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ABSTRACT
This study emphasizes organizations' need to 
integrate Green Human Resource Management 
(GHRM) with environmental performance (ENP) to 
enhance sustainable ecological outcomes. It 
examines the mediating role of green innovation 
(GRIV) in the relationship between GHRM and 
ENP within India's textile industry. A cross-
sectional survey was conducted to assess 
employees’ perceptions of the relationship between 
GHRM, GRIV, and ENP. Using simple random 
sampling, 250 questionnaires were distributed, with 
211 valid responses analysed via Smart PLS. The 
study reveals that GHRM positively influences both 
ENP (β = 0.201, p < 0.002) and GRIV (β = 0.166, p 
< 0.021). In turn, GRIV positively impacts ENP (β = 
0.587, p < 0.000) and mediates the relationship 
between GHRM and ENP (β = 0.097, p < 0.027). 
This suggests that integrating GHRM with GRIV 
fosters employee engagement in environmental 
management and promoting sustainability. The 
study is limited to the Alok textile industry in 
Western India, restricting its generalizability. Its 
cross-sectional design prevents causal conclusions, 
and focusing on one country and industry may limit 
broader applicability. However, it provides insights 
for top management to invest in green training, 
performance appraisals, and incentives for 
improving sustainability for the organisation and 
environmental management. This study provides 
valuable insights into the role of GHRM in 
enhancing ENP and confirms GRIV as a key 
mediator. The findings offer significant implications 
for textiles and other industries that provide a 
roadmap for adopting sustainable business practices.

KEYWORDS: Green human resource 
management, Environmental performance, Green 
innovation, Sustainability, Indian textile industry

I. INTRODUCTION
Environmental sustainability and green 

innovation are essential for society and 
organizations. The alarming effect of the textile 
industry has the fourth-highest impact on the 
environment (European Commission, 2021). The 
textile sector is believed to be among the world's 
most polluting industries because of dangerous 
chemicals and excessive energy and water 
consumption(Roy Choudhury, 2014). Hence, the 
environment is severely disrupted by intense 
changes in the global environment (Busch, 2011). 
These climate change and environmental 
deteriorations resulting in Global warming have 
raised stakeholders' concerns about rising 
environmental problems. In the context of alarming 
environmental issues and the United Nations 2020 
sustainable development goals (Arora and Mishra, 
2019), the Indian textile industry faces numerous 
challenges in achieving and maintaining sustainable 
environmental practices. 

In light of the  pressing environmental 
sustainability challenges and responding to different 
stakeholder pressures requires the organization to 
adopt green human resource management (GHRM) 
as a strategy to enhance the innovation and 
creativity capabilities of the available resources to 
address these environmental challenges ( Song and 
Yu, 2018; Sroufe and Joseph, 2017). Environmental 
performance is essential for preserving 
organizational performance while protecting the 
environment from harmful impacts, including waste, 
pollution, and atmospheric emissions. Thus, GHRM 
practices are becoming pivotal to enhancing 
environmental performance and gaining a 
competitive advantage over its competitors (Guerci 
et al., 2016).

GHRM is an essential mechanism for 
adapting green strategies that alleviate ecological 
uncertainty and its underlying causes of 
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environmental degradation(Tashman and Rivera, 
2016).GHRM focuses on recruiting, developing, and 
managing employees in a way that encourages 
environmentally sustainable behaviours and 
practices. It consists of a collection of HRM 
techniques intended to improve environmental 
performance, including as green hiring, green 
performance, and remuneration, and green training 
and involvement(Renwick et al., 2016). According 
to Longoni et al.(2018), these environmentally 
friendly HR procedures can encourage employee 
competency and motivation while allowing them to 
engage in eco-friendly activities. These procedures 
show a company's attitude towards environmental 
preservation and take the form of several 
environmentally friendly human resources 
procedures(Ren et al., 2018).

Considering the significance of GHRM in 
assessing a company's sustainability, a great deal of 
research has been done on the subject's causes, 
effects, and expansion(Shaaban, 2024).  The 
relationship between GHRM and employee 
behaviours and organizational outcomes has been 
covered in the literature on GHRM (Tang et al., 
2018; Saeed et al., 2019). For instance, Dumont et 
al. (2017) created a GHRM measurement and 
examined its impact on environmentally friendly 
employee actions. According to Dumont et al. 
(2017), they discovered that GHRM has a beneficial 
impact on employees' in-role green behaviour and 
indirectly influences their extra-role green behaviour 
through a psychological green climate. According to 
Saeed et al. (2019), pro-environmental 
psychological capital is positively impacted by 
GHRM, and this, in turn, influences pro-
environmental behaviour on the part of employees.

However, without clear mechanisms to 
translate GHRM efforts into measurable 
environmental outcomes, the full potential of these 
activities might not be realized. Exploring how 
green innovation serves as a mediating factor offers 
valuable insights into how HR policies can directly 
influence environmental performance by fostering a 
culture of innovation and continuous improvement. 
Previous research suggests that organizations 
incorporating sustainability through innovation not 
only achieve better environmental results but also 
experience financial benefits such as cost 
reductions, enhanced brand reputation, and a 
competitive advantage in green markets (Tang et al., 
2018). Understanding the role of green innovation 
as a bridge between GHRM and environmental 
outcomes can emphasize the importance of 
integrating an innovative culture into sustainability 
strategies, illustrating why this approach is essential 

for businesses striving for leadership in their 
industries (Zihan and Makhbul, 2024). As a 
proactive strategy organizations can use to enhance 
their ENP, GHRM has gained significant traction in 
the past ten years(Wilson and Bryant, 
2021).Researchers still need to look at how and 
when GHRM  influences organizational GRIV, even 
if they have established the impact of GHRM on 
employee and organizational outcomes(Singh et al., 
2019a).To bridge these gaps, the researcher 
addresses the following three research questions 
(RQ):
RQ1.What is the direct effect of GHRM practices on 
ENP in the Indian textile sector? 
RQ2. How does GRIV mediate the relationship 
between GHRM and ENP? 
RQ3.What is the critical insights of combined 
impact of GHRM and GRIV on improving ENP in 
the Indian textile industry?

This study was carried out in the Alok 
textile industry, a major player in India’s textile 
sector. Alok Industries Limited stands as one of the 
country’s largest vertically integrated textile 
enterprises, providing end-to-end solutions across 
key segments such as Home Textiles, Cotton Yarn, 
Apparel Fabric, Garments, and Polyester Yarn. With 
nearly forty years of industry leadership, Alok has 
established itself as a frontrunner, consistently 
delivering high-quality textile products, adhering to 
strict delivery timelines, and maintaining 
internationally competitive standards.

In today's competitive business 
environment, where organizations are increasingly 
held accountable for their environmental impact, the 
role of GRIV in helping to bridge the gap between 
ENP and GHRM is most important (Aftab et al., 
2023a).Therefore, this study aims to understand how 
GHRM and GRIV help abate organizational 
environmental impacts and improve environmental 
performance (ENP).However, the interconnection of 
GRIV and GHRM has yet to receive much 
experimental attention. This empirical study fills 
these gaps in the literature by using GRIV as a 
mediator to investigate its impact on the connection 
between GHRM and ENP. Regarding the effect of 
GRIV on GHRM and ENP, the prior evidence is not 
conclusive(Pham et al., 2020).Hence, this study 
provides conclusive results in this regard. 

To continue this paper is organized as 
follows: The theoretical underpinnings, a review of 
the literature on GHRM, environmental 
performance, GRIV, and the hypothesis-
development process are presented in Section 2. 
Section 3 presents the methodology, and Section 4 
presents the findings of the results. The discussion, 
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theoretical and practical implications, constraints, 
and directions for further research are the main 
topics of Section 5. The paper's conclusion is 
provided in Section 6.

II. LITERATURE REVIEW AND 
THEORETICAL BACKGROUND

2.1. Theoretical background
This paper segment examines and reviews 
hypotheses supporting the GHRM-related concepts. 
The review procedure selected pertinent and useful 
organizational theories that influence GHRM, such 
as resource-based view (RBV) and ability-
motivation-opportunity (AMO) theory from the 
perspective of GHRM. 
2.1.1. Resource-based view (RBV) Theory: 
According to this notion, unique and specialist 
resources provide a competitive advantage over 
competitors. Thus, organizational competencies and 
the firm's capacity to sustain and apply them 
effectively over time are critical factors in business 
and environmental strategies(Vihervaara and 
Kamppinen, 2009).Attaining a superior level of 
internal environmental capability is a precondition 
for achieving an organization's essential eco-friendly 
competencies, such as pollution avoidance(Collins, 
2021). This theory highlights the creating 
competitive advantage by highlighting the outcome 
of GHRM at the organizational level (green 
recruitment, green training, and development, green 
performance appraisal, and green compensation) as 
well as at the individual level (green behaviour, 
green competencies, and green behaviour) to 
improve the organization's overall performance in 
terms of its environmental impact. Thus, the RBV 
theory and the green workforce outcomes are crucial 
from an internal perspective.
2.1.2.Ability,motivation, and opportunity (AMO) 
Theory: According to this notion, GHRM 
depends on an employee's capacity, drive, and 
opportunity at all levels. The performance of the 
organization's environment may be assessed at the 
individual, team, department, or organizational 
levels. However, to operate environmentally 
friendly, employees must possess green abilities. 
When it comes to motivation, it is an individual's 
mental state that indicates that they are enthusiastic 
about their work because they find it enjoyable or 
extremely important( Iddagoda et al., 
2016).Therefore, it is imperative that the 
organization's top managers, who have the requisite 
authority, create initiatives that encourage their staff 
to carry out eco-friendly tasks to meet 
environmental goals. Therefore, the GHRM 

performance could come under the purview of AMO 
theory.

Combining these distinct theories makes it 
easier to comprehend how human resource-focused 
awareness campaigns, incentives, and motivational 
elements may give businesses using GHRM 
practices a sustainable competitive advantage for 
sustainable ENP for the organization.
2.2.: GHRM:  The link between human resource 
management and environmental management
The term "green human resource management" 
(GHRM) is used in this study. GHRM is focused 
on human resource management, which deals with 
environmental management(Renwick et al., 2008; 
Saeed et al., 2019). Previous studies on GHRM have 
specialized protocols to put GHRM into practice. 
For instance, four phases were suggested for an 
environmental  HRM model by Tang et 
al.(2018):An environmental vision needs to function 
as a roadmap. Employees ought to receive 
communication training on their environmental 
goals and objectives. Performance reviews for 
employees are necessary. Lastly, incentive schemes 
should be employed to acknowledge staff members' 
environmental contributions. According to the 
proposed model, senior executive help, training, 
empowerment, and rewards are the four main 
elements of environmental HR. Employees are 
informed by upper management about the 
company's environmental standards, strategy, and 
other pertinent details. Additionally, rewards and 
incentives encourage workers to practice ecological 
obligation. Moreover, Sharma (2016)classified 
components of environmental management from the 
HR perspective. Initially, GHRM focuses on 
teaching green skills for selecting, training, and 
developing green performance targets(Ahakwa et 
al., 2021). Second, GHRM assesses and rewards 
employees for their environmentally conscious work 
(Irani and Kilic, 2022).This helps to motivate green 
personnel.  Third, GRIV behaviour and the GHRM 
promote employee environmental management 
involvement(Noor et al., 2023).

2.3. Hypothesis development 
2.3.1. Green human resource management and 
environmental performance
GHRM practices improve environmental 
performance through green hiring practices which 
boost long-term performance evaluations and inform 
staff about green business initiatives like reducing 
waste and environmental harm. This, in turn, 
contributes to enhanced environmental performance 
(Rani and Mishra, 2014). GHRM practices must 
include green recruitment and selection. Training 
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employees is essential to equip them with new 
knowledge, skills, and abilities to make wise 
decisions about GHRM practices (Ali et al., 2022). 
Additionally, using measurement matrices for the 
entire organization is necessary for long-term 
environmental performance to track waste and 
resource usage. An essential part of GHRM is 
using green performance and appraisal techniques. 
Thus, the study proposes the following hypothesis:
H1. GHRM has a positive impact on environmental 
performance.
2.3.2. Green human resource management and 
green innovation
GHRM is becoming more widely acknowledged as 
a vital strategy for putting green practices into 
action that improve environmental performance and 
lead to sustainable development (Aftab et al., 
2023b). Consequently, a great deal of research has 
looked into how and when GHRM impacts 
environmental performance, which can give a 
company a competitive edge(Guerci et al., 
2016).Green innovation refers to developing eco-
friendly products and processes through the 
adoption of organizational practices such as reduced 
use of water, power, and other resources; use of 
fewer resources when designing goods with an eye 
on lowering emissions; and sustainability in raw 
material procurement(Ali et al., 2022).
GHRM has a favourable impact on green 
innovation. First, employing people who are more 
sensitive to environmental values will lead to them 
participating in more environmentally friendly 
activities, which makes the company more 
appealing when it comes to environmental 
management(Baumgartner, 2014). High 
environmental ability and sensitivity workers can 
provide more creative and practical solutions for 
environmental management, which will boost the 
company's green innovation. Second, organizational 
involvement and training programs can give staff 
members the chance to acquire the knowledge and 
abilities needed to improve their creativity for 
innovation(Shipton et al., 2006). In particular, a 
company that prioritizes green engagement and 
training can encourage the development of fresh 
concepts for environmentally friendly production or 
process innovation (Ogiemwonyi et al., 2023)by 
assisting its staff in gaining environmental 
knowledge and skills(Stefanelli et al., 2020). Third, 
according to Guerci and Carollo (2016), green 
performance management and pay techniques can 
assist in coordinating employee behaviour with the 
company's environmental objectives. Green 
performance management is a useful tool for 
enhancing employee environmental commitment 

and, consequently, their readiness to participate in 
eco-friendly innovation, even if green innovation is 
the area of environmental management that directly 
addresses environmental performance(Renwick et 
al., 2013).
Therefore, it is considered that these three 
dimensions of GHRM practices as a whole, 
contribute to green innovation. By the logic outlined 
above, GHRM practices can promote employees' 
ability, motivation, and opportunities, thereby 
enhancing their unique knowledge of green product 
or process innovation. Accordingly, it suggests the 
proposition:
H2. GHRM has a positive impact on green 
innovation.
2.3.3. Green innovation and environmental 
performance
Previous research studies indicate that 
environmental performance is positively affected by 
the efficiency of sustainable, environmentally 
friendly management goods, quality improvement, 
and integration of environmental and economic 
green practices into overall business proficiency and 
effectiveness(Aftab et al., 2023). Another 
significant piece of the prior study found that GRIV 
improves environmental performance and is linked 
to corporate methodologies (Adekoya et al., 
2023).Furthermore, by decreasing material waste, 
green production improvement improves a 
company's economic and individual performance 
while reducing its adverse effects on the 
environment(Awan et al., 2021). The business will 
use these organizational assets to advance its 
ecological performance through resource-based 
views and competitive advantage; according to the 
evaluation, innovative green product innovations 
and practices are crucial organizational advantages 
(Ahmed et al., 2020). The breakthroughs mentioned 
above in green products are linked to emerging 
GRIV in the organizational context. They are 
anticipated to impact the firm's environmental 
performance directly. Thus, the hypothesis is 
proposed as below:
H3. Green innovation has a positive impact on 
environmental performance.
2.3.4. Mediating role of green innovation 
Business organizations have always been compelled 
by environmental harm to lessen the environmental 
impact of their production and operation processes. 
Consequently, firms are compelled to deal with 
adverse environmental impacts. So, to address these 
issues GHRM acts as a powerful catalyst for 
fostering GRIV within firms. By embedding 
sustainability into HR practices—such as 
recruitment, training, and performance 
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appraisals—GHRM cultivates a culture that 
encourages employees to pursue eco-friendly 
solutions and green creativity(Chen et al., 2006; 
Guo et al., 2021). This green-focused culture 
becomes a key driver for GRIV, helping 
organizations adopt cutting-edge, environmentally 
sustainable practices(Song and Yu, 2018).GHRM 
lays the groundwork by promoting green behaviours 
and values, and GRIV translates these efforts into 
tangible environmental outcomes. This includes the 
development of new products, processes, or 
technologies that reduce waste, improve energy 
efficiency, and minimize a firm's environmental 
footprint (Chen et al., 2006). Without GRIV, the 
positive impact of GHRM on environmental 
performance may remain limited or indirect. By 
leveraging GRIV, firms can not only meet 
sustainability objectives but also enhance their 
competitiveness in increasingly eco-conscious 
businesses (Diana, 2024).
In earlier research, GRIV, talent management, and 
advantage in business analytics were used to 
mediate between financial resources and financial 
performance(Tran et al., 2020). Leading the way to 
further empirically study this mediated connection 
between HRM practices and environmental 
performance, theoretical proposals based on RBV 
theory and AMO theory have been made. Therefore, 
the worker's ability, drive, and opportunity are 
anticipated to predict the relationship between 
HRM, innovation, and performance. Hence, GHRM 
practices in organizations seek to recruit, motivate, 
reward, and sustain employee job behaviours toward 
environmental management through the 
development of green processes and products for 
superior green firm performance(Renwick et al., 
2008).As a result, the below-given assertion is 
made:
H4. Green innovation mediates the connection 
between GHRM and environmental performance.
Figure I: Conceptual model of the study

Source: Author owns work

III. METHODOLOGY

3.1. Participants and procedures
This study applied a cross-sectional survey 

method to evaluate the employees' perception of 
GHRM practices in the Alok textile industry, in 
India. Simple random selection was utilized to 
figure out each respondent from the industry. The 
data collection was done by adopting closed-ended 
questionnaires through online mail and WhatsApp 
of the different departments of the selected pool of 
employees of the Alok textile industry. A total of 
250 questionnaires were distributed by utilizing e-
mail and WhatsApp to the employees, and responses 
received 211 questionnaires were valid (84.4 percent 
responses). The respondents were asked to complete 
a survey to assess the GRIV, ENP, and GHRM 
practices in the Alok textile industry. The data 
collection was done from the month of 10thApril 
2023 to 25thJune2023.

Using G-Power version 3.1, the sample 
size was computed. Testing the model with three 
constructs requires 106 samples based on a power of 
0.95 and an effect size of 0.10.In addition, Sarstedt 
et al.(2021)suggested that using partial least squares 
(PLS-SEM) requires a minimum threshold of 100 
samples. To mitigate the potential drawbacks of a 
limited sample size, 211 employees of the Alok 
textile industry provided data for this study. 

3.2. Measurements
This study model comprises three 

constructs. All these three constructs were measured 
by a five-point Likert scale. The scale varies from 1 
strongly disagree to 5 strongly agree to reply in the 
questionnaire's appropriate boxes. The measurement 
scales were drawn from the previously tested and 
validated published literature to suit the context of 
the present study.  A pilot study was done with 35 
respondents, three from academics and five from 
professional experts’ suggestions. The study was 
conducted through telephone discussion to examine 
the validity and reliability of the research 
instrument. The researcher got satisfactory results 
from the pilot study and conducted a final survey. A 
13-item survey was designed to examine how 
GHRM procedures affected GRIV and ENP. 
GHRM: A 6-item scale by Dumont et al. (2017)was 
used to identify the GHRM activities. ENP: A 4-
item scale created by Li, R., and Ramanathan 
(2018)was used to assess the environmental 
performance. GRIV: A-3 item scale was used, 
which was introduced by Chen et al. (2006)for 
drawing the GRIV ideas and practices of the 
industry.

3.3. Common method bias
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The data were collected and utilized a 
cross-sectional design, encompassing both 
endogenous and exogenous constructs. 
Consequently, common method bias (CMB) could 
affect the results. To address this issue, a complete 
collinearity test was conducted to identify common 
method bias (CMB) in the self-reported data 
set. This is due to the possibility that CMB would 
cause problems for the study if more than one 
construct were measured using the same procedure 
(Podsakoff et al., 2003).  To overcome CMB, 
this study used Smart PLS software to find variance 
inflation factors (VIFs) for each latent variable in 
the research model.  The result shows that VIF 
values are smaller than 3.3, indicating no 
collinearity between the constructs (Kock, 
2015).Hence, this study suggests no issues in CMB.

3.4. Statistical tools 
Smart PLS 4 and SPSS 25 were used to analyse the 
research model. Using this most recent program, 
unobserved constructs' graphical path modeling can 
be done simultaneously. This study includes 
reflective constructs, to which the researcher applied 
the  PLS algorithm analysis using Smart PLS-
4(Ringle et al., 2020).

IV. FINDINGS
 4.1. Demographic profile of the respondents

Table I.  Demographic profile of the respondents
Variable Population Percentage 

Age Group
21 to 30 yrs 97 46
31 to 40 yrs 46 21.8
41 to 50 yrs 35 16.6
51 to 60 yrs 27 12.8
More than 60 yrs 6 2.8

Category of Employees
Managerial 55 26.1
Non- Managerial 156 73.9

Educational Qualification
Graduate/B.Tech 61 28.9
Intermediate/ ITI/Diploma 133 63
Post Graduate/M.Tech 17 8.1

Job Experience 
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Less than 5 yrs 72 34.1
5 to 10 yrs 76 36
11 to 15 yrs 44 20.9
More than 15 years 19 9

Source: Author own’s work

4.2. Statistical analysis
Table II.Summary of the descriptive statistics of the constructs.

Variables (n =211) Mean SD α Skewness Kurtosis (1) (2) (3)
(1) GHRM 4.23 0.82 0.92 -1.48 0.62 1
(2) GRIV 4.34 0.73 0.86 -1.46 1.55 .28** 1
(3) ENP 4.23 0.79 0.85 -1.70 1.67 .26** .29** 1

SD = Standard deviation; α = Cronbach alpha.  **p< 0.01.

Source: Author own’s work
4.2.1. Assessment of measurement model

To verify the measurement model, this 
section first describes the convergent validity 
criteria and then the discriminant validity 
requirements.To evaluate the measurement model, 
Hair et al.(2019) state that necessary to look at the 
validity and reliability of the connection between the 
latent constructs and the corresponding observed 
variables. Henseler and Chin (2010)state that the 
three primary requirements for this analysis of 
convergent validity are factor loading, average 
variance extracted (AVE), and composite reliability 
(CR).

Figure II: Measurement model
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Source: Author own work

This study measurement model consists of 
three constructs, namely GHRM, GRIV, and ENP. 
The PLS algorithm approach was used to confirm 
the accuracy of the measurement model displayed in 
Figure II. As per the guidelines ,the loadings of the 
linked items for each construct should be examined 
and should be greater than 0.7 to evaluate the 
indicator's reliability (Hair, Risher et al., 2019). If 
CR and AVE are above the threshold, loadings in 
the range of 0.4 to 0.7 are deemed acceptable 
(Afthanorhan et al., 2020).

Table III indicates that every latent variable 
in the measurement model has values greater than 
0.8 for both Cronbach's alpha and CR. Additionally, 
every factor loading was more than 0.7, and every 
construct had an AVE > 0.5, ranging from 0.540 to 
0.648. As a result, the findings show that the latent 
variables' convergent validity is acceptable(Kamis et 
al., 2020).

The discriminant validity test comes next. 
The degree to which each construct in the model is 
unique from the other constructs and the number of 
indicators that indicate a single construct is known 
as discriminant validity(Hair Jr et al., 2020). The 
discriminant validity of the model's constructs is 
evaluated using several criteria. The Fornell-Larcker 
criterion and the heterotrait-monotrait (HTMT) ratio 
are the two most conservative approaches. 
According to J. Hair et al.(2023),each construct's 
square root of the AVE must be larger than the 
correlation between it and the other constructs in the 
model to assess discriminant validity using the 
Fornell-Larcker criterion. The correlations between 
the constructs on the diagonal and the square root of 
the AVE for each construct are displayed in Table 
IV.

Additionally, Table IV shows that the 
model exhibits a respectable level of discriminant 
validity. Furthermore, according to (Henseler et al., 
2015), a more cautious cut-off value for determining 
discriminant validity is the HTMT criterion, which 
should be less than 0.9 or 0.85. In Table V, the 
HTMT is displayed. Every construct has a value of 
less than 0.85. Therefore, the HTMT 0.85 and the 
Fornell-Larcker criterion demonstrate that the 
measurement model's discriminant validity is 
satisfactory.

Table III. Validity and reliability of the constructs

Constructs Items Loadings α CR(rho_a) CR (rho_c) AVE

ENP1 0.850 0.852 0.689
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 ENP 0.850 0.899

ENP2 0.822

ENP3 0.841

ENP4 0.807

GHRM GHRM1 0.859 0.922 0.934 0.939 0.719
GHRM2 0.832

GHRM3 0.825

GHRM4 0.868

GHRM5 0.855

GHRM6 0.848

GRIV GRIV1 0.855 0.863 0.867 0.917 0.786
GRIV2 0.917

GRIV3 0.885
Source: Author own’s work

Table IV. Discriminant validity using the Fornell-Larcker criterion
Constructs ENP GHRM GRIV
ENP 0.83
GHRM 0.298 0.848
GRIV 0.620 0.166 0.886
Note: The diagonal in bold indicates the square roots of the average variance extracted (AVE).
Source: Author own’s work

Table V. Discriminant validity using HTMT 0.8 criterion
Constructs ENP GHRM GRIV
ENP
GHRM 0.331
GRIV 0.72 0.181
Source: Author own’s work
4.2. 2. Assessment of the structural model

Analysis of the structural model can be 
done when the measurement model has been 
satisfactorily validated. Hair et al. (2017)state 
that evaluating the coefficient of determination (R2) 
for every endogenous latent variable is the first step 
in evaluating the PLS structural equation model. 
According to Chin et al. (2020),R2 is utilized to 
clarify the amount of variance in predicted outcomes 
in the model. For the model to have a minimal 
degree of explanatory power, these numbers ought 
to be high enough. Chin(2010)says that the R2 
values of 0.67, 0.33, and 0.19 are significant, 
moderate, and weak, respectively.

Table VI presents the evaluation of the 
coefficient of determination(R2), the predictive 
relevance(Q2), and the effect size(f2) of independent 
variables on endogenous variables of ENP and 

GRIV in the model. The table showed that GHRM 
and GRIV accounted for 42.4% of the total variance 
of ENP, with an R2 of 0.424. On the other hand, the 
R2 of 0.027 indicated that GHRM explained 2.7% of 
the variance in GRIV.

The assessment of the model's predictive 
power also requires consideration of Stone-Geisser's 
Q2, as noted by W. Chin et al. (2020). The model's 
prediction ability was evaluated using a blindfolding 
technique. According to J. Hair et al.(2017), if the 
Q2 assessment score exceeds 0, it indicates 
predictive importance for defining criterion 
variables. The SmartPLS4 cross-validated 
redundancy results show that Q2 values for each 
endogenous construct are more than zero. The 
Q2values of the GRIV and ENP were 0.011and 
0.069, respectively. Therefore, the predictive 
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importance is indicated by the endogenous variable 
values in the model.

Additionally, the effect size (f2) was 
calculated to show whether the predictor variable 
significantly influences the criterion variable in the 
model. According to Tomczak and  Tomczak (2014) 
guidelines, f2 values greater than 0.02, 0.15, and 
0.35, respectively, denote weak, medium, and strong 
impact sizes. The study found that GHRM has a 
weak impact on GRIV (0.028) and environmental 
performance (0.068). Similarly, environmental 
performance is significantly impacted by GRIV 
(0.581).

The standard root mean square residual 
(SRMR) was used to determine the model fit. 
According to Sivo et al.(2006), an appropriate 
model fit is indicated if the SRMR value is less 
than 08. SRMR is the root mean square 
disagreement between the observed and model-
implied correlations. With an SRMR value of.05 
and an NFI of.91, the research model satisfies the 
requirements for a satisfactory fit.

Figure III:  PLS algorithm results for the assessment of the structural model
Source: Author own’s work

Table VI.  Coefficient of determination(R2), predictive relevance (Q2) and effect size (f2)
Constructs R2 Q2 f2 Decision

ENP 0.424 0.069
GRIV 0.270 0.011 0.581a Strong

GHRM 0.068a;0.028b Weak; Weak
Note: aENP; bGRIV
Source: Author own’s work

Table VII. Direct effect of hypothesis testing: structural model/hypothesis testing
Hypothesis Relationship β t-stat. p-values CI Decision

H1 GHRM-> ENP 0.201 3.128 0.002 [0.077    0.331] Supported
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H2 GHRM -> GRIV 0.166 2.308 0.021 [0.029    0.310] Supported
H3 GRIV-> ENP 0.587 9.187 0.000 [0.455    0.704] Supported
Note: GHRM: GHRM, ENP: Environmental Performance, GRIV: Green Innovation, CI: Confidence Interval 
(Bias Corrected)
Source: Author own’s work

Table VIII. Testing of the mediation hypothesis
Hypothesis Relationship β t-stat. p-values CI Decision

H4 GHRM-> GRIV->ENP 0.097 2.208 0.027 [0.067     0.349] Supported
Note: GHRM: GHRM, ENP: Environmental Performance, GRIV: Green Innovation, CI: Confidence Interval 
(Bias Corrected)
Source: Author own’s work

In the current study, the bootstrapping 
method was used with 5000 re-samples for the 
hypothesis testing, as suggested by Hair et 
al.(2017).The statistical measurements of t-value, p-
value, and confidence interval bias adjusted were 
utilized to determine whether a hypothesis was 
accepted. This study developed four hypotheses, and 
all were supported. In Table VII, the findings of the 
results established that GHRM had a direct and 
positive effect on both ENP (β = 0.201, t-value = 
3.128, p<0.002) and GRIV (β = 0.166, t-value = 
2.308, P<0.021).Furthermore, the results showed 
that GRIV has a positive impact on EVP (β= 
0.587andt= 9.187, p<0.000). The findings support 
the three direct hypotheses (H1, H2, and H3), as 
indicated by the high path coefficient, t-value>1.96 
and p-value <0.05, and the bootstrapping of the 95% 
confidence interval excluding the value 0. As a 
result, this study has a substantial impact on all 
direct effects. In Table VIII, the result shows the 
indirect effects hypotheses refer to the mediator. In 
evaluating the result of one mediating hypothesis, 
the result revealed that GRIV mediates between 
GHRM and ENP (β= 0.097, t-value = 2.208, 
p<0.027). Hence, the mediating hypothesis (H4) was 
supported (Figure 3). It was found that GRIV 
increased EVP, but GHRM directly improved ENP 
and GRIV. It was also revealed that GRIV acted as a 
mediator between GHRM and ENP, confirming its 
role in the model.

V. DISCUSSION
The importance of HRM in enhancing 

environmental management has recently garnered 
significant attention from academics (Ren et al., 
2023). To gain a better understanding, this study 
investigated the critical variables that underpin ENP 
and GHRM, as well as the mediating function of 
GRIV in this relationship.

This study finding confirmed the 
hypothesis (H1) that GHRM improves ENP. The 
GHRM is an essential intervention for 
accomplishing organizational objectives and 
increasing an organization's ENP through employee 
involvement in green initiatives (Aggarwal and 
Agarwala, 2023). The importance of proactive 
environmental management, or GHRM, in 
enhancing an organization's ENP was validated by 
Lopez-Gamero et al.(2011). Other research(Ahakwa 
et al., 2021; Aftab et al., 2023) supports these 
findings. Additionally, this is in line with the 
resource-based perspective theory, which applies to 
both developed and developing nations(Salsabila et 
al., 2022).So, it is vital for HRM practice to 
integrate sustainability goals into performance 
evaluations, recognizing and rewarding employees 
for their contributions to environmental 
sustainability(Ahakwa et al., 2021). Therefore, the 
study's findings confirm that GHRM policies that 
encourage environmentally friendly behaviour, such 
as motivating and rewarding employees, can 
improve an organization's ENP.

Next, the finding of hypothesis (H2) of the 
study also established a positive relationship 
between GHRM and the promotion of GRIV within 
organizations. This finding indicates that 
organizations that implement GHRM practices are 
more likely to foster a culture of innovation focused 
on ENP(El-Kassar and Singh, 2019).This is 
consistent with earlier studies(Muisyo et al., 
2022;Shahzad et al., 2023)that have emphasized the 
function of GHRM in assisting GRIV methods. The 
synergy between GHRM and GRIV is crucial for 
organizations seeking long-term success in today's 
competitive business environment. By using GHRM 
techniques to promote an environmentally conscious 
culture, organizations can effectively stimulate 
green creativity, ultimately leading to GRIV, which 
propels them ahead in the market (Adekoya et al., 
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2023). Through the use of GHRM practices, 
organizations create a supportive and conducive 
environment for employees to generate and 
implement innovative ideas related to sustainable 
ENP.

Furthermore, the results investigated the 
hypothesis (H3) that GRIV and ENP had a positive 
association between them. The study by Malik et 
al.(2023) presents convincing evidence that 
environmental disclosure directly benefits a 
company's financial success through GRIV in 
Chinese businesses. In addition, the research by 
Kraus et al.( 2020) further emphasizes the 
multifaceted benefits of GRIV, particularly in the 
realm of organizational performance. The study 
suggests that through waste and cost reduction 
initiatives facilitated by GRIV, organizations can 
achieve resource savings, cost-effectiveness, and 
operational efficiency. Building upon this, Borsatto 
& Amui's (2019) findings indicated that the factors 
that preceded GRIV, the industrial businesses' size, 
and the strictness of national environmental 
legislation had a statistically significant beneficial 
influence. Hence, organizations must prioritize 
GRIV and integrate it into their core business 
strategies to build a more sustainable future for 
generations to come. These results are consistent 
with other research that has highlighted the role that 
GRIV plays in tackling environmental issues and 
advancing sustainability by integrating 
environmental planning into overall business 
strategy with innovative technology(Liu et al., 
2020).

The present study provides additional 
evidence in support of hypothesis (H4) that GRIV 
functions as a mediator in the link between GHRM 
and ENP. To clarify, organizations that integrate 
GRIV into their product development and processes 
do so with a deliberate emphasis on minimizing 
adverse environmental consequences. This strategic 
integration with environmentally conscious 
innovation ultimately leads to a noticeable increase 
in ENP. Hence, GRIV catalyzes ENP by enabling 
organizations to develop and implement new 
processes, technologies, and products that contribute 
to environmentally sustainable practices. This aligns 
seamlessly with the insights from Kraus et al. 
(2020)) research, which emphasized the moderating 
role of GRIV in the association between ENP and 
corporate social responsibility .Further, The 
mediation results emphasized the need for 
environmental strategy, GRIV, and pro-
environmental behaviour to achieve superior 
ENP(Aftab et al., 2023a). The evidence suggests 
that organizations leveraging GRIV practices are 

better positioned to navigate and positively 
influence their ENP and GHRM, which shows 
consistent results with the previous studies(Malik et 
al., 2023).Hence, this demonstrates that, within the 
framework of this study, the incorporation of GRIV 
as a mediator is consistent with the ambidextrous 
perspective, enabling organizations to make use of 
GHRM practices while concurrently investigating 
novel paths toward sustainable ENP (Tran et al., 
2020).

5.1. Theoretical contributions
The results of this investigation provide 

scholars and researchers with critical theoretical 
insights. First, this study offers empirical evidence 
on the mediating role of GRIV between GHRM and 
ENP within the Indian textile industry. Hence, the 
study adds to the body of existing literature, which 
is most notably interconnection between the RBV 
theory, and AMO theory.
Secondly, it goes beyond RBV theory to include the 
idea that a firm's ability to utilize particular 
organizational competencies effectively in aligning 
environmental strategy into the organization's HRM 
functions to enhance the organization's ENP.
Third, it incorporates the AMO theory into the new 
field of GHRM research, using the psychological 
framework of employee innovation and support for 
environmental efforts to explain the relationship 
between GHRM practices and environmental 
behaviours on the part of employees.
Fourth, by examining the mediating role of GRIV 
on GHRM practices and ENP in the textile industry, 
this study's findings pave the way for comparative 
study across industries to investigate sector-specific 
differences in green practices and their outcomes.
5.2. Practical implications
This study's findings have several implications for 
sustainable practices for the textile industry. First, 
this study provides HR managers with a focus on 
Strategic HR Policies, as the study provides 
concrete evidence of integrating GHRM practices to 
enhance green innovation in the organization.
Second, the results of the current study demonstrate 
that GRIV is the critical component that this study 
used to expound on the idea of ENP with GHRM 
practices. It offers significant insights to senior 
management in investing in training programs, 
green performance appraisal, and link incentive and 
rewards systems to drive eco-friendly behaviours 
among the employees. Practical steps could include 
fostering an organizational culture that encourages 
creativity, collaboration, and green technological 
development.
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Third, to enhance the textile industry performance, 
leveraging green innovation through effective Green 
Human Resource Management (GHRM) can boost 
environmental outcomes and environmentally 
sustainable performance.

5.3. Societal l implications
First, the textile industry's enhanced 

environmental performance benefits both the local 
community and the environment at large by 
lowering ecological consequences including 
pollution and resource depletion. Second, 
sustainable business practices raise awareness 
among consumers and stakeholders about the role of 
green innovation in addressing environmental 
challenges. Third, legislators and policymakers 
might be persuaded to enact laws and incentives that 
encourage green innovation and GHRM, which 
would raise environmental standards and practices.

5.4. Limitation and future research direction
The results should be evaluated in the 

context of the study's inherent limitations, even if 
this investigation moves the HRM literature forward 
by exploring a novel research avenue about how 
GRIV mediates the connotations between GHRM 
and ENP. First of all, the cross-sectional nature of 
this study makes it difficult to draw firm 
conclusions about the causal sequence of the 
examined relationships. Consequently, carrying out 
longitudinal studies that validate the causality of the 
relationships in the current study is a crucial area of 
research. Second, just one nation—India—and one 
industry—textiles—were the subjects of the current 
investigation. Thus, organizational, legal, and 
cultural variations may either facilitate or impede 
the development of GHRM and environmental 
policies, as well as the accomplishment of 
sustainability-related objectives. Furthermore, just 
one mediator was used in the model in this study; 
other variables and industry characteristics should 
be used to determine the relationship between the 
independent and dependent variable(s).Finally, other 
variables might build up in a parallel/serial 
mediation within the same model when GRIV is 
present as a mediator.

VI. CONCLUSION
This study has examined the critical role of 

GHRM and GRIV in driving sustainable ENP in the 
Indian textile industry. The findings of the study 
showed that GHRM directly and favourably affects 
GRIV and ENP. Additionally, the outcome showed 
that GRIV positively affects EVP. Therefore, the 
impact of this study is significant for all direct 

relationships. Further, the result of one mediating 
relationship revealed that GRIV mediates the 
GHRM and ENP, which supports a mediating 
relationship. Hence, this study shows that 
organizations should prioritize GHRM practices and 
integrate innovative approaches to foster a culture of 
environmental sustainability. By doing so, 
organizations can not only enhance their ENP but 
also contribute to the industry's overall 
sustainability.

All organizations, especially those in the 
textile sector, must embrace green initiatives. As the 
sector develops, the industry must continue to use 
GHRM and GRIV to promote environmentally 
friendly, sustainable ENP practices. GHRM is 
essential to prioritizing this, especially in emerging 
countries like India. Hence, these initiatives improve 
the industry's competitiveness and public image on 
the global stage. The research on GHRM in an 
individual context is still in its early stages, 
particularly in India. Therefore, through promoting 
environmentally friendly work practices, this study 
aims to educate different industry sectors about the 
critical role that GHRM and GRIV play as well as 
the potential advantages that they might have for 
organizations in sustainable ENP.

REFERENCES
[1]. Adekoya, O.D., Ajonbadi, H.A. and Mordi, 

C. (2023), “Impact of Green HRM Practices 
on Employees’ Pro-Environmental Behaviour 
in the United Kingdom”, in Adekoya, O.D., 
Mordi, C. and Ajonbadi, H.A. (Eds.), Global 
Perspectives on Green HRM, Springer Nature 
Switzerland, Cham, pp. 69–95, doi: 
10.1007/978-3-031-35795-4_4.

[2]. Aftab, J., Abid, N., Cucari, N. and Savastano, 
M. (2023a), “Green human resource 
management and environmental performance: 
The role of green innovation and 
environmental strategy in a developing 
country”, Business Strategy and the 
Environment, Vol. 32 No. 4, pp. 1782–1798, 
doi: 10.1002/bse.3219.

[3]. Aftab, J., Abid, N., Cucari, N. and Savastano, 
M. (2023b), “Green human resource 
management and environmental performance: 
The role of green innovation and 
environmental strategy in a developing 
country”, Business Strategy and the 
Environment, Vol. 32 No. 4, pp. 1782–1798, 
doi: 10.1002/bse.3219.

[4]. Afthanorhan, A., Awang, Z. and Aimran, N. 
(2020), “An extensive comparison of CB-
SEM and PLS-SEM for reliability and 



International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 1, Jan.-Feb., 2025, pp: 652-668                           ISSN: 3048-6874
www.ijhssm.org                                                     

| Impact Factor value 7.52 |                                ISO 9001: 2008 Certified Journal                                    Page 14

validity”, International Journal of Data and 
Network Science, Vol. 4 No. 4, pp. 357–364.

[5]. Aggarwal, P. and Agarwala, T. (2023), 
“Relationship of green human resource 
management with environmental 
performance: mediating effect of green 
organizational culture”, Benchmarking: An 
International Journal, Emerald Publishing 
Limited, Vol. 30 No. 7, pp. 2351–2376.

[6]. Ahakwa, I., Yang, J., Tackie, E.A. and 
Asamany, M. (2021), “Green human resource 
management practices and environmental 
performance in Ghana: the role of green 
innovation”, SEISENSE Journal of 
Management, Vol. 4 No. 4, pp. 100–119.

[7]. Ahmed, W., Najmi, A. and Khan, F. (2020), 
“Examining the impact of institutional 
pressures and green supply chain 
management practices on firm performance”, 
Management of Environmental Quality: An 
International Journal, Emerald Publishing 
Limited, Vol. 31 No. 5, pp. 1261–1283.

[8]. Ali, I., Izabela, R. and Memon, S.B. (2022), 
“Talent management and organizational 
performance: Applying the amo theory”, 
Independent Journal of Management & 
Production, Instituto Federal de Educação, 
Ciência e Tecnologia de São Paulo (IFSP), 
Vol. 13 No. 2, pp. 648–666.

[9]. Arora, N.K. and Mishra, I. (2019), “United 
Nations Sustainable Development Goals 2030 
and environmental sustainability: race against 
time”, Environmental Sustainability, Vol. 2 
No. 4, pp. 339–342, doi: 10.1007/s42398-
019-00092-y.

[10]. Awan, U., Arnold, M.G. and Gölgeci, I. 
(2021), “Enhancing green product and 
process innovation: Towards an integrative 
framework of knowledge acquisition and 
environmental investment”, Business 
Strategy and the Environment, Vol. 30 No. 2, 
pp. 1283–1295, doi: 10.1002/bse.2684.

[11]. Baumgartner, R.J. (2014), "Managing 
Corporate Sustainability and CSR: A 
Conceptual Framework Combining Values, 
Strategies, and Instruments Contributing to 
Sustainable Development", Corporate Social 
Responsibility and Environmental 
Management, Vol. 21 No. 5, pp. 258–271, 
doi: 10.1002/csr.1336.

[12]. Borsatto, J.M.L.S. and Amui, L.B.L. (2019), 
“Green innovation: Unfolding the relation 
with environmental regulations and 
competitiveness”, Resources, Conservation 

and Recycling, Elsevier, Vol. 149, pp. 
445–454.

[13]. Busch, T. (2011), “Organizational adaptation 
to disruptions in the natural environment: The 
case of climate change”, Scandinavian 
Journal of Management, Elsevier, Vol. 27 
No. 4, pp. 389–404.

[14]. Chen, Y.-S., Lai, S.-B. and Wen, C.-T. 
(2006), “The Influence of Green Innovation 
Performance on Corporate Advantage in 
Taiwan”, Journal of Business Ethics, Vol. 67 
No. 4, pp. 331–339, doi: 10.1007/s10551-
006-9025-5.

[15]. Chin, W., Cheah, J.-H., Liu, Y., Ting, H., 
Lim, X.-J. and Cham, T.H. (2020), 
“Demystifying the role of causal-predictive 
modeling using partial least squares structural 
equation modeling in information systems 
research”, Industrial Management & Data 
Systems, Emerald Publishing Limited, Vol. 
120 No. 12, pp. 2161–2209.

[16]. Chin, W.W. (2010), “Bootstrap Cross-
Validation Indices for PLS Path Model 
Assessment”, in Esposito Vinzi, V., Chin, 
W.W., Henseler, J. and Wang, H. (Eds.), 
Handbook of Partial Least Squares, Springer 
Berlin Heidelberg, Berlin, Heidelberg, pp. 
83–97, doi: 10.1007/978-3-540-32827-8_4.

[17]. Collins, C.J. (2021), “Expanding the 
resource-based view model of strategic 
human resource management”, The 
International Journal of Human Resource 
Management, Vol. 32 No. 2, pp. 331–358, 
doi 10.1080/09585192.2019.1711442.

[18]. Diana, A. (2024), “Green Technologies and 
Innovation: Adoption of green technologies 
in MENA businesses.”

[19]. Dumont, J., Shen, J. and Deng, X. (2017), 
“Effects of Green HRM Practices on 
Employee Workplace Green Behavior: The 
Role of Psychological Green Climate and 
Employee Green Values”, Human Resource 
Management, Vol. 56 No. 4, pp. 613–627, 
doi: 10.1002/hrm.21792.

[20]. El-Kassar, A.-N. and Singh, S.K. (2019), 
“Green innovation and organizational 
performance: The influence of big data and 
the moderating role of management 
commitment and HR practices”, 
Technological Forecasting and Social 
Change, Elsevier, Vol. 144, pp. 483–498.

[21]. European Commission. (2021), “European 
Commission”, European Commission, 
available at: https://green-
business.ec.europa.eu/environmental-



International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 1, Jan.-Feb., 2025, pp: 652-668                           ISSN: 3048-6874
www.ijhssm.org                                                     

| Impact Factor value 7.52 |                                ISO 9001: 2008 Certified Journal                                    Page 15

footprint-methods_en (accessed 11 April 
2024).

[22]. Guerci, M. and Carollo, L. (2016), “A 
paradox view on green human resource 
management: insights from the Italian 
context”, The International Journal of Human 
Resource Management, Vol. 27 No. 2, pp. 
212–238, doi 
10.1080/09585192.2015.1033641.

[23]. Guerci, M., Longoni, A. and Luzzini, D. 
(2016), “Translating stakeholder pressures 
into environmental performance – the 
mediating role of green HRM practices”, The 
International Journal of Human Resource 
Management, Vol. 27 No. 2, pp. 262–289, 
doi: 10.1080/09585192.2015.1065431.

[24]. Guo, J., Zhou, Y., Ali, S., Shahzad, U. and 
Cui, L. (2021), “Exploring the role of green 
innovation and investment in energy for 
environmental quality: An empirical appraisal 
from provincial data of China”, Journal of 
Environmental Management, Elsevier, Vol. 
292, p. 112779.

[25]. Hair, J., Hair Jr, J.F., Sarstedt, M., Ringle, 
C.M. and Gudergan, S.P. (2023), Advanced 
Issues in Partial Least Squares Structural 
Equation Modeling, Sage publications.

[26]. Hair, J., Hollingsworth, C.L., Randolph, 
A.B., and Chong, A.Y.L. (2017), "An 
updated and expanded assessment of PLS-
SEM in information systems research", 
Industrial Management & Data Systems, 
Emerald Publishing Limited, Vol. 117 No. 3, 
pp. 442–458.

[27]. Hair, J.F., Risher, J.J., Sarstedt, M. and 
Ringle, C.M. (2019), “When to use and how 
to report the results of PLS-SEM”, European 
Business Review, Emerald Publishing 
Limited, Vol. 31 No. 1, pp. 2–24.

[28]. Hair, J.F., Sarstedt, M. and Ringle, C.M. 
(2019), "Rethinking some of the rethinkings 
of partial least squares", European Journal of 
Marketing, Vol. 53 No. 4, pp. 566–584, doi 
10.1108/EJM-10-2018-0665.

[29]. Hair Jr, J.F., Howard, M.C. and Nitzl, C. 
(2020), “Assessing measurement model 
quality in PLS-SEM using confirmatory 
composite analysis”, Journal of Business 
Research, Elsevier, Vol. 109, pp. 101–110.

[30]. Henseler, J. and Chin, W.W. (2010), “A 
Comparison of Approaches for the Analysis 
of Interaction Effects Between Latent 
Variables Using Partial Least Squares Path 
Modeling”, Structural Equation Modeling: A 

Multidisciplinary Journal, Vol. 17 No. 1, pp. 
82–109, doi: 10.1080/10705510903439003.

[31]. Henseler, J., Ringle, C.M. and Sarstedt, M. 
(2015), “A new criterion for assessing 
discriminant validity in variance-based 
structural equation modeling”, Journal of the 
Academy of Marketing Science, Vol. 43 No. 
1, pp. 115–135, doi: 10.1007/s11747-014-
0403-8.

[32]. Iddagoda, A., Opatha, H.H.P. and 
Gunawardana, K. (2016), “Towards a 
Conceptualization and an Operationalization 
of the Construct of Employee Engagement”, 
International Business Research, Vol. 9 No. 
2, pp. 85–98.

[33]. Irani, F. and Kilic, H. (2022), “An assessment 
of implementing green HRM practices on 
environmental performance: The moderating 
role of green process innovation”, Journal of 
Global Hospitality and Tourism, Vol. 1 No. 
1, pp. 16–30.

[34]. Kamis, A., Saibon, R.A., Yunus, F., Rahim, 
M.B., Herrera, L.M. and Montenegro, P. 
(2020), “The SmartPLS analyzes approach in 
validity and reliability of graduate 
marketability instrument”, Social Psychology 
of Education, Vol. 57 No. 8, pp. 987–1001.

[35]. Kock, N. (2015), “Common method bias in 
PLS-SEM: A full collinearity assessment 
approach”, International Journal of E-
Collaboration (Ijec), IGI Global, Vol. 11 No. 
4, pp. 1–10.

[36]. Kraus, S., Rehman, S.U. and García, F.J.S. 
(2020), “Corporate social responsibility and 
environmental performance: The mediating 
role of environmental strategy and green 
innovation”, Technological Forecasting and 
Social Change, Elsevier, Vol. 160, p. 120262.

[37]. Li, R. and Ramanathan, R. (2018), 
“Exploring the relationships between 
different types of environmental regulations 
and environmental performance: Evidence 
from China”, Journal of Cleaner Production, 
Elsevier, Vol. 196, pp. 1329–1340.

[38]. Liu, Y., Zhu, J., Li, E.Y., Meng, Z. and Song, 
Y. (2020), “Environmental regulation, green 
technological innovation, and eco-efficiency: 
The case of Yangtze River economic belt in 
China”, Technological Forecasting and Social 
Change, Elsevier, Vol. 155, p. 119993.

[39]. Longoni, A., Luzzini, D. and Guerci, M. 
(2018), “Deploying Environmental 
Management Across Functions: The 
Relationship Between Green Human 
Resource Management and Green Supply 



International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 1, Jan.-Feb., 2025, pp: 652-668                           ISSN: 3048-6874
www.ijhssm.org                                                     

| Impact Factor value 7.52 |                                ISO 9001: 2008 Certified Journal                                    Page 16

Chain Management”, Journal of Business 
Ethics, Vol. 151 No. 4, pp. 1081–1095, doi: 
10.1007/s10551-016-3228-1.

[40]. López‐Gamero, M.D., Molina‐Azorín, J.F. 
and Claver‐Cortes, E. (2011), “The 
relationship between managers’ 
environmental perceptions, environmental 
management and firm performance in 
Spanish hotels: a whole framework”, 
International Journal of Tourism Research, 
Vol. 13 No. 2, pp. 141–163, doi: 
10.1002/jtr.805.

[41]. Malik, F., Wang, F., Li, J. and Naseem, M.A. 
(2023), “Impact of Environmental Disclosure 
on Firm Performance: The Mediating Role of 
Green Innovation”, Revista de Contabilidad-
Spanish Accounting Review, Vol. 26 No. 1, 
pp. 14–26.

[42]. Muisyo, P.K., Qin, S., Ho, T.H. and Julius, 
M.M. (2022), "The effect of green HRM 
practices on the green competitive advantage 
of manufacturing firms", Journal of 
Manufacturing Technology Management, 
Emerald Publishing Limited, Vol. 33 No. 1, 
pp. 22–40.

[43]. Noor, J., Tunnufus, Z., Handrian, V.Y. and 
Yumhi, Y. (2023), “Green human resources 
management practices, leadership style and 
employee engagement: Green banking 
context”, Heliyon, Elsevier, Vol. 9 No. 12.

[44]. Ogiemwonyi, O., Alam, M.N. and Alotaibi, 
H.S. (2023), “Pathways toward 
environmental performance: Link between 
green human resource management, green 
innovation, and green behavior at work in 
manufacturing companies”, Journal of 
Cleaner Production, Elsevier, Vol. 425, p. 
138949.

[45]. Pardhi, A. and Mahapure, M.R. (2020), 
“Importance of green human resource 
management”, HUMAN RESOURCE 
MANAGEMENT & FINANCE, p. 64.

[46]. Pham, N.T., Hoang, H.T. and Phan, Q.P.T. 
(2020), “Green human resource management: 
a comprehensive review and future research 
agenda”, International Journal of Manpower, 
Emerald Publishing Limited, Vol. 41 No. 7, 
pp. 845–878.

[47]. Piwowar-Sulej, K. (2022), “Environmental 
strategies and human resource development 
consistency: Research in the manufacturing 
industry”, Journal of Cleaner Production, 
Elsevier, Vol. 330, pp. 1–10.

[48]. Podsakoff, P.M., MacKenzie, S.B., Lee, J.-Y. 
and Podsakoff, N.P. (2003), “Common 

method biases in behavioral research: a 
critical review of the literature and 
recommended remedies.”, Journal of Applied 
Psychology, American Psychological 
Association, Vol. 88 No. 5, p. 879.

[49]. Prakash, A.G. and Priyatharsini, K. (2022), 
“Green hrm environment and organizational 
sustainability of selected industries in 
Coimbatore district-an empirical analysis”,  
NeuroQuantology, Vol. 20 No. 9, p. 3976.

[50]. Rani, S. and Mishra, K. (2014), “Green 
HRM: Practices and strategic implementation 
in the organizations”, International Journal on 
Recent and Innovation Trends in Computing 
and Communication, Vol. 2 No. 11, pp. 
3633–3639.

[51]. Rashid, A. and Alam, W. (2020), “The 
impact of green human resource management 
on organizational performance: a case of 
manufacturing industry”, City University 
Research Journal, Vol. 10 No. 2.

[52]. Ren, S., Cooke, F.L., Stahl, G.K., Fan, D. and 
Timming, A.R. (2023), “Advancing the 
sustainability agenda through strategic human 
resource management: Insights and 
suggestions for future research”, Human 
Resource Management, Vol. 62 No. 3, pp. 
251–265, doi: 10.1002/hrm.22169.

[53]. Ren, S., Tang, G. and E. Jackson, S. (2018), 
“Green human resource management research 
in emergence: A review and future 
directions”, Asia Pacific Journal of 
Management, Vol. 35 No. 3, pp. 769–803, 
doi: 10.1007/s10490-017-9532-1.

[54]. Renwick, D., Redman, T. and Maguire, S. 
(2008), “Green HRM: A review, process 
model, and research agenda”, University of 
Sheffield Management School Discussion 
Paper, Vol. 1 No. 1, pp. 1–46.

[55]. Renwick, D.W.S., Jabbour, C.J.C., Muller-
Camen, M., Redman, T. and Wilkinson, A. 
(2016), “Contemporary developments in 
Green (environmental) HRM scholarship”, 
The International Journal of Human Resource 
Management, Vol. 27 No. 2, pp. 114–128, 
doi: 10.1080/09585192.2015.1105844.

[56]. Renwick, D.W.S., Redman, T. and Maguire, 
S. (2013), “Green Human Resource 
Management: A Review and Research 
Agenda*”, International Journal of 
Management Reviews, Vol. 15 No. 1, pp. 
1–14, doi: 10.1111/j.1468-
2370.2011.00328.x.

[57]. Ringle, C.M., Sarstedt, M., Mitchell, R. and 
Gudergan, S.P. (2020), “Partial least squares 



International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 1, Jan.-Feb., 2025, pp: 652-668                           ISSN: 3048-6874
www.ijhssm.org                                                     

| Impact Factor value 7.52 |                                ISO 9001: 2008 Certified Journal                                    Page 17

structural equation modeling in HRM 
research”, The International Journal of 
Human Resource Management, Vol. 31 No. 
12, pp. 1617–1643, doi: 
10.1080/09585192.2017.1416655.

[58]. Roy Choudhury, A.K. (2014), 
“Environmental Impacts of the Textile 
Industry and Its Assessment Through Life 
Cycle Assessment”, in Muthu, S.S. (Ed.), 
Roadmap to Sustainable Textiles and 
Clothing, Springer Singapore, Singapore, pp. 
1–39, doi: 10.1007/978-981-287-110-7_1.

[59]. Saeed, A., Jun, Y., Nubuor, S.A., Priyankara, 
H.P.R. and Jayasuriya, M.P.F. (2018), 
“Institutional pressures, green supply chain 
management practices on environmental and 
economic performance: A two theory view”, 
Sustainability, MDPI, Vol. 10 No. 5, p. 1517.

[60]. Saeed, B.B., Afsar, B., Hafeez, S., Khan, I., 
Tahir, M. and Afridi, M.A. (2019), 
“Promoting employee’s pro-environmental 
behavior through green human resource 
management practices”, Corporate Social 
Responsibility and Environmental 
Management, Vol. 26 No. 2, pp. 424–438, 
doi: 10.1002/csr.1694.

[61]. Salsabila, S., Radhiana, R., Juwita, J. and 
Mauliza, P. (2022), “Challenges of the 
Resource-Based View Approach in 
Improving Business Organizational 
Performance”, Proceedings of International 
Conference on Multidisciplinary Research, 
Vol. 5, pp. 120–125.

[62]. Sarstedt, M., Ringle, C.M. and Hair, J.F. 
(2021), “Partial least squares structural 
equation modeling”, Handbook of Market 
Research, Springer, pp. 587–632.

[63]. Shaaban, S. (2024), “The Impact of Green 
HR Practices on Socially Responsible HRM: 
An Empirical Study from HR Practitioners.”, 
International Journal of Sustainability Policy 
& Practice, Vol. 20 No. 1.

[64]. Shahzad, M.A., Jianguo, D. and Junaid, M. 
(2023), "Impact of green HRM practices on 
sustainable performance: the mediating role 
of green innovation, green culture, and green 
employees' behavior", Environmental Science 
and Pollution Research, Vol. 30 No. 38, pp. 
88524–88547, doi: 10.1007/s11356-023-
28498-6.

[65]. Sharma, K. (2016), “Conceptualization of 
green HRM and green HRM practices: 
Commitment to environment sustainability”, 
International Journal of Advanced Scientific 

Research and Management, Vol. 1 No. 8, pp. 
74–81.

[66]. Shipton, H., West, M.A., Dawson, J., Birdi, 
K. and Patterson, M. (2006), “HRM as a 
predictor of innovation”, Human Resource 
Management Journal, Vol. 16 No. 1, pp. 
3–27, doi: 10.1111/j.1748-
8583.2006.00002.x.

[67]. Singh, N.P. and Singh, S. (2019), “Building 
supply chain risk resilience: Role of big data 
analytics in supply chain disruption 
mitigation”, Benchmarking: An International 
Journal, Emerald Publishing Limited, Vol. 26 
No. 7, pp. 2318–2342.

[68]. Singh, S. (2010), “Effects of environmental 
management standards on business 
performance in India”, IIMS Journal of 
Management Science, Rajiv Gandhi Indian 
Institute of Management, Shillong, Vol. 1 No. 
1, pp. 27–37.

[69]. Singh, S.K., Chen, J., Del Giudice, M. and 
El-Kassar, A.-N. (2019a), “Environmental 
ethics, environmental performance, and 
competitive advantage: Role of 
environmental training”, Technological 
Forecasting and Social Change, Vol. 146, pp. 
203–211, doi: 
10.1016/j.techfore.2019.05.032.

[70]. Singh, S.K., Chen, J., Del Giudice, M. and 
El-Kassar, A.-N. (2019b), “Environmental 
ethics, environmental performance, and 
competitive advantage: Role of 
environmental training”, Technological 
Forecasting and Social Change, Elsevier, Vol. 
146, pp. 203–211.

[71]. Singh, S.K., Del Giudice, M., Chierici, R. and 
Graziano, D. (2020), “Green innovation and 
environmental performance: The role of 
green transformational leadership and green 
human resource management”, Technological 
Forecasting and Social Change, Elsevier, Vol. 
150, p. 119762.

[72]. Sivo, S.A., Fan, X., Witta, E.L. and Willse, 
J.T. (2006), “The Search for ‘Optimal’ Cutoff 
Properties: Fit Index Criteria in Structural 
Equation Modeling”, The Journal of 
Experimental Education, Vol. 74 No. 3, pp. 
267–288, doi: 10.3200/JEXE.74.3.267-288.

[73]. Song, W. and Yu, H. (2018), “Green 
Innovation Strategy and Green Innovation: 
The Roles of Green Creativity and Green 
Organizational Identity”, Corporate Social 
Responsibility and Environmental 
Management, Vol. 25 No. 2, pp. 135–150, 
doi: 10.1002/csr.1445.



International Journal of Humanities Social Science and Management (IJHSSM)
Volume 5, Issue 1, Jan.-Feb., 2025, pp: 652-668                           ISSN: 3048-6874
www.ijhssm.org                                                     

| Impact Factor value 7.52 |                                ISO 9001: 2008 Certified Journal                                    Page 18

[74]. Sroufe, R. and Joseph, S. (2017), “Strategic 
sustainability: the state of the art in corporate 
environmental management systems”, 
Routledge.

[75]. Stefanelli, N.O., Teixeira, A.A., Caldeira De 
Oliveira, J.H., Antonio Ferreira, M. and 
Sehnem, S. (2020), "Environmental training: 
a systematic review of the State of the art of 
the theme", Benchmarking: An International 
Journal, Emerald Publishing Limited, Vol. 27 
No. 7, pp. 2048–2076.

[76]. Tang, G., Chen, Y., Jiang, Y., Paillé, P. and 
Jia, J. (2018), “Green human resource 
management practices: scale development 
and validity”, Asia Pacific Journal of Human 
Resources, Vol. 56 No. 1, pp. 31–55, doi: 
10.1111/1744-7941.12147.

[77]. Tashman, P. and Rivera, J. (2016), 
“Ecological uncertainty, adaptation, and 
mitigation in the U.S. ski resort industry: 
Managing resource dependence and 
institutional pressures”, Strategic 
Management Journal, Vol. 37 No. 7, pp. 
1507–1525, doi: 10.1002/smj.2384.

[78]. Tomczak, M. and Tomczak, E. (2014), “The 
need to report effect size estimates revisited. 
An overview of some recommended 
measures of effect size”, Akademia 
Wychowania Fizycznego w Poznaniu.

[79]. Tomomi, T. (2010), “Environmental 
management strategy for small and medium-
sized enterprises: Why do SMBs practice 
environmental management?”, Asian 
Business & Management, Vol. 9 No. 2, pp. 
265–280, doi: 10.1057/abm.2010.6.

[80]. Tran, P.T., Pham, L.M., Do, P.T. and Le, 
T.A. (2020), “HRM practices and employees’ 
innovative work behavior-IWB An 
application of the AMO theory”, International 
Journal of Physical and Social Sciences, 
International Journals of Multidisciplinary 
Research Academy, Vol. 10 No. 5, pp. 1–7.

[81]. Tudor, T.L. (2011), “The role of 
organisations in enhanced global 
environmental management: perspectives on 
climate change and waste management 
strategies”, International Journal of 
Environment and Waste Management, Vol. 7 
No. 3–4, pp. 250–266, doi: 
10.1504/IJEWM.2011.039467.

[82]. Ulibarri, N. (2019), “Collaborative 
governance: a tool to manage scientific, 
administrative, and strategic uncertainties in 
environmental management?”, Ecology and 

Society, The Resilience Alliance, Vol. 24 No. 
2.

[83]. Ullah, M.M. (2017), “Integrating 
environmental sustainability into human 
resources management: A comprehensive 
review on green human resources 
management (Green HRM) Practices”, 
Economics and Management, Vol. 6 No. 1, 
pp. 14–19.

[84]. Vihervaara, P. and Kamppinen, M. (2009), 
“The ecosystem approach in corporate 
environmental management – expert mental 
models and environmental drivers in the 
Finnish forest industry”, Corporate Social 
Responsibility and Environmental 
Management, Vol. 16 No. 2, pp. 79–93, doi: 
10.1002/csr.186.

[85]. Vinzi, V.E., Trinchera, L. and Amato, S. 
(2010), “PLS Path Modeling: From 
Foundations to Recent Developments and 
Open Issues for Model Assessment and 
Improvement”, in Esposito Vinzi, V., Chin, 
W.W., Henseler, J. and Wang, H. (Eds.), 
Handbook of Partial Least Squares, Springer 
Berlin Heidelberg, Berlin, Heidelberg, pp. 
47–82, doi: 10.1007/978-3-540-32827-8_3.

[86]. Wehrmeyer, W. (2017), Greening People: 
Human Resources and Environmental 
Management, Routledge.

[87]. Wilson, G.A. and Bryant, R.L. (2021), 
Environmental Management, Routledge.

[88]. Zihan, W. and Makhbul, Z.K.M. (2024), 
“Green Human Resource Management as a 
Catalyst for Sustainable Performance: 
Unveiling the Role of Green Innovations”, 
Sustainability, MDPI, Vol. 16 No. 4, p. 1453.


