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Abstract

Background and Obijective: Considering the gradual evolution and expansion of the effective role of
human resources in increasing the effectiveness of the quality of services available over time, experts
have enumerated several functions for their development based on the dynamics of strategic processes.
One of these strategic functions is the capabilities of human resources to improve the quality of services.
In fact, human resource capabilities range from psychological characteristics to responsible and social
characteristics in individual actions that develop an organization's capacity to provide better services to
customers. The Purpose of this research is Pathology of sustainable performance of green human
resources.

Material and Methodology: In this study, theoretical screening based on similar research was used to
identify the components (pathology of human resource performance management) and research
propositions (Ambidextrous Learning themes).

Findings: Then, Delphi analysis was used to determine the reliability of research components and
propositions. In the quantitative part, the components and propositions identified in the form of matrix
guestionnaires were evaluated by interpretive analysis by 22 human resource managers, officials and
experts at the banking level.

Discussion and Conclusion: The results showed in terms of perceptual improvement capabilities;
Explaining job perception conflicts with the aim of increasing the level of knowledge of human
resources directly affects the level of human resource participation in skill promotion goals and creating
a fit between specialized strategies and educational needs assessment.

Keywords: Green Human Resources, Interactive/Qualitative Analysis (IQA).
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Table 1. causes affecting green human resource capabilities
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Figure 1. Types of pathology of human resource management performance
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Table 2. Sustainable performance of green human resources
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Table 3. Delphi analysis
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Table 4. Affinity Relationship Table (ART)
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Table 5. Internal Relations (IR) Sustainable performance of green human resources
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