sustainable goals (Saeed et al., 2018, Gholami 

et al., 2016 cited in Yong et al., 2019).  Green analysis and job description, green recruitment, 

green selection, green training, green performance assessment, and green rewards, all fall 

under the Green Human Resource Management umbrella.  

There isn’t enough evidence that Green Human Resource practices such as green analysis and 

job description, green recruitment, green selection, green training, green performance 

assessment, and green rewards can influence an organization to be sustainable. However, a 

study in a Malaysian manufacturing industry examined the influence of Green HRM practices on 

sustainability using the theoretical basis of RBV and found that only green recruitment and 

green training led to sustainability, implying that priority should be given to applicants with 

environmental knowledge during the recruitment process (Yong et al., 2019). Siti Nabiha, 2015 

states that achieving organization sustainability goals starts with hiring the right people, then 

creating a green corporate culture through training and encouraging a sustainable attitude 

through performance evaluation and reward systems (Yong et al., 2019). Green Human 

Resource Management begins with hiring the right people; hence, Green recruitment is an 

important aspect of the organization’s sustainability drive, as employees execute the 

organization’s sustainable policies, and create and drive the green corporate culture. 

Tang et al., 2017 categorizes Green Recruitment as; “(a) candidates' green awareness, (b) green 

employer branding, and (c) green criteria used to attract candidates” (Yong et al., 2019). With 

an increase in environmental awareness among the younger generation, organizations 

especially multinational companies are gaining a reputation of green employer to attract 

potential talent (Renwick et al., 2012). According to Renwick et al. (2012) and, Rozsa and 

Machova (2020), Organization’s environmental awareness, environmental reputation and 

image has a significant impact on job pursuit intentions.  

There have been mixed and contradicting results on the relationship between Green Human 

Resource Management and the organization’s sustainability initiatives. However, studies are 
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still being conducted to identify the relationship between organizational sustainability and the 

society at large (Yong et al., 2019), and there are studies that show a connection between an 

organization’s sustainable initiative and the job seeker’s job pursuit intention. Organizations 

that focus on sustainability, rather than just providing employment have a competitive 

advantage in attracting the best talent (Chladek, 2019). Research done by Chartered Institute of 

Personnel and Development (2007) also corroborates the relationship between employer green 

reputation and job pursuit intentions, as high-achieving graduates in the UK access the 

organization’s sustainability initiatives when applying for jobs (Renwick, 2012). Another 

research done on Italian graduate students suggests it is not the organization’s reputation or 

brand awareness but the organization’s green orientation that influences the students job 

pursuit intentions (Guerci et al., 2016).  

1.4 Research Aim and Objectives 

Previous research is limited to the relationship between younger generation job seekers’ Job 

Pursuit Intention and employer’s Green Reputation. Therefore, the aim of this research is to 

answer the question: ‘Do job seekers in Ireland consider organization’s sustainability initiatives 

and goals when applying for jobs?’ This question will be answered in two parts:  

- First, the job seekers’ (in Ireland) environmental awareness / consciousness will be 

accessed 

- Second, it will explore the relationship between employers’ green reputation and job 

seekers’ job pursuit intention in Ireland, and if an employers’ green reputation is an 

important aspect when job seekers decide to work with a company 

The researcher presents the objectives mentioned below to answer the proposed research 

question: 

▪ Identify if people in Ireland are environmental conscious 

▪ Identify if there is a relationship between job seekers’ job pursuit intention and 

employers’ green reputation in Ireland 

▪ Identify if there is a correlation between job seekers’ age and environmental awareness, 

and their job pursuit intention 
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The findings from this research aims to help organizations in Ireland reconsider or reexamine 

their recruitment process in order to attract right and talented candidates. This research might 

also encourage organizations in Ireland to focus on sustainability and work towards achieving a 

reputation of green employer, and help preserve the environment. 

The rest of the paper is divided as follows: Section 2 will discuss the Literature Review and 

outline the hypotheses. Section 3 will explain the details of the Research Methodology. Section 

4 will have the results and analysis, and Section 5 will be an elaborate discussion on the results. 

The paper will end with limitations to the research, research conclusion, and open the 

possibilities for further research in Section 6.  
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2. Literature Review 

This chapter provides an overview in need for organizational pro-environmental values and 

ethos, that lead to the emergence of Green Human Resource Management, with particular 

focus on importance of Green Recruitment practices. It also discusses the relationship between 

organization’s green reputation and job pursuit intention. 

The first United Nation’s (International) Conference on Human Environment held in June 1972 

in Stockholm declared that improving the human environment is the imperative goal of 

mankind (HRMI, 2022). Sustainability is going to play a major role in the corporate world and 

amongst professionals as per the CIPD’s People Profession 2030 trends. By adopting sustainable 

initiative as part of people practices, organizations can contribute to the reduction of climate 

change (Maxwell, 2021). Hence, Environment Management has made its way into the field of 

management and organizations incorporating sustainable strategies into their corporate 

strategies, due to environmental problems such as deforestation, depletion of natural 

resources, and climate change (Bansal and Gao, 2006; and Hoffman and Bansal, 2012 cited in 

Molina-Azorin et al., 2021). According to Renwick et al. (2013) Green Human Resource 

Management also known as Environmental Management is a crucial tool in the organization’s 

sustainability strategy (Pham et al., 2019). Wright et al. (2001) have highlighted the significance 

of an organization’s internal resource; especially people being crucial to attain sustainability 

(Yong et al., 2019). Integrated Environmental Solution (IES) based in Glasgow has integrated 

sustainability as part of its people value. As they believe managing their people can make a 

huge difference to the planet (Maxwell, 2021). In order to attain sustainability, organizational 

practices not only need to be people focused, but they need to be green focused. Organizations 

need to develop and implement initiatives that equally benefit the economic, environment, and 

social dimensions according to Jabbour and Santos (2008) (Yong et al., 2019). Dwyer et al. 

(2009); Albertini (2003); and Martin-de-Castro et al. (2016) all mention that academics along 

with practitioners are focusing on understanding the relationship between environmental 

practices, competitive advantage and financial performance, with particular focus on 

environmental management and firm’s competitive advantage (Molina-Azorin et al., 2021). To 

accelerate the positive impact of an organization’s environmental competitiveness, 
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management scholars around the world are evaluating managerial practices that can facilitate 

Green Human Resource Management goal (HRMI, 2022).  

2.1 Green Human Resource Management 

Renwick et al., (2013) refer to Green Human Resource Management as the Environmental 

Management (EM) aspect of Human Resource Management (Pham et al., 2019). Jabbour, 2013 

refers to Green Human Resource Management as “the systematic, planned alignment of typical 

human resource management practices with the organization’s environmental goals”. Green 

Human Resource Management has become significant in recent times with its significance only 

increasing with the passing of time and it has become the buzzword in the field of business 

(HRMI, 2022). Based on literature organizations are considered the main cause of 

environmental problems according to Bebbington (2001), they ought to play a large part in 

reducing environmental issues. Thus, organizations are responding to environmental 

degradation by developing people management Green Human Resource Management practices 

(Renwick et al., 2017). 

Green Human Resource Management involves social and economic well-being of the 

organization and the employees, besides creating awareness of environmental affairs. Creating 

a green workforce that executes the organizations’ green objectives by understanding, 

appreciating and practicing green initiatives is the responsibility of Green Human Resource 

Management (HRMI, 2022).  Green Human Resource Management fosters an environment that 

imbibes a culture of green initiatives and green values, increasing engagement in sustainability 

management activities. Evidence supports organizational environmental culture is predicator 

and environmental performance is the outcome of Green Human Resource Management at the 

organizational level (Shafaei et al., 2020).  

Green human resource management aligns employees with the organization’s environmental 

goals, and it also contributes and leads to greening of other departments such as green 

operations, green accounting and finance, green marketing, and green supply change 

management, thus is considered a robust strategy.  As discussed earlier Green Human Resource 

Management comprises of all Human Resource Management practices – analysis and job 
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description, recruitment and selection, training and development, performance and appraisal, 

and rewards (Yong et al., 2019). Green Human Resource Management can be implemented 

through a four-step green human resource management model as per management scholar 

Milliman and Clair (2017); “(a) providing an environmental vision as guidance, (b) providing 

training to the employees and other stakeholders according to the environmental vision of the 

organization, (c) evaluating employees' performance on the basis of their eco‐friendly behavior, 

and (d) integrating a system of rewards for eco‐friendly employee behaviors” (Gilal et al., 2019). 

Since Green Human Resource Management is a new area, its intersection with sustainability 

requires all the Human Resource practices to be in synergy for the organization to reach its 

environmental goals (HRMI, 2022). 

2.1.1 Green analysis and Job Description 

A clear description of roles and responsibilities ensures less wastage and minimum overlap of 

resources, and increases organizational productivity. Thus, job analysis and description is an 

essential aspect of the recruitment process (Yong et al., 2019). Green analysis and job 

description from a green perspective includes “environmental issues in all the job descriptions 

transforms the commitment to the environment into an employees' obligation beside the usual 

activities of their jobs” (Jabbour et al., 2010). According to Jabbour (2011), organizations that 

are concerned with improving the environmental performance should focus their green analysis 

and job description on environmental knowledge, which will encourage and empower 

employees to get involved in environmental management issues (Yong et al., 2019). 

2.1.2 Green Recruitment 

An organizations workforce is what sets it apart from other organizations and one of the key 

roles of Human Resources is to attract quality candidates. With increasing emphasis on 

sustainability and environmental awareness, environmental performance is used as a tool 

during the recruitment process. Organizations are realizing that green employer reputation 

attracts candidates, hence organizations like General Electric present themselves as an 

environmentally conscious organization to leverage their recruitment process (Phillips, 2007 

and Huff, 2007 cited in Yong et al., 2019). Green Recruitment practice is “the recruitment 
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practice adopted by an organization to attract prospective applicants by means of 

environmental sustainability-related messages” (Guerci, 2016).  

2.1.3 Green Selection 

Usually, recruitment and selection are used interchangeably, however Bratton and Gold (2012) 

clarify the difference: “Recruitment is the process of generating a pool of capable people to 

apply for employment, whereas selection is the process by which managers use specific 

instruments to choose a candidate from a pool of applicants, in line with management goals 

and legal requirements” (Yong et al., 2019). In order to succeed, organizations need a pool of 

qualified and skilled employees, thus selecting the right candidate is crucial; without qualified 

employees organizations are less likely to succeed according to Mathis and Jackson (2011) 

(Yong et al., 2019). Green selection is the “selection of people committed and sensitive to the 

environmental issue, with a potential contribution to the environmental management of a 

company” (Jabbour et al., 2010). Green selection means selecting employees who are 

committed to reducing environmental issues (Yong et al., 2019).  

2.1.4 Green Training 

Training employees aids in accomplishing the organizations vision and goals. Green Training 

“provides employees with the needed knowledge about the environmental policy of a 

company, its practices, and necessary attitudes” (Jabbour et al., 2010). According to Sammalisto 

and Brorson (2008), green training serves two purposed: “(a) teaching employees the 

company's environmental policy and daily procedures and (b) changing employees' attitudes 

and increasing their environmental awareness. Employee awareness of and value of 

environment management increases with Green Training, as they are trained to conserve 

energy, reduce waste, and in waste management (HRMI, 2022). 42% organizations in the 

United Kingdom train their employees in environmentally friendly business practices based on a 

survey conducted by CIPD/KPMG (Yong et al., 2019). Green training instills / awaken a sense 

environmental consciousness within the employees and in turn helps company achieve its 

sustainable goals. 
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2.1.5 Green Performance Assessment 

Performance assessment is used as a tool during appraisal and a formal performance 

assessment process helps employees improve through performance feedback leading to 

employee and organizational growth (Yong et al., 2019). Green Performance Management is 

“the appraisal and registration of employees' environmental performance throughout their 

careers in a company and provides them with feedback about their performance to prevent 

undesirable attitudes or reinforce exemplary behaviour” (Jabbour et al., 2010). Green 

performance assessment focuses on “environmental incidents, environmental responsibilities, 

communication of environmental policy, and green information system and audits” and 

performance appraisal rating system should be revised to include these competencies (HRMI, 

2022). Regular and timely feedback based on employees’ Green Performance Assessment 

supports the company’s sustainable goals. ISO 14001 certified companies set environmental 

goals for their employees as part of their performance assessment (Jabbour, 2011 cited in Yong 

et al., 2019). Green performance assessment has had a positive impact on companies that are 

environmental conscious (Jabbour et al., 2010). 

2.1.6 Green Rewards 

Besides retaining and motivating employees, rewards also facilitate the development of new 

ideas to achieve organizational goals. As rewards are considered a powerful tool that links 

employees’ goals with the company’s goals, many companies have incorporated and 

implemented green rewards. Green Rewards is “the implementation of a system of financial 

and nonfinancial rewards for employees with a distinct potential to contribute to 

environmental management” (Jabbour et al., 2010). According to Jackson et al., 2011 monetary 

and nonmonetary rewards are significant tools in environment management initiatives. 8% 

firms in the United Kingdom reward green behavior based on a survey by CIPD/KPMG (Phillips, 

2007 cited in Yong et al., 2019).  

Becker & Huselid (2006) highlights that there is literature on HRM’s contribution in influencing 

the employees’ attitudes and behaviours, however, Renwick et al. (2013) emphasis that there is 

lack of evidence on the influence of Green Human Resource Management in motivating 
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employees to get involved in environmental activities. Thus, have identified examining the 

influence of GHRM practices on organizational environmental performance as a significant area 

for research (Chaudhary, 2019). 

As per research done by Tang et al. (2018), and Masri & Jaaron (2017) based on the Ability, 

Motivation and Opportunity Theory, scholars are increasing studying the application of Green 

HRM to “(1) develop green abilities (A), such as green training; (2) motivate green employees 

(M), such as green reward; and (3) provide green opportunities (O), such as green 

organizational culture”, to measure the impact of Green HRM practices (Pham et al., 2019). 

Thus, as stated by Siti Nibha (2015) for organizations to achieve sustainable goals, HRM 

practices such as hiring the right people with environmental consciousness is crucial as it 

becomes easier to align employees’ mindset towards sustainability (Yong et al., 2019). 

However, the relationship between employee commitment and Green HRM requires 

investigation (Pham et al., 2019). 

2.2 Green Recruitment 

Organizations need environmentally oriented workforce to execute their environment policies, 

and this can be achieved by: One, focusing on green recruitment and second, conduct 

environmental awareness through training and education. Green recruitment is more cost 

efficient than green training, hence organizations are incorporating green recruitment into their 

recruitment strategy (Arulrajah et al., 2015). Green recruitment focuses on the environment, 

and makes it an important component of the organization (HRMI, 2022). Manufacturing 

industries in Malaysia adopted Green Recruitment, along with Green Training to mitigate 

environmental issues, that had arisen due to scarcity of natural resources, and attained 

business sustainability as well as saw an increase in their financial performance (Yong et al., 

2019). 

Job seekers are enthusiastic and passionate about working with environmentally friendly 

organizations, and hiring employees who are aware of sustainable processes such as recycling, 

makes it easier for these organizations to induct them into the system (HRMI, 2022). Job 

seekers also want to work with environmentally conscious organizations Wehrmeyer (1996) 
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and Oates (1996) based on a survey of high-achieving graduates in the United Kingdom. In 

order to attract environmentally aware talent, Renwick et al. (2008), and Jackson et al. (2011) 

mention that organizations are branding themselves as ‘green employer of choice’. Job adverts 

and job vacancies of organizations include environmental value as part of the organizational 

value, some job adverts and job vacancies also mention their preference for candidates with 

environmental management initiative competency (Arulrajah et al., 2015). In Britain, the Rover 

group carmaker includes environmental responsibility as a part of every job profile. Even 

organizations like Siemens, BASF, Bayer and Mannesmann mention environmental activities to 

attract quality candidates (HRMI, 2022). 

Green recruitment gives an organization the opportunity to differentiate itself from its 

competition by increasing the scope of attracting high quality candidates. Recruitment process 

should be aligned with environment-friendly issues to corroborate the current green trend 

(HRMI, 2022). An important aspect of Green Human Resource Management is recruiting and 

selecting environmentally aware and sensitive employees (green recruitment and selection) 

(Chaudhary, 2019), as employees’ behaviors turn into habits which forms the organizational 

culture and in turn reflects the organization’s ideology (Schein, 1992 cited Shafaei et al., 2020). 

Thus, Human Resourcesir is faced with the challenge of attracting high-quality staff, as job 

seekers prefer working with organizations whose values are aligned with their values, and the 

organization’s environmental reputation impacts the job pursuit intention. 

2.3   Job Pursuit Intentions (JPI) 

Aiman Smith et al. (2001) defines Job Pursuit Intentions as “the willful act of taking active steps 

to gain indepth knowledge about the organization, establish closer contact with it, and to 

arrange a job interview.” Job Pursuit Intention can also be defined as “the process of starting to 

consider a particular organization as the right place to seek and secure employment” by Arijs et 

al. (2018). Beenen and Pichler (2014) refer to Job Pursuit Intention as the attempt made by the 

job seeker to obtain all the relevant information about the prospective employer during the 

early recruitment stage. According to Hinojosa et al. (2015) job seekers also try to gain as much 
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knowledge about the organization in order to succeed during the selection process (Rozsa and 

Machova, 2020).  

Scholars that have researched the recruitment process have identified independent variables 

that influence the job seekers job pursuit intention and they can be divided into two groups. 

Group one states that recruitment campaigns cannot impact job pursuit intention, however 

employer attractiveness (EA) can increase job seeker intention. Group two states the impact of 

words, e.g., friendly communication, and visual presentation, e.g., graphics on job pursuit 

intention (Rozsa and Machova, 2020). Data collected from 412 Czech and Slovak Republic 

university students shows that along with salary and benefits, and employee responsibilities, 

employers’ attractiveness or how employers’ differentiate themselves from other employers 

has a positive impact on job pursuit intentions (Rozsa and Machova, 2020). A study done by 

Grolleau et al. (2012) found that professionals focused on the environmental strategy of the 

organization during job pursuit intent and thus companies add environmental standards during 

the recruitment process (HRMI, 2022). 

2.4   Environmentalism 

Environment Awareness or Environmentalism is the “ideology that evokes the necessity and 

responsibility of humans to respect, protect, and preserve the natural world from its 

anthropogenic (caused by humans) afflictions” (World Wild Federation). It is the ethical 

responsibility of every individual to boost sustainable development by shielding the 

environment. Individuals can make minor alterations to daily lifestyle, and this is categorized as 

being environmentally conscious. Organizations too can have a positive impact on the 

environmental health by being mindful of waste and recycle (Cary, 2020). 
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The Deloitte Global 2020 Millennial and Gen Z Survey shows that protecting the environment 

and climate change is the top priority and a top personal concern for millennials, and they 

feared it was too late to reverse or repair the damage done to the environment and that the 

environment had passed the point of no return. Post pandemic environment dropped to 

number two on the millennial’s priority list after unemployment; it still surpassed threats to 

their health, family welfare, and careers as per The Deloitte Global 2021 Millennial and Gen Z 

Survey, as seen below in figure 01 (Deloitte). 

Figure 01: Greatest Personal Concerns for Millennials and Gen Zs (Source: The Deloitte Global 2021 Millennial and 

Gen Z Survey) 
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Environment is also one of the top three greatest concerns for Millennials and Gen Zs in Ireland 

as seen in Figure 03 below, infact 27% millennials in Ireland feel protecting the environment is a 

concern as compared to 26% global millennials, and 30% Gen Zs in Ireland have protecting the 

environment as number one priority as compared to 26% global Gen Zs, as seen below in figure 

02 (Deloitte). 

Figure 02: Top three issues of greatest concern (Source: The Deloitte Global 2021 Millennial and Gen Z Survey- 

Ireland) 

Though the environment is one of the top three priorities for millennials and Gen Zs, survey by 

Censuswide for Aviva, the U.K. insurer shows that people aged 55 years and above were more 

involved in environmental activities, and people aged between 16 to 24 years were the worst 

environmental offenders. As per the survey 84% of over 55 years recycled as compared to 54% 

of 16 to 24 years, plus 66% of over 55 years avoid using single use plastic items as compared to 

55% of 16 to 24 years. The only areas where the 16 to 24 years were ahead: was going vegan 

and up-cycling (Williams, 2020). 

Another study done in the UK, ‘Who cares about Climate Change? Attitudes across the 

generation’ found that all the generations are concerned about climate change and willing to 

make sacrifices and act in an environmentally conscious way. The generation war and divide 

over the climate crisis is fake and a myth, in fact twice as many boomers than Gen Z have 

boycotted companies due to environmental reasons (Hill, 2021). The ‘Who cares about Climate 
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Change? Attitudes across generation’ research shows a difference in view point between 

generations with respect to the statement, ‘There is no point in changing my behaviour to 

tackle climate change because it won't make any difference anyway’ has 61% of boomers 

disagreed with the statement as compared to 41% of millennials (Hill, 2021), as seen in figure 

03. 

Figure 03: There is no point in changing my behaviour to tackle climate change because it won't make any 

difference anyway (Source: Who cares about Climate Change? Attitudes across the generation, 2021) 
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In light of the ongoing pandemic according to The Deloitte Global 2021 Millennial and Gen Z 

Survey 60% of millennials and Gen Zs feared that business leaders would be more focused on 

business challenges due to the pandemic, and will be less committed to improving the 

environment. Millennials also believe that businesses are not making a positive impact on 

society, as the survey result was 47% and it increased above 50% for the first time; Gen Z survey 

results were similar. Seven out of 10 millennials feel that businesses only focus on their agenda 

and don’t consider the environment and society at large, as seen in the drop of the survey 

figures from 77% in 2019 to 73% in 2020. In addition to that 62% millennials agree that 

businesses “have no ambition beyond wanting to make money”, this percentage also dropped 

as compared to 2020, as seen below in figure 03 (Deloitte).  

Figure 04: Businesses Have a Focus Beyond their own Agenda (Source: The Deloitte Global 2021 Millennial and Gen 

Z Survey) 

Though less than half of the global Millennials and Gen Zs think that businesses have a positive 

impact on the environment and society, they still want businesses to make concrete plans and 

initiatives to reduce their effect on the environment. Furthermore, 44% millennials and 49% 

Gen Zs said they are willing to work with organizations and choose the type of work they are 

ready to do based on the synergy between their personal ethics and the organization’s ethics. 
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The past millennial surveys have also shown that younger generations want to work with 

organizations that focus on the environment and have a purpose beyond making profit. They 

want to work with organizations that have similar values as them, and give them the 

opportunity to make a positive impact on the environment. Hence, business leaders should 

focus on creating business policies that are environment friendly, focus on creating a positive 

impact on society, and generate opportunities that make employees feel they are giving back to 

society in order to attract and retain talent (Deloitte). Failing to do so will risk losing the future 

workforce, along with risking the organization’s reputation (Jahn, 2021).  

Results of a survey conducted on 2,000 office goers in the United Kingdom by Censuswide in 

August 2020, shows that 78% of the respondents were concerned about environmental ethics, 

and 83% felt that their place of work was not doing much to address climate change. These 

days employees are the ones that are demanding for change, and don’t just care about the 

environment from a personal point of view, but want their employers to be aligned with their 

environmental values and implement sustainable initiatives (Acaroglu, 2020). Individuals who 

engage in sustainability behaviors such as recycling household waste, are involved in green 

committees, and are willing to accept and adapt to climate change successfully impact the 

organizations’ environmental performance; Lamm et al. (2013) and Davis & Herat (2008) state 

that environmentally conscience employees get involved in voluntary pro-environmental 

behaviors within the organization (Gilal et al., 2019).  

A study done by Aguinis and Glavas (2019) highlights Corporate Social Responsibility as one of 

the most important antecedents, as employees proactively get involved in environmental issues 

and develop a strong sense of organizational identification (Shafaei et al., 2020). According to 

Ehnert (2009) organizations, particularly multi-nationals, are adopting Green HRM practices to 

attract job seekers, especially the increasingly environmentally aware younger generation 

(Renwick et al., 2012). Climate change issue is extremely important to employees, especially 

millennials, as seen in the survey conducted on 2,000 office workers in the United Kingdom by 

Censuswide in which 65% mentioned they would like to work with organizations with strong 

environmental policies, and 63% showed the willingness to learn green skills to be able to add 

value at work (Acaroglu, 2020). In another research conducted by consultancy Global Tolerance 
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in the United Kingdom 44% said they would work for less salary for meaningful work that helps 

the society at large, and 53% said they would work harder if it would make a positive impact on 

others. Organizations cannot ignore the younger generations’ environmental temperament as 

they face the risk of losing two third of the young talent pool. Thus, organizations are not just 

adapting environmental policies but are also broadcast their values and policies (Jenkin, 2015). 

2.5   Green Recruitment and Job Pursuit Intention 

Increasing organizational sustainable practices isn’t just good for the planet or the organizations 

profitability, but it is also a dominant factor in attracting high quality candidates during the 

recruitment process based on research, as job seekers are drawn to organizations with a green 

reputation (Bearne, 2017). A study done by Albinger and Freeman (2000) states that, 

“Corporate Social Performance index (including a ‘natural environment’ rating) was positively 

associated with selection attractiveness only for job-seeking individuals with high levels of job 

choice. Such individuals had high level soft skill and education, and thus firms with good 

reputations for Environment Management may have a source of competitive advantage in their 

ability to hire potentially high-performing staff”.   

In a similar way Green Human Resource Management is implemented to develop environment 

sensitivity in employees by making them aware of how their behavior and personal 

consumption patterns impact the environment and create environmental passion (Gilal et al., 

2019). According to Jia el al. (2018), “Environmental passion occurs when an employee feels 

pride, happiness, and a sense of accomplishment due to carrying out eco‐friendly acts such as 

recycling cans and paper, conserving energy, and using green products” (Gilal et al., 2019). 

Organization’s sustainability performance is impacted positively when employees possess 

environmental passion, get involved in green practices such as Green Human Resource 

Management; go beyond their job description, and align their green values with the 

organizational values, as they are more committed to achieving organizational goals (Gilal el al., 

2019). As per DuBois & Debois (2012) organizations apply employee green behavior as one of 

their strategies to increase their environmental performance and achieve sustainability. 

Employee green behavior has been described by Stern (2000) and Norton et al. (2015) as “an 
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intentional behavior of employee that helps to reduce negative impact of human actions” 

(Chaudhary, 2019). Dumont et al. (2017) add that employee green behavior is voluntary and is 

cognizant with the organization’s green culture, the green habits they follow in their everyday 

life and their willingness to execute such behaviors at work (Chaudhary, 2019). 

Along with increasing organizations’ environmental performance, employees’ overall job 

satisfaction is also enhanced (Chan and Hawkins, 2010 cited in Shafaei et al., 2020). Pollock et 

al., 2000 state that job satisfaction is high when employees perceive that their job possess “skill 

variety, task identity, task significance, autonomy and feedback” (Hackman and Oldham, 1976) 

and their jobs creates meaning (Shafaei et al., 2020). Marks & Spencer, the high-street chain 

launched its Plan A sustainability strategy in 2007 and saw the employees involved in plan A 

were extremely motivated and satisfied, as they felt they were making a difference to other 

people’s lives (Bearne, 2017). Researchers have described employee green behavior as “as 

workplace specific form of pro‐environmental behavior “(Chaudhary, 2019). Green Human 

Resource Management practices according to Robertson & Barling (2013) also encourages eco-

friendly behavior, like reduction of environmental waste, reduction in cost and helps improve 

the product (Gilal el al., 2019). 

Organization’s environmental awareness, environmental reputation and image has a significant 

impact on job pursuit intentions. Organizations should leverage their environmental 

involvement into their recruitment and talent management policies. They can benefit by 

mentioning green practices by focusing on their environmental performance indicators and 

figures in job advertisements (Chaudhary, 2019). 47% of 1,000 HR professionals surveyed by 

CIPD/KPMG believe that organizations with Green image entice high-quality recruits (Philips, 

2007 cited in Renwick et al., 2012). According to Bansal and Roth (2000) 88 interviews 

conducted in 53 companies in the UK and Japan also corroborate that firms with a good 

environmental reputation attract high-quality employees (Renwick et al., 2012). 65% of the 

employees across China, Germany, India, the United Kingdom, and the United States expressed 

the desire to work with organizations with strong sustainable policies according to a report by 

Pwc. Marks & Spencer the high-street chain saw a surge in job seeker applicants when it 

introduced its Plan A sustainability strategy in 2007 and decided to become the world’s most 
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sustainable retailer. Being green is not just ticking a box, but an integral part of the core 

strategies for most of the best companies in the world (Bearne, 2017). 

Over half of the MBA students in the US mentioned they would accept a lower salary to work 

for an environmentally responsible organization based on the study done by Dolan (1997) 

(Renwick et al., 2012). Researchers such as Albinger & Freeman (2000), Backhaus et al., (2002), 

Bauer & Aiman-Smith (1996) and Behrend et al., (2009) have mentioned research on the 

positive impact of environmental management; as companies with clear environmental policies 

and procedures attract qualified candidates. Behrend et al., (2009) and Turban & Greening 

(1997) point to literature in Human Resource Management that states that employee’s initial 

interest in joining the organization depends on the perception created during the recruitment 

phase (Khan and Noorizwan Muktar, 2020). There is evidence based on research by a number 

of scholars that organization websites are an effective and efficient recruitment tool used by 

organizations to attract the right candidate, as they provide information about the 

organization’s green behaviour. Behrend et al., (2009) and Gully et al., (2013) also agree that 

the amount of information about environmental policies and practices shared on the 

organization’s website is interlinked with the job seekers’ job pursuit intention (Guerci et al., 

2016). Study done on Italian graduate students shows a direct and distinct effect of employer 

green behavior and reputation on attracting job seekers; thus, throwing light on green 

recruitment practices and a relationship between Internet outcome expectancy and 

organizational attractiveness (Guerci et al., 2016). Brockett (2006) states that organizations’ 

recruitment strategies have been impacted by job seekers’ preference for Green organization 

(Renwick et al., 2012). 

The Social Identity Theory (SIT) according to Abrams and Hogg (1988) asserts that individuals 

who associate themselves with environmentally responsible organizations feel a sense of pride 

within their social groups (Khan and Noorizwan Muktar, 2020). A two-study approach 

conducted in Malaysia included 1,206 hotels for organizational level analysis and 508 

employees for individual level shows that Green Human Resource Management positively 

influences employees’ job satisfaction by creating a sense of meaningfulness; as work is at the 

center of all human activities (Shafaei et al., 2020). Chartered Institute of Personnel and 
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Development (2007) mentions that high-achieving graduates in the UK access the company’s 

sustainability initiatives when applying for jobs (Renwick, 2012). 39% of 757 CIPD members 

surveyed in the UK believe that an organizations Environment Management (EM) policy is a 

factor considered during Job Pursuit Intention (Philpott and Davies, 2007 cited in Renwick, 

2012). Felgate, 2006a mentions a survey of 1018 employees by the British Carbon Trust, shows 

that 75% of the employees would work for a firm with an active policy to reduce carbon 

emission (Renwick, 2012). A study done on 127 students in a Malaysian University shows that 

there is a positive relationship between green recruitment, Job Pursuit Intention and 

organizational attractiveness, thus the students have higher job pursuit intention towards 

environmentally responsible organizations (Khan and Noorizwan Muktar, 2020). In another 

study done on 172 students enrolled in the final year of Bachelors in Technology in India also 

shows a relationship between Green Human Resource Management and Job Pursuit Intention 

(Chaudhary, 2019). On the contrary in Italy after the recession of 2008 characterized by slow 

economic growth job seekers seem to be in favor of non-green recruitment practices and focus 

more on employment conditions rather than sustainability (Guerci et al., 2016). 

To conclude the researcher has identified there is a lot of research and data from developed 

and developing countries around the world, on the relationship between job seekers especially 

the younger generation’s Job Pursuit Intention and the employers’ Green reputation in other 

countries. Though there is data that shows the millennials and Gen Zs in Ireland are 

environment conscious, and prefer working with organizations that have similar values and 

ethos, there isn’t any research on job pursuit intention of job seekers from age groups, other 

than millennials and Gen Zs. 



Green Recruitment: A Descriptive Study on Job Seeker’s Perspective in Ireland             31 
 

Ireland does have a large number of working population 1.39 million between the ages of 25 – 

44 years, the population between the ages of 45 – 64 years is a sizeable 1.25 million, as seen 

below in figure 04 (Statista).  

Figure 05: Population of Ireland by age group 2021 (Source: Statista) 

Thus, it is imperative to also understand the job pursuit intention of people between the ages 

of 45 – 64 years and identify if they too consider the organization’s green reputation during the 

initial recruitment phase. 

Based on the above research and data the following hypothesis are proposed: 

H1: Job seekers’ age, and years of work experience does not impact job pursuit intention 

H2: The job seekers’ level of environmental awareness does not impact job pursuit 

intention 

         H3: Organization’s sustainability initiatives do not impact job pursuit intention 
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Figure 06: Hypothesis (Source: Designed by Researcher) 
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3. Methodology 

The process adopted to conduct the research and the research paradigm will be explained in 

this chapter. 

3.1. Overview 

The purpose of this study is to identify if there is a relationship between employer’s green 

reputation / branding and job seekers’ job pursuit intention in Ireland. As mentioned earlier in 

the literature employers in developed and developing countries are focusing on gaining a 

reputation as green employers to get an edge over their competitors in order to attract 

talented candidates. Organizations tend to adopt different recruitment practices and these can 

be bifurcated into two main dimensions according to Jiang et al., (2012): “the kind of 

organizational mechanisms that a practice involves, and the purpose of a given practice” 

(Guerci et al., 2016). In this study the focus is on recruitment practices, specifically Green 

Recruitment practice from a job seekers’ perspective. 

There are multiple studies mentioned earlier in the literature that show a positive relationship 

between employer green reputation / branding and job pursuit intention especially amongst 

the younger generation. However, there is no study done in Ireland and there is no empirical 

evidence of a positive relationship between job pursuit intentions of job seekers from different 

age groups and employer green branding. Therefore, the main objective of this study is to 

understand the job pursuit intentions of job seekers from different age groups, nationalities, 

levels of education and years of experience in Ireland. 

3.2. Participants 

Data collected from every member of society is referred as a census, however, owing to time, 

money and access restriction it is not possible to collect and/or analyze all the data. Hence, the 

researcher has reduced the amount of data needed to be collected, by considering a subgroup / 

subset of the population called the target population. Furthermore, the researcher identified 

the sampling techniques either probability or non-probability best suited for the study, and 
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decided to apply the non-probability sampling technique, where the probability of an individual 

being selected is unknown (Saunders et al., 2019).  

The population of Ireland as of 31 August 2021 was 5.01 million of which 12.9% are non-Irish 

nationals and the number of employed people in Ireland are 2.48 million as of January 2022 

(Central Statics Office and Trading Economics). The target participants for this study are adults 

aged between 18 – 60 years, in the labour market in Ireland, with no minimum qualification or 

work experience requirement. The minimum participant age is kept as 18 years; because 18 

years are allowed to work full-time, and hence considered as job seekers. The maximum age 

limit is kept at 60 years, as the retirement age in Ireland is 66 years, and job seekers may not 

choose to switch jobs close to the retirement age. 

The research aimed at collecting data from a sample of 100 participants, however due to time 

constraints the researcher has collected data from 92 participants; that includes both the 

genders, men and women, from different age groups, from different Irish counties, different 

nationalities and different at levels of employment. Ireland is slowly becoming a melting pot 

and ranks 28th in the world with respect to the number of immigrants it receives and immigrant 

communities are Polish, Lithuanian, British, Latvian and Nigerian mostly found in the diverse 

city of Dublin (World Population Review).  

In order to contribute to the study, the participants needed to have access to the internet, and 

either have an active email, or be a WhatsApp user, or be active on LinkedIn, as the researcher 

invited the participants to par take in the study voluntarily using one of the mediums 

mentioned. The researcher shared the questionnaire link with the participants that also 

consisted of an introduction to the study and highlighted the aim of the study, ‘to understand if 

there is a relationship between green reputation / branding and job seeker’s job pursuit 

intention’ and objective of the study ‘to help employers attract talented and qualified 

candidates during the recruitment process’.  

3.3. Research Design 

The purpose of this research is both Basic and Applied. Basic research expands the knowledge, 

whereas Applied research helps improve the understanding which leads to a solution, and 



Green Recruitment: A Descriptive Study on Job Seeker’s Perspective in Ireland             35 
 

though both add value; Basic research adds value in general and Applied Research adds 

particular relevance and value (Saunders et al., 2019). 

The nature of the research project can either be exploratory, descriptive, explanatory, or 

evaluative or a combination of all based on the overall purpose of the research (Saunders et al., 

2019). The nature of this research is Descriptive, as is an extension of exploratory research 

(Saunders et al., 2019) in this case Green Human Resource Management and Correlational as 

there is a dual purpose to this research:  

1. Gain insight on the Irish job seekers’ perspective on Green Recruitment 

2. To identify if there is a relationship job seekers’ job pursuit intention and organization’s 

green reputation or branding.  

The research and studies on Green Human Resource Management, and Green Recruitment and 

Job Pursuit Intention have used quantitative approach, and the approach has proven beneficial 

to those studies. After thoroughly considering the advantages and disadvantages of both the 

quantitative and qualitative approach, the researcher decided to follow the quantitative 

approach as it was best suited to answer the research question. Since the aim of the research is 

to collect the data and analyze the perspective on Green Recruitment and also identify the 

correlation between green employer branding and job seekers’ job pursuit intention the 

deductive quantitative approach is beneficial to this research, as quantitative approach 

examines the relationship between variable (Saunders et al., 2019). The quantitative approach 

is unbiased as compared to the qualitative approach where the researcher has to interpret and 

make sense of the participants’ responses (Saunders et al., 2019). 
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Figure 07: The Research Onion (Source: ©2018 Mark Saunders, Philip Lewis and Adrian Thornhill) 

The Research Onion as seen above in figure 06 is mentioned by Saunders et al. (2019) “as a way 

of depicting the issues underlying your choice of data collection method or methods and peeled 

away the outer two layers – research philosophy and approach to theory development”. The 

research design (depicted in figure 07) for this research is based on the Research Onion shown 

in figure 06.  

Figure 08: Research Design (Source: Designed by Researcher) 
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3.3.1. Research Philosophy 

Research philosophy is the first layer of the Research Onion and refers to “a system of beliefs 

and assumptions about the development of knowledge”. The five major research philosophies 

are: positivism, critical realism, interpretivism, postmodernism and pragmatism (Saunders et 

al., 2019). 

According to Saunders et al. (2019), Positivism “entails working with an observable social reality 

to produce law-like generalization”. Since the research is based on quantifiable observations 

and uses past studies to develop hypotheses, positivism philosophy seems most accurate for 

this research.  

3.3.2. Research Approach 

The second layer of the Research Onion is the Research Approach. The Research Approach can 

either be deductive or inductive, based on whether the research is concerned with theory 

testing or theory building (Saunders et al., 2019). As the research is about testing the theory 

developed from academic literature the research approach applied is deductive.  

The data is collected using the Quantitative method to explore job seekers’ green orientation 

and job pursuit intention. The numerical data collected is used to assess existing theory 

hypotheses, and to either falsify or verify the hypotheses.  

3.3.3. Methodological Choice  

Relationship between variables can be examined using Quantitative research; which can either 

be mono method quantitative study or multi method quantitative study (Saunders et al., 2019). 

Since this research uses a questionnaire which is considered a single data collection technique 

(Saunders et al., 2019) the methodological choice is mono method quantitative study.  

3.3.4. Time Horizon 

The fourth layer of the Research Onion is the Time Horizon, and it can either be cross-sectional, 

a ‘snapshot’ taken at a particular time or longitudinal, a series of snapshots or a representation 

of events over a period of time (Saunders et al., 2019). 
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Due to the nature of the research, a cross-sectional quantitative survey was conducted to 

measure the job seekers’ green orientation and their job pursuit intentions.   

3.4. Research Instrument 

Since the research is focused on Irish job seekers’ perspective on Green Recruitment, the data 

is collected from job seekers all across the country, using the web-based survey technique. An 

online questionnaire is affordable and makes it easier to reach a large number of people across 

the country, participants also seem to be more comfortable answering online questionnaires as 

it is convenient and yields honest responses.  

The online questionnaire was created using Google Forms and consists of 18 questions and 

statements (please refer to Appendix C). The questionnaire includes 17 multiple choice 

questions and statements, and 1 close-ended question. As most of the questionnaire has pre-

determined answers, multiple choice questions and statements seemed as the right choice for 

this questionnaire as it is straightforward and doesn’t require the participants to put in a lot of 

effort while answering the questions (Ohlson, 2020) and is less time consuming. Ohlson (2020) 

also states that about one in five people access surveys on their mobile devices, either cell 

phones or tablets, thus multiple-choice questions are easier for participants to answer using the 

touch screen.  

The online questionnaire is divided in two sections, and each section was adapted to work on 

the aim, objectives and hypotheses of this research: 

Section 1 – Demographic Data - In this section demographic data about the participant such as 

Age, Gender, Level of Education, Nationality, and years of work was collected. Of which Age, 

Years of Experience are the important indirect variables that will help throw light and 

understand if the job seeker’s viewpoint, and/or job seekers’ job pursuit intention changes 

based on age, and years of experience. Q1., Q2., Q3., and Q5. are Multiple Forced Choice 

Questions, and Q4. is Closed Ended Question. 

The data collected from this section tests the hypothesis H1 that presumes that job seekers’ 

age, and years of experience does not impact job pursuit intention. 
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Figure 09: Section 1 Online Questionnaire (Source: Designed by Researcher) 

Section 2 – This section is based on the two latent constructs and the questions have a 5 point 

Likert Scale:  

1.Green Orientation – this construct will be measured using New Ecological Paradigm Scale 

(NEP) created and validated by Dunlap, Van Liere, Mertig, and Jones (2000). Statements 6 – 11 

of the questionnaire will measure Green Orientation on a 5 point Likert Scale ranging from 1 = 

strongly disagree to 5 = strongly agree. The agreement of Statement 7, 8, and 11, and the 

disagreement of statement 6, 9 and 10, indicates a pro-ecological view according to the New 

Ecological Paradigm Scale.  

The results of this section tests the hypothesis H2 that presumes that job seekers’ level of 

environment awareness does not impact job pursuit intention. 

2.Job Pursuit Intention – Here the relation between employer’s Green Reputation and job 

seeker’s Job Pursuit Intention will be measured, and the statements are adapted from Guerci 

(2016) on a 5 point Likert Scale ranging from 1 = strongly disagree to 5 = strongly agree. 

Questions 12 – 18 of the questionnaire will measure Job Pursuit Intention. 

The results of this section tests the hypothesis H3 organizations’ green branding or 

sustainability initiatives does not impact job pursuit intention. 
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Both the independent variables and the latent constructs are important to understand if there 

is a relationship between green recruitment and job seekers’ job pursuit intention and the 

factors that influence job seekers’ job pursuit intention. 

3.5. Data Analysis 

The data collected was analyzed and converted to charts using Microsoft Excel, as the 

researcher doesn’t have any formal training using data analysis software, and has been 

comfortable using Microsoft Excel for over 15 years. Based on the researcher’s extensive 

knowledge of Microsoft Excel, it was the preferred software that was used for this research. 

3.6. Ethical Considerations 

The participants are people aged between 18 to 60 years who live in Ireland and don’t belong 

to a vulnerable group in society. To ensure the participants are 18 years and above the 

questionnaire starts with asking participants their age.  

To ensure the participants’ contribution is voluntary, the questionnaire is designed to take the 

participants to section 1 only once they have read the consent form (please refer to Appendix 

B), and confirm that they have read and understood the consent form and voluntarily agree to 

take part in the research study. Also, the questionnaire doesn’t collect identifiable participant 

data such as, name, telephone number or address, and responses were completely confidential 

and anonymous.  

Information gathered from the participants will be used to support the present research study, 

and will not be disseminated and/or shared with other researchers for other purposes and/or 

studies. The data collected will be on the researcher’s laptop and will be deleted once the 

research ends. 
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4. Results 

In this chapter results of the primary data collected from 92 participants of different age 

groups, level of education and socio-economic background living in Ireland, between 22 April – 

2 May 2022 will be presented using Microsoft Excel. The data was collected through an online 

questionnaire that was created on Google Forms and sent to the participants via email, whats 

app and LinkedIn. The questionnaire consists of 17 multiple choice questions and statements, 

and 1 close-ended question (please refer to Appendix C). Questions 1 to 5 collected the 

participant’s demographic characteristics, and rest of the questionnaire comprises of 

statements that gather information on the participant’s green orientation and job pursuit 

intention using the 5 point Likert scale. The results and analysis of the data collected is shared 

in the subsections. 

4.1. Demographic Results 

Most of the research done on Green Recruitment in the past has been done either on 

graduates or postgraduates, however, the aim of this research is to understand the perspective 

of job seekers of all age groups on Green Recruitment in Ireland and thus the research was 

open to job seekers between the ages of 18 years – 60 years.  

The question asking about the participant’s age was a multiple forced choice question and the 

participants had to choose from 18 – 25 (Gen Z), 26 – 35 (Millennials), 36 – 45 (Gen Y), 46 – 55 

(Gen X), 56 – 60 (Boomers). Of the 92 responses received 43.5% of the participants are 

millennials between the age group 26 – 35 years, followed by 24% Gen Zs and Gen Ys, 6.5% are 

Gen X and 2% are boomers.  Graphical representation of the age group is shown below in figure 

10: 
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Figure 10: Age Group Percentage (Source: Online Questionnaire) 

The questionnaire received maximum responses from men, 54.3% of the participants are men, 

and 44.6% are women as seen below in figure 11.  

 

 

 

 

 

 

 

 

Figure 11: Gender Percentage (Source: Online Questionnaire) 

50% of the respondents have a Master’s degree, 26.1% have a Bachelor’s degree, 10.9% have a 

high school degree and 13% have a secondary school degree, as seen below in figure 12; none 

of the respondents have a Doctorate/PhD. 

24%

43.5%

24%

6.5%

2%

18 - 25 26 - 35 36 - 45 46 - 55 56 - 60

44.6%
54.3%

1.1%

Female Male Prefer not to say



Green Recruitment: A Descriptive Study on Job Seeker’s Perspective in Ireland             43 
 

 

 

 

 

 

 

 

 

Figure 12: Level of Education Percentage (Source: Online Questionnaire) 

As mentioned earlier there are many different nationalities that live in Ireland and this is quite 

evident with the responses the questionnaire received from the different nationalities. The 

maximum responses received were by Irish (41.3%), followed by Indians (17.4%), Mexicans 

(6.5%), Nigerians (4.4%), American, Brazilian, Spanish, and Turkish (3.3%) each. The 

questionnaire was also answered by: German, Lithuanian, Argentinean, British, Panama, 

Slovakian, Chilean, Turkish, Belgian, Italian, Czech, Cameroonian, Romanian, South Korean, and 

they have been categorized as Others in the figure 13 below: 

 

 

 

 

 

 

 

Figure 13: Nationality Percentage (Source: Online Questionnaire) 
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The participants have different levels of work experience, and 5.4% have no previous work 

experience. Maximum participants (30.4%) mentioned they have 5 -10 years of work 

experience; participant level of work experience is seen in figure 14 below: 

 

 

 

 

 

 

 

 

Figure 14: Years of Work Experience Percentage (Source: Online Questionnaire) 

4.2. Green Orientation Response Data Analysis 

In the Green Orientation section of the questionnaire the participants rated 6 statements from 

the New Ecological Paradigm Scale on the 5-point Likert Scale from strongly disagree to strongly 

agree based on their environmental awareness and outlook. The agreement of 3 statements 

and the disagreement of 3 statements represents a pro-ecological orientation as seen below in 

Table 1. The results and analysis of Green Orientation will be presented and discussed in this 

part. During the data analysis the researcher applied the independent variables: age, level of 

education and years of work experience to each statement in this section and found the age 

groups had different responses to some statements and these are also represented in this 

section. 
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Statement Agreement or 
Disagreement 

Humans have the right to modify the natural environment to suit their needs Disagreement 

When humans interfere with nature it often produces disastrous consequences. Agreement 

Humans are severely abusing the environment. Agreement 

The Earth has plenty of natural resources if we just learn how to develop them. Disagreement 

The so-called ‘ecological crisis’ facing humankind has been greatly exaggerated. Disagreement 

If things continue on their present course, we will soon experience a major 

ecological catastrophe. 

Agreement 

 

Table 01: Statements clasified based on New Ecological Paradigm Scale 

- Humans have the right to modify the natural environment to suit their needs. 

27.2% agreed and 6.5% strongly agreed with the statement, thus 33.7% of the participants 

either agreed/strongly agreed, and 33.7% responses were neutral. Whereas 23.9% disagreed 

and 8.7% strongly disagreed, making a total of 32.6% participants who either 

disagreed/strongly disagreed with the statement. 

Based on the New Ecological Paradigm scale as seen in Table 1 the responses to this statement 

should have either been disagree/strongly disagree, however, the percentage of responses for 

agree/strongly agree, neutral, and disagree/strongly disagree seem to be equal which means 

that participants are probably divided on their view on extent to which we can modify the 

environment to suit our needs. 

Figure 15 below represents the responses from each age group, and the data shows that the 

maximum number of participants (45%) either disagree/strongly disagree with the statement 

are between the ages of 36 – 45 years. Though the data also shows that 50% between the age 

group of 56 – 60 years strongly disagree with the statement, the number of participants that 

fall within that age group is negligible, hence responses from that age group will not be 

considered for analysis. 50% of Gen Z and 38% of millennials have a neutral viewpoint, in 

addition 27% Gen Z agree, and 33% millennials agree/strongly agree with the statement. This 

shows that Gen Z and millennials have a similar viewpoint, and do believe that modifying the 
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environment is not completely frowned upon, however Gen Y have a different point of view on 

this particular statement. 

 

 

 

 

 

 

 

 

Figure 15: Humans have the right to modify the natural environment to suit their needs (Source: Online 

Questionnaire) 

- When humans interfere with nature it often produces disastrous consequences. 

75% agree/strongly agree with this statement, 19.6% are neutral and 5.4% disagree/strongly 

disagree. Though the participants were divided on the earlier statement ‘Humans have the right 

to modify the natural environment to suit their needs.’ they do believe that interference with 

nature could be disastrous and nature needs to preserved. 

The expected response to this statement according to the New Ecological Paradigm scale 

should be agree/strongly agree and data shows that majority of the participants do agree/ 

strongly agree with this statement and this true across all the age groups as seen in figure 16. 
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Figure 16: When humans interfere with nature it often produces disastrous consequences (Source: Online 

Questionnaire) 

- Humans are severely abusing the environment. 

The participants not only believe that interference with nature produces disastrous 

consequences as seen earlier, but 89.1% agree/strongly agree (across all age groups as seen in 

figure 17) that ‘Humans are severely abusing the environment.’ which is also the accepted 

response as shown in Table 1. 
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Figure 17: Humans are severely abusing the environment (Source: Online Questionnaire) 

- The Earth has plenty of natural resources if we just learn how to develop them. 

82.6% of the participants have either agreed/strongly agreed with this statement, however 

according to the New Ecological Paradigm Scale the expected response is disagree/strongly 

disagree and just 6.5% of the participants have either disagreed/strongly disagreed with this 

statement. 

Amongst the age groups 91% Gen Z have agreed/strongly agreed, followed by 83% Gen X, and 

82% Gen Y. Though Gen X have agreed/strongly agreed with the statement, they are also the 

age group that has the highest percentage (17%) of the participants that strongly disagree with 

the statement as seen in Figure 18. 

The agreement to this statement shows an optimistic point of view and shows that participants 

believe in preserving and conversing the environment, to ensure optimum utilization of the 

natural resources. 
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Figure 18: The Earth has plenty of natural resources if we just learn how to develop them (Source: Online 

Questionnaire) 

- The so-called ‘ecological crisis’ facing humankind has been greatly exaggerated. 

Though majority (82.6%) of the participants believe that the Earth has plenty of natural 

resources, 72.9% disagree/strongly disagree that the ‘ecological crisis’ has been greatly 

exaggerated which is the expected response for this statement according to the New Ecological 

Paradigm scale, shows a contradiction in the overall participant viewpoint. 

The contradictory viewpoint is more evident in the Gen Z (18-25) as 77% majority amongst all 

age groups have disagreed/strongly disagreed with the statement as seen in figure 19. 
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Figure 19: The so-called ‘ecological crisis’ facing humankind has been greatly exaggerated (Source: Online 

Questionnaire) 

- If things continue on their present course, we will soon experience a major ecological 

catastrophe. 

The response to this statement is in line with the earlier statement as 86.9% of the participants 

agree/strongly agree with the above statement, which is also the expected response according 

to the New Ecological Paradigm scale. 

93% millennials (26-35) have agreed/strongly agreed with the statement (figure 20), whereas 

80% millennials also believe that ‘The Earth has plenty of natural resources if we just learn how 

to develop them.’ As they agreed/strongly agreed with the statement (figure 18) showing 

contradictory viewpoints. 

    

 

 

 

 

27%

38%

32%

50%50%

28%

45%

33%

18%
20%

14%

5%

10%

5%

17%

5% 5%

18 - 25 26 - 35 36 - 45 46 - 55

Strongly Disagree Disagree Neutral Agree Strongly agree



Green Recruitment: A Descriptive Study on Job Seeker’s Perspective in Ireland             51 
 

 

 

 

 

 

 

 

 

Figure 20: If things continue on their present course, we will soon experience a major ecological catastrophe 

(Source: Online Questionnaire) 

4.3. Green Orientation Response Conclusion 

The responses from the Green Orientation part of the questionnaire shows that 72% o the 

participants across age groups in Ireland, and not just Gen Z and millennials are 

environmentally conscious, and aware of the environmental issues and its consequences, 

though they seem to have a different viewpoint with respect to a couple of statements as 

mentioned earlier. The New Ecological Paradigm Scale was used to measure the participant’s 

environmental awareness to understand if it impacts their job pursuit intention and test 

hypothesis H2: The job seekers’ level of environmental awareness does not impact job pursuit 

intention. 

4.4. Job Pursuit Intention Response Data Analysis 

In the Job Pursuit Intention section of the questionnaire the participants rated 7 statements 

adapted from Guerci (2016) to fit the research and job seekers’ perspective in Ireland. The 

participants had to rate the statements on the 5-point Likert Scale from strongly disagree to 

strongly agree based on their job pursuit intention. The results and analysis of Job Pursuit 

Intention will be presented and discussed in this part. As there is a correlation between the 

participants age and years of work experience as seen in figure 21, the researcher applied the 
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independent variables: years of work experience to each statement to test hypothesis H1 ‘Job 

seekers’ age, years of work experience does not impact job pursuit intention’. 

Figure 21: Correlation between age group and years of experience (Source: Online Questionnaire) 

- I am likely to work with a company with good environmental performance. 

48% of the participants agreed with this statement and 22% strongly agreed, this represents 

that 80% of the participants are influenced by the company’s environmental performance 

during job pursuit intention. 

Of the 80% that agrees/strongly agrees, the highest percentage of participants (78%) who have 

agreed/strongly agreed with the statement have 5-10 years of work experience, followed by 

75% participants who have less than 5 years of work experience as seen in figure 22. Though 

100% participants with no work experience have agreed with the statement they just make up 

5% of the overall participants, thus their responses will not be considered for further analysis. 
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Figure 22: I am likely to work with a company with good environmental performance (Source: Online 

Questionnaire) 

- I am likely to work with a company that has well established environmental management 

policies and culture. 

The participants that agree/strongly agree with the above statement are 75% of the overall 

participants.  

Companies that want to attract experienced candidates should incorporate environment 

management policies as 80% of participants with 11-15 years of work experience have 

agreed/strongly agreed with the statement (figure 23), followed by 79% participants with 5-10 

years’ experience. Not just the experienced workforce the Gen Z and millennials too would like 

to work with companies with environmental management policies as 75% have agreed/strongly 

agreed with the statement. 
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Figure 23: I am likely to work with a company that has well established environmental management policies and 

culture (Source: Online Questionnaire) 

- I am most likely to visit the company’s website to know about their environmental 

management policies before applying for job with them. 

The participants’ response is divided on this statement as 38% responses are neutral, 34.8% 

agree/strongly agree and 27.2% disagree/strongly disagree. The response to the earlier 

statement shows that participants want companies to have well established environmental 

management policies, however they won’t necessarily visit the company’s website to confirm if 

environmental policies are part of the organizational strategy. 

Though maximum participants have a neutral response, 47% of the participants with 11-15 

years of work experience, and 42% of the participants with less than 5 years of work experience 

agreed/strongly agreed with the statement, as seen in figure 24. Organizations can benefit by 

publishing their environmental policies on their website. 
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Figure 24: I am most likely to visit the company’s website to know about their environmental management policies 

before applying for job with them (Source: Online Questionnaire) 

- I would like companies to mention their environmental management initiatives in their job 

postings. 

According to the result of the earlier statement, majority of the participants were neutral about 

visiting the company’s website, however 60.8% of the participants would like job postings to 

not only mention about the company, the role and responsibility, but also mention the 

company’s environmental management initiatives. 

Irrespective of the years of experience participants have agreed/strongly agreed to this 

statement (figure 25), thus companies that have environmental policies should mention their 

environment management initiatives when posting for jobs to attract talented candidates and 

gain advantage over their competitors. 
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Figure 25: I would like companies to mention their environmental management initiatives in their job postings 

(Source: Online Questionnaire) 

- I would like to work with a company that motivates and encourages its employees to propose 

new environmental management initiatives. 

The responses to this statement shows that participants not only want to work with companies 

that have environmental policies, but also want to contribute to environmental initiatives as 

91.3% have agreed/strongly agreed with the above statement. 

7% participants with 5-10 years of work experience have disagreed with the statement and 95% 

participants with more than 15 years of work experience, who are participants between the age 

group of 46-55 years and half between the age group 36-45 years (please refer to figure 20) 

have agreed/strongly agreed (figure 26), which shows their eagerness to contribute towards 

environment management. 
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Figure 26: I would like to work with a company that motivates and encourages its employees to propose new 

environmental management initiatives (Source: Online Questionnaire) 

- I am likely to work for less salary with a company that prioritizes environmental issues. 

The responses to the earlier statements in this section and the statements under Green 

Orientation displays participants’ concern about the environmental wellbeing and would prefer 

working with companies that focus on the environment, however are not willing to make a 

financial sacrifice, as 51% of the participants have disagreed/strongly disagreed with working 

for less salary.  

Participants across years of experience, as well as age groups (refer to figure 20 for correlation) 

have disagreed and strongly disagreed with working for less salary with a company that 

prioritizes environmental issues. Though 50% of participants with more than 15 years of work 

experience have disagreed/strongly disagreed, they are also the only ones that have strongly 

agreed (10%) as well, as seen in figure 27. 
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Figure 27: I am likely to work for less salary with a company that prioritizes environmental issues (Source: Online 

Questionnaire) 

- I am likely to go beyond my job role and work on environmental initiatives and projects. 

Participants are not willing to make a financial sacrifice according to the responses to the earlier 

statement, however they seem willing to make personal sacrifice as 55.5% have 

agreed/strongly agreed with going beyond their job role to work on environmental initiatives 

and projects. 

61% participants with 5-10 years of work experience, and between the age groups (refer to 

figure 20) of 18-25 years (41%) and 26-35 years (45%) are the ones that have agreed/strongly 

agreed with the statement (figure 28), which shows their willingness to contribute to 

environmental initiatives and projects. 
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Figure 28: I am likely to go beyond my job role and work on environmental initiatives and projects (Source: Online 

Questionnaire) 

4.5. Job Pursuit Intention Response Conclusion 

75% of the participants across age groups and with different years of experience are inclined to 

work for companies that focus on the environment and would choose to work with companies 

with environmental policies and culture based on the responses from the Job Pursuit Intention 

part of the questionnaire.  

From a Green Recruitment perspective, companies that don’t have environment policies as part 

of their overall organizational strategy need to develop and implement these policies to gain an 

edge over their competitors in the race to hire best employees. Companies that have 

environmental policies should mention them on job posting and add environmental ideation 

and initiatives as a part of the employees’ job description and role on the job advert to attract 

talented and qualified candidates. 

The independent variable age and years of experience is applied to this construct to test 

hypothesis H1: Job seekers’ age, years of work experience does not impact job pursuit 

intention. 
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5. Discussion 

The significance of the research findings in accordance with the aims and objectives of this 

research study as mentioned in chapter 1, and the Literature Review mentioned in chapter 2 

will be discussed in this chapter. 

Previous literature points out that organizations are one of the main reasons for environmental 

deterioration according to Bebbington (2001), thus they should play in big role in contributing 

towards sustainability initiatives. Organizations now are focusing on eco-friendly and 

sustainable strategies, and these have been added to their overall corporate strategy to 

address the environmental issues and concerns. Thus, organizations have integrated Green 

Human Resource Management practices into their Human Resource Management model, as a 

response to curb environmental degradation (Renwick et al., 2012). 

Green Recruitment practice is one part of the Green Human Resource Management model 

adapted by organizations not just as a sustainability initiative, but also as a tool used to attract 

talented and qualified employees during the recruitment and selection phase. Study done on 

students enrolled in a leading technology institute in India identified and explained 

Organizational Prestige and Attractiveness as the link between Green Recruitment and job 

seekers (Chaudhary, 2019). Furthermore, literature on Corporate Social Responsibility; 

engagement in social and environmental initiatives, shows a positive association between 

organization attractiveness, job seekers’ job pursuit intention and possibility of accepting the 

job (Aiman-Smith, 1996 cited in Chaudhary, 2019). Organizations that are seen as pro-

environment attract high quality talent, as they receive environmentally aware and motivated 

candidates (Renwick et al., 2012). Prospective candidates get influenced by organization 

attractiveness, and comprehend corporate socially responsible firms as a perfect place to work 

(Khan and Noorizwan Muktar, 2020). 

Based on the literature review this research was conducted with the goal to identify the 

environment awareness of job seekers in Ireland and does their environment awareness impact 

their job pursuit intention. The goal of this research was also to further strengthen the growing 

body of research on the importance of Green Recruitment and linking the relationship between 
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organization’s sustainability initiatives and the job seekers’ job pursuit intention, and thus 

answer the research question ‘Do job seekers in Ireland consider organization’s sustainability 

initiatives and goals when applying for jobs?’ 

To be able to answer the research question the questionnaire findings and analysis needs to be 

discussed further in relation with previous research and findings mentioned in the Literature 

Review part of this research.  

5.1. Demographics 

Previous research and study mentioned in the Literature Review on Green Recruitment and Job 

Pursuit Intention in countries such as Italy (Guerci et al., 2016), India (Chaudhary, 2019), 

Malaysia (Khan and Noorizwan Muktar, 2020) had been done on graduate and post graduate 

student, and this was also considered as one of the limitations of these studies. Thus, the 

researcher did not limit this research just to students and included job seekers of different age 

groups from 18 years to 60 years, hence gathering a perspective from job seekers representing 

different generations; Gen Z, Millennials, Gen Y, Gen X and Boomers. Besides gathering the 

participants’ age, the researcher also gathered information about the participants’ years of 

work experience to test the hypothesis H1: Job seekers’ age, years of work experience does not 

impact job pursuit intention.  

The independent variables participants’ age and years of work experience is applied to the 

responses received from the Job Pursuit Intention construct part of the questionnaire and the 

researcher found that participants’ age and years of work experience doesn’t impact their job 

pursuit intention. Irrespective of the participants’ age and years of work experience the data 

collected shows that job seekers in Ireland would prefer working for organizations that are 

environmentally conscious and have environment policies and strategies, thus rejecting the null 

hypothesis. 

5.2. Green Orientation   

Job seekers’ level of concern, attitude and environment awareness plays a significant during job 

application, as these job seekers’ tend to apply with companies with a green reputation (Guerci 
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et al., 2016).  Hence, the researcher felt it important to measure the environment awareness of 

the job seekers in Ireland, in order to answer the research question, and to identify if 

participants’ environment awareness impacts job pursuit intention and test hypothesis H2.  

Also based on past research and studies there are mixed results, as some studies and research 

assume that the younger generations; Gen Z and millennials are more environmentally 

conscious as compared to the other generations (Williams, 2020). However, study done by the 

Policy Institute of King’s College London and New Scientist magazine on 2,050 UK adults found 

that 70% people surveyed across generation believe that climate crisis, and environmental 

issues are major issues and call for significant change in lifestyle (Hill, 2021).  

Thus, the researcher not only measures the participants’ Green Orientation using the New 

Ecological Paradigm Scale, but also applies the independent variable, age to the responses to 

identify which generation in Ireland is most environmentally conscious. The results from the 

responses reveals that overall all the generations are environmentally conscious and are 

definitely concerned about the environment. The responses of 2 statements were not in 

accordance with the New Ecological Paradigm Scale: 

- Humans have the right to modify the natural environment to suit their needs – The 

response to this statement should have been disagree/strongly disagree, however the 

responses were ambiguously split amongst generations between agree/strongly agree, 

neutral and disagree/strongly disagree 

- The Earth has plenty of natural resources if we just learn how to develop them – The 

response to this statement should have been disagree/strongly disagree as well, 

however majority of the participants across generations agreed/strongly agreed with 

the statement, of them 91% the highest percentage are between the age group of 18-25 

years. 

Participants’ Green Orientation was also measured to test hypothesis H2: The job seekers’ level 

of environmental awareness does not impact job pursuit intention, and it is found that there is 

a weak but positive relationship between job seekers’ Green Orientation and their job pursuit 
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intention, however this relationship is not very significant, thus proposing testing the 

alternative hypothesis. 

5.3. Job Pursuit Intention 

As mentioned in the Literature Review, studies and research done on graduate students in Italy 

(Guerci et al., 2016), India (Chaudhary, 2019), and Malaysia (Khan and Noorizwan Muktar, 

2020) support and show a direct effect of employer green reputation and green recruiting 

practices on job seekers’ job pursuit intention. As the previous studies were conducted on 

students, the researcher conducted the research on job seekers in Ireland between the age of 

18 – 60 years with different years of work experience to identify if these independent variables 

impact job pursuit intention and also test hypothesis H3: Organization’s sustainability initiatives 

do not impact job pursuit intention. 

The result of the data reveal that job seekers in Ireland would prefer working with companies 

that are concerned about the environment and have well established environmental policies. 

They want to work with companies with similar environmental ethos and values as theirs. The 

data shows that job seekers’ irrespective of their age and years of work experience are inclined 

towards working with environmentally conscious companies/organizations. Job seekers stated 

they would want to be involved in environment initiatives, and are willing to go over and 

beyond their job roles to work on these initiatives.  

Results of studies and research conducted in the past, Dolan’s (1997) study on MBA students in 

the US (Renwick et al., 2012), and survey conducted on 2,000 people in the UK (Jenkin, 2015) 

divulge that people prefer doing meaningful work instead of getting paid higher salary. 

However, when the participants of this research were asked if they agree/disagree with the 

statement, ‘I am likely to work for less salary with a company that prioritizes environmental 

issues’, 51% of the participants disagreed/strongly disagreed with the statement. The 

disagreement to the statement was seen amongst participants from different age groups and 

different years of experience. 

The overall results of the data collected from the responses to Job Pursuit Intention part of the 

questionnaire, show that job seekers’ in Ireland are influenced by the organization’s 
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sustainability initiative during the job application and selection phase, thus rejecting the null 

hypothesis H3: Organization’s sustainability initiatives do not impact job pursuit intention. 
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6. Research Limitations and Research Conclusion 

6.1. Research Limitations and Scope for future research 

The research has a few limitations, one of them is the participants age and location, though it 

was open to people from all age groups majority of the participants were between the ages of 

26 – 35 years, and as the questionnaire was shared within the researcher’s social network, 

majority of the participants are from Dublin. This however, does not undermine the findings of 

the research, as the participants are a sample to help understand the perspective of the job 

seekers in Ireland. 

The research attempts to establish a relationship between Green Recruitment and Job Pursuit 

Intention and the data collected at single point does not help establish the relationship. 

Therefore, replicating the research using longitudinal data can unfold and confirm the 

relationship between Green Recruitment and Job Pursuit Intention.  

Scholars in the past have mentioned that social desirability leads to common method variance 

when people are answering questionnaires or surveys (Chaudhary, 2019). Hence, the responses 

given by the participants could be governed by social desirability. Thus, is it recommended that 

future researchers use social desirability as a marker to assess the common method variance.  

Participants have agreed/strongly agreed with the statement ‘The Earth has plenty of natural 

resources if we just learn how to develop them’, due to single method they are unable to justify 

the agreement with the statement, as they have also agreed/strongly agreed with, ‘If things 

continue on their present course, we will soon experience a major ecological catastrophe’. 

Hence, a mixed methods approach, using quantitative and qualitative approaches would be 

ideal for future research.  

6.2. Research Conclusion 

The main objective of this research was to get the job seekers’ in Ireland perspective on Green 

Recruitment. This was achieved through the data collected from 92 participants using an online 

questionnaire. The results gathered from the responses shows that people in Ireland 

irrespective of their age are environmentally conscious and would prefer working with 
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organizations/companies that are concerned about the environment. The data also shows that 

people in Ireland want organizations/companies to mention their environmental management 

initiatives and strategies on job postings, and would also prefer working with 

organizations/companies that encourage employees to participate in environmental 

management initiatives. In addition, participants are also willing to go beyond their usual roles 

and responsibilities to work on environmental management initiatives.  

The results of the data gathered does establish a positive relationship between Green 

Recruitment and Job Pursuit Intention. Thus, it would be beneficial for organizations/companies 

in Ireland to adopt Green Recruitment practices not only to stand apart from their competitors 

and attract high quality and talented candidates during the selection and recruitment process, 

adapting Green Recruitment practice will also help organizations/companies attain 

sustainability and achieve their environmental goals through the recruitment of 

environmentally aware and conscious employees. 
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Appendices 

Appendix A – Questionnaire Introduction 
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Appendix B – Consent Form 
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Appendix C – Questionnaire 
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