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Abstract: This study draws on both the theory of resource-based view and the theory of stakeholders
to investigate the effects of Green Human Resource Management (Green HRM) practices on
Sustainability and Employee Health Orientation (EHO) through the mediating effect of
Environmental Performance (EP). Based on a cross-sectional survey questionnaire, the data were
collected from 318 service and manufacturing firms across India. Partial least squares structural
equation modeling (PLS-SEM) was applied to determine the link among constructs. The findings of
the empirical evidence reveal that Green HRM practices have positive and significant effects on EP,
Sustainability and EHO. Also, the findings demonstrate that EP partially mediates the link between
Green HRM practices and Sustainability. Similarly, the findings establish that EP partially mediates
the link between Green HRM practices and EHO. Finally, the potential implications of this research
and future research for practitioners and scholars are addressed.
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1. Introduction

During the last two decades, concerns have arisen about the intense environmental
degradation generated by the emission of toxic substances (Nguyen et al., 2023), waste of hazardous
materials (Yusoff et al., 2020), and the rapid depletion of ecological resources of firms’ harmful
processes from worldwide (Ahmad, 2015). Given the growing environmental crisis, governments have
attempted to establish various measures to protect and mitigate adverse ecological effects on the
environment (Kim & Kim, 2022). Hence, firms have embraced going green in an effort not to violate
environmental measures (Margaretha & Saragih, 2013).

The Green concept is an operational relating to the environment (Razab et al., 2015) aimed at
designing and implementing green strategies and policies (Jabbar & Abid, 2015) to reduce the firms’
negative environmental effects and promote eco-conscious utilising of natural resources (Dumont et al.,
2017).

One of the most critical green strategies for promoting Environmental performance (EP) and
sustainability is Green Human Resource Management practices (Green HRM) (Nasir et al., 2023). The
Green HRM concept is primarily developed by merging HRM practices with environmental
management (Jackson et al., 2011). Green HRM refers to “the use of HRM policies, philosophies, and
practices to promote sustainable use of resources and prevent harm arising from environmental
concerns within business organisations” (Zoogah, 2011). Therefore, the literature asserts that the
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effective adoption of Green HRM addresses environmental concerns to a great extent (Renwick et al.,
2013).

Mainly, scholars contend that putting the Green HRM practices into action is influential in
enhancing the EP (Roscoe et al., 2019), which, in turn, leads to the enhancement of Sustainability (Baral
et al., 2023) and further promotes Employee Health Orientation (EHO) (Dutta, 2012).

The Green HRM literature shows that Green HRM practices are relatively new concepts that
generate increased concern among management scholars and practitioners with enormous theoretical
as well as empirical research gaps to address (Nawangsari & Sutawidjaya, 2019). Hence, there is a call
for further research to examine how EP is affected by Green HRM practices as a bundle (Obeidat et al.,
2020; Ubeda-Garcia et al., 2021; Yusoff et al., 2020). In particular, Paillé et al. (2020) highlight that scarce
studies exist concerning how environmental consequences are influenced by Green HRM practices.

The current literature is still debatable and ambiguous on whether sustainability can be achieved
through Green HRM practices (Ahmed et al., 2019). In particular, there is still a lack of understanding
of whether Green HRM practices improve sustainability, more specifically when considering
developing economies (Amjad et al., 2021).

Given the limitations in the previous EP studies, there is a lack of focus on testing EP's role in
achieving sustainability (Nguyen et al., 2021). Accordingly, there is a need to further identify whether
EP has any impact on sustainability (Baral et al., 2023).

Recent studies argue that analysing the effects of implementing green practices and policies should
be based on investigating their role in improving EHO (Alam et al., 2023). However, to our knowledge,
there is no evidence that Green HRM leads to improving EHO and whether the firms’ efforts to improve
EP will lead to improving EHO. Further, whether EP may play a mediating role in the Green HRM-
EHO link.

Drawing on both RBV and the theory of stakeholders, the current study adds four contributions
to the existing body of Green HRM literature by bridging the above-mentioned gaps. First, it analyses
the direct impact of Green HRM practices on both EP and sustainability. Second, it establishes the
relationship between Green HRM practices and EHO. Third, it examines the potential mediating role
of EP between Green HRM practices and sustainability relationship. finally, it explores the potential
mediating role of EP between Green HRM and EHO relationship. In line with the abovementioned
contributions, this study is significant and relevant.

The paper begins by introducing the theoretical framework. The following sections present the
hypotheses, methodology, and study results. The next section includes discusses the findings. The
concluding section offers the practical implications, highlights limitations, and outlines directions for
further studies.

2. Theoretical Background and Hypotheses Development

2.1. The Study Context

In India, the service, manufacturing and agriculture sectors are the main pillars of the economy
(Gupta et al., 2022). They contribute to the country's GDP while committing to eco-friendly practices
(Amrutha & Geetha, 2020). The service sector contributes approximately 24.63 % of the total GDP
(Sahoo, 2022), manufacturing accounts for around 16% of the total GDP, and renewable energy
contributes approximately 7% of the total GDP (Tiwari & Sharma, 2022).

According to the World Bank, the GDP of India will be reduced by climate change by
approximately 3%. It will impact roughly half of its population by 2050 if the government does not
impose restrictions (Srivastava et al., 2022). In response to the environmental challenges, the
government of India has launched a series of initiatives and policies to achieve a greener economy
(Bansal et al., 2023), such as the National Action Plan on Climate Change (NAPCC) and the National
Green Tribunal. These initiatives and policies aim to increase renewable energy expansion and energy
efficiency of manufacturing and service firms by encouraging them to adopt eco-friendly technologies
(Rani, 2023). Consequently, the renewable energy industry has witnessed remarkable growth by


https://doi.org/10.20944/preprints202405.0855.v1

Preprints.org (www.preprints.org) | NOT PEER-REVIEWED | Posted: 13 May 2024 d0i:10.20944/preprints202405.0855.v1

making India the fourth-largest producer of wind power and the fifth-largest producer of solar power
worldwide (Kumar et al., 2023).

2.2. Green HRM and EP

EP refers to “the commitment of organizations to protect the environment and to demonstrate
measurable operational parameters that are within the prescribed limits of environmental care” (Paillé
et al,, 2014). The literature has argued that Green HRM practices’ crux is to promote EP (Nawangsari &
Sutawidjaya, 2019). For instance, green training provides opportunities for firms to enlighten
employees, from the leadership to the front-line staff (Paillé et al., 2014) on how to become green
(Razab et al., 2015) and also how to engage in solving environmental issues (Zoogah, 2011). In addition,
improving EP requires a green reward and compensation system (Arulrajah et al., 2015) to motivate
employees to participate effectively in green initiatives (Jabbar & Abid, 2015).

The empirical evidence on the Green HRM practices-EP link is mixed. Some studies reveal positive
effects of Green HRM practices on EP, either in the manufacturing firms’ context (Ghouri et al., 2020;
Roscoe et al., 2019; Singh et al., 2020; Zaid et al., 2018) or the service firms’ setting (Anwar et al., 2020;
Gilal et al., 2019; Kim et al., 2019; Mousa & Othman, 2020; Paillé et al., 2020; Rawashdeh, 2018; Shafaei
et al., 2020).

Conversely, some studies reveal that EP is not significantly affected by the practices of Green HRM
(Pham et al., 2020). For example, recent research by Elshaer et al. (2021) reported no direct effect of
Green HRM practices on EP.

However, this study follows the evidence that Green HRM positively impacts EP because
environment management is incorporated into HRM practices purposely to help firms improve EP
(Renwick et al., 2008). Building upon the above-cited literature, the current study develops the
following hypothesis:

H1. Green HRM practices have a positive and significant effect on EP.

2.3. Green HRM and Sustainability

Sustainability refers to “the capacity to sustain the economy, society and environment” (Malik et
al., 2020). It is mainly measured through “The triple bottom line” model coined by Elkington (2006),
involving three dimensions: economic, social, and environmental sustainability (Scalia et al., 2018).

Scholars have emphasised the contribution of Green HRM practices to sustainability (Jeronimo et
al., 2020). For instance, Ren et al. (2018) contend that Green HRM practices enhance the awareness and
commitment of firms’ employees toward achieving sustainability.

Although few empirical studies have investigated the impact of Green HRM practices on
sustainability, the results present mixed evidence. On the one hand, studies have reported that
sustainability is impacted positively by Green HRM practices (Ahmed et al., 2019). For instance, a recent
study by Amjad et al. (2021) report that Green HRM practices, namely, training, appraisal, and
compensation, significantly impact sustainability.

On the other hand, Yong et al. (2019) reveal that green recruitment, as well as green training,
positively impact sustainability as opposed to “green analysis and job description, green selection,
green performance assessment, and green reward”, which have no impact on sustainability. In addition,
Owino and Kwasira (2016) report that green occupation health and safety and green performance
management influence environmental sustainability, but green training does not. Based on the above
literature, we develop the following hypothesis:

H2. Green HRM practices have a positive and significant impact on sustainability.

2.4. Green HRM and EHO


https://doi.org/10.20944/preprints202405.0855.v1

Preprints.org (www.preprints.org) | NOT PEER-REVIEWED | Posted: 13 May 2024 d0i:10.20944/preprints202405.0855.v1

EHO refers to “a strategic and operational coordination of policies, programs, and practices
designed to simultaneously prevent work-related injuries and illnesses and enhance overall workforce
health and well-being” (Sorensen et al., 2013). As emphasised by Beehr and Newman (1978), firms
prioritise improving the orientation towards employees’ health and safety over conventional
considerations like employee motivation, attitudes, and job performance because employee health and
safety is an essential good that firms strive to maintain (Wright & Wright, 2002).

So far, the body of Green HRM literature lacks studies addressing the nexus between Green HRM
and EHO, particularly whether Green HRM leads to improving the EHO.

Firms address employee health and safety risks by developing strategies like non-polluting green
factories and green zones (Rubel et al., 2021). Further, they embrace Green HRM practices as one of the
green strategies to contribute to employee health and safety (Mahdy et al., 2023). Green HRM practices
include health programs to promote good nutrition and fitness, avoid health diseases (Arulrajah et al.,
2015) and improve overall employees” health and safety (Dutta, 2012). In addition, Shaikh (2010) and
Siyambalapitiya et al. (2018) claim that the policies and practices of Green HRM enhance EHO. Besides,
a recent study by Amrutha and Geetha (2020) proposes that implementing Green HRM practices such
as “green hiring, green training, green appraisal, green rewards, and green employee involvement”
will contribute to the overall EHO. Therefore, we propose that adopting the practices of Green HRM
will promote the EHO. Based on the logic and previous studies, we hypothesise the following:

H3. Green HRM practices will have a positive and significant effects on EHO.

2.5. EP and Sustainability

Scholars have addressed the importance of EP to sustainability in two different ways. On the one
hand, firms seek to improve EP as a means to achieve sustainability, expand their competitive
advantage and increase economic profitability (Koo et al., 2014). On the other hand, firms improve EP
to avoid the risk of legal accountability, sales loss, and reputation decline (Wang et al., 2014). Therefore,
the interaction between the firms and their environment is seen as a pillar of improving social, economic
and environmental sustainability (Ubeda-Garcia et al., 2021). EP is a crucial predictor of sustainability
since reducing air emissions, material waste, use of hazardous and toxic materials, and environmental
accidents contribute to the EP of firms (Awan et al., 2023).

Empirically, Amjad et al. (2021) report that EP has a significant effect on organisational
sustainability in the textile industrial sector of Pakistan. Similarly, Baral et al. (2023) present that EP
positively affects sustainability. Based on the above literature, we posit the following hypothesis:

H4. EP has a positive and significant effect on sustainability.

2.6. EP and EHO

Improving employee health is one of the critical concerns of firms (Hilsdorf et al., 2017). Moreover,
firms seek to minimise the risks that are associated with employees by identifying environmental issues
that present a challenge to the health and safety of employees (Chen et al., 2022; Geng et al., 2023; Han
& Huo, 2020; Suharti & Sugiarto, 2020) and mitigate them to create a healthy working environment for
them (Gouda & Saranga, 2020). Further, Li et al. (2023) and Gu (2023) found that EP reduces health
benefit costs by improving the employees’ health. Based on the above discussion and also on the
stakeholder’s theory, we propose that EP will affect EHO. Hence, we hypothesise the following:

H5. EP has a positive and significant effect on EHO.

2.7. The Mediating Role of EP in the Link between Green HRM and Sustainability

Scholars argue that firms adopt Green HRM to strengthen environmental practices by improving
their employees' commitment and behaviour to protect the environment (Masri & Jaaron, 2017). This,
in turn, promotes achieving sustainability (Nasir et al., 2023).
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No studies were identified that examined the mediating role of EP in the link between Green HRM
and the three dimensions of sustainability, namely social, economic and environmental sustainability.
Nevertheless, an empirical attempt has been conducted by Amjad et al. (2021) to investigate the
mediating role of EP in the relationship between Green practices of HRM and environmental
sustainability. The researchers observed that EP partially mediates the link between practices of HRM
and environmental sustainability. Building on the above literature, we propose that:

Hé. EP mediates the relationship between Green HRM practices and sustainability.

2.8. The Mediating Role of EP in the Link between Green HRM and EHO

Alam et al. (2023) argue that the effective implementation of green strategies supports the
association between the workforce and the environmental process of firms, which in turn leads to
improving employees' health and well-being. In addition, the literature indicates that firms adopt
Green HRM practices as a means to protect the environment and simultaneously make a positive
contribution to the health, safety and well-being of employees (Al-Hawari et al., 2021; Kuuyelleh et al.,
2021; Saeed et al., 2019). Given the dual objectives of Green HRM practices of helping firms improve
EP (Siyambalapitiya et al., 2018) and employees' health and well-being (Mahdy et al., 2023), this study
proposes that EP will play a mediating role between Green HRM and EHO. Based on the above-
mentioned discussion, we put forward the following hypothesis.

H7. EH will mediate the relationship between Green HRM and EHO.

3. Theoretical Base

This study uses the resource-based view (RBV) and the theory of stakeholders to explain how
Green HRM practices help firms enhance their EP and achieve sustainability and also in order to
explain how the EP assists firms in improving sustainability and EHO.

The RBV theory explains the relationship between a firm’s resources and its performance (Barney,
1991), where the resources of the firm determine its performance (Barney, 2001). The recent literature
explains how RBV can be used to identify the effect of Green HRM practices on EP (Awan et al., 2023)
and also the influence of EP on sustainability (Amjad et al., 2021). Guided by the assumptions of RBV
theory, this study investigates the effect of Green HRM practices on EP and sustainability.

Environment, employee health and safety issues have become critical concerns for stakeholders of
any firm (Freeman, 1984; Ikram et al., 2019). Stakeholders demand that firms must use the resources
efficiently and minimise hazardous environmental effects in order to conserve the environment,
achieve sustainability and enhance employees’ health and safety in the workplace and society (Zighan
et al., 2023).

To fulfil the stakeholders” demands, firms have engaged in green practices (Ayayi & Wijesiri, 2022)
to improve their EP (Umrani et al., 2020) and protect the employees’ health and well-being (Li et al.,
2023) and achieve sustainability (Awan et al., 2023). Drawing on the stakeholders’ theory, which posits
that firms engage in environmentally friendly activities in order to improve their EP for fulfilling and
balancing the interests of their different stakeholders (Nguyen et al., 2021), the present study uses this
theory in the role of a theoretical foundation in order to determine the effect of EP on sustainability and
EHO.

4. Methodology

A quantitative research design was adopted for the study using an E-survey questionnaire. To
ensure the sample is more representative of the total population, data was collected from both service
and manufacturing firms across India. The sample included respondents who had knowledge about
the study's constructs and were at the level of Deputy General Manager or higher in the organisational
hierarchy.
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4.1. Participants and Procedures

1200 participants were requested by email to participate in the study's survey. Initial cover letters
involving a hyperlink to access the survey's questions were emailed to the respondents, explaining the
aim of the current research. Reminder emails were sent after a week, followed by another reminder
after another week. After three months of data collection, 318 responses were returned, resulting in a
response rate of 26.50% (see Table 1).

Table 1. The firms’ demographic characteristics.

Variable Category Frequency Percentage
Types of firms Service firms 221 69.5
Manufacturing firms 97 30.5
Less than 5 Crores 52 16.4
Annual Turnover 5-75 Crores 63 19.8
75 - 250 Crores 96 30.2
Above 250 Crores 107 33.6
Family Business 216 67.9
Ownership Public Limited 24 7.5
Private Limited 16 5.0
Collaboration with international firms 62 19.5
Total 318 100%

Concerning the firms' types, manufacturing firms constituted 69.5% of the sample, while service
firms comprised 30.5% of the sample. About ownership, 67.9% were family businesses, followed by
collaboration with international firms 19.6%, Public Limited 7.5%, and Private Limited 0.5%. For annual
turnover, 16.4% of firms gained less than 5 Crores, 19.8% between 5-75 Crores, 30.2% between 75-250
Crores, and 33.6% above 250 Crores (See, Table.1).

4.2. The Measurement Instruments

The authors adopted the questionnaire items from previous studies that are reliable and validated
measures. All of the model’s constructs were estimated on a five-point Likert scale.

Green HRM practices were measured by 14 items-scale distributed on four dimensions: “job
analysis and descriptions, recruitment and selection, training, and appraisal and reward”, which was
taken from (Jabbour et al., 2010). EP was measured by 7 items derived from Melnyk et al. (2003) and
Daily et al. (2007) studies.

A set of 9 items was adopted from Gericke et al. (2019) to measure sustainability; 3 items to
measure each dimension of sustainability that are “social, economic, and environmental sustainability”.
Finally, the scale to estimate EHO was derived from Della et al. (2008), which contains 12 items
distributed on 4 dimensions: awareness, business alignment, leadership support and worksite
practices. Table 2 details the measurement items that measure each construct and sub-construct.

4.3. Common Method Bias

As Podsakoff et al. (2003) highlighted, Common method bias (CMB) is a potential threat to
conducting social studies using a cross-sectional questionnaire technique. In response to that, Kock and
Lynn (2012) propose the full collinearity test (FCT), which is based on the variance inflation factor (VIF)
for assessing the potential of CMB existence in the PLS-SEM model. The results demonstrate that the
values of VIF for all model constructs of this study were below the cut-off value of 3.3. This suggests
the absence of CMB in the model of this study (Kock, 2015).
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5. Data Analysis and Results

In order to investigate the study model, the partial least square structural equation modelling (PLS-SEM) is applied.
Since Green HRM, EHO, and Sustainability constructs are multidimensional constructs which involve some sub-
constructs/dimensions, PLS-SEM was chosen as a suitable statistical technique because it allows analysis of complex
models, including Second-order constructs (SOCs) (Sarstedt et al., 2019).

In light of this, the two-stage approach was used, including the measurement model assessment and the structural
model assessment. The measurement model assessment includes the study's model's internal consistency reliability and
convergent and discriminant validity. Meanwhile, the structural model assessment involves testing the study's
hypotheses and predictive power (Hair et al., 2019). The Smart-PLS 4 software was used for the study's analysis (Ringle
et al., 2022).

5.1. Assessment of Measurement Model

5.1.1. First-Order Measurement Model Assessment

In the initial step, Cronbach’s Alpha (a), Composite Reliability (RC), Dijkstra and Hensler’s rho_A (rho_A),
Average Variance Extracted (AVE), and Factor loadings were employed as metrics to assess the study's model's internal
consistency reliability and convergent and discriminant validity of the first-order constructs (FOC) (Hair et al., 2019).

As seen in Table 3 and Figure 1, the findings demonstrated that the values of a, CR, and rho-A values are higher
than the cut-off value of 0.70. (Hair et al., 2021). In addition, The AVE’s values for all constructs are greater than the
critical minimum value of 0.50. At the same time, the items’ loading values are higher than the minimum cut-off value
of 0.70. Based on this, it can be concluded that the internal consistency and convergent reliability of the FOC are
sufficiently established.

Worksite ws2

JD1 /-1 Awareness AWZ2

JD2 Job A&Description I H3 AW3
JD3 EHO
H7 BA1
m Busm alignment BA2
RE2 — H5
RS3 LSs1
H1 ‘I L Support
| Rs4 | Green HRM ® e =F
LS3
TR1 ; N
Environmental Performance
TR2 Training ESU1
H4 Eco Sustainabuility }——-IWI
H6 -~ I ssu1 I
Sustalnablllty Socl Sustainability I——-IWI
e I Esu1 I
Envir Sustaniability ESU2
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Figure 1. The conceptual framework.
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Table 2. The reliability measures of FOC.

Coding Loadings Constructs’ a, CR, rho-A and EVA

JD1 0.929

JD2 0.894 Job & Description (a=0.895, CR=0.934, rho-A=0.903, AVE=0.826
JD3 0.904

RS1 0.849

RS2 0875 Recruitment & Selection (a=0.889, CR=0.923, rho-A=0.890, AVE=0.749)
RS3 0.861

RS4 0.878

TR1 0.888

TR2 0.883 Training (a=0.853, CR=0.911, rho-A=0.855, AVE=0.772)

TR3 0.866

AR1 0.832

iiﬁ 8:2(; Appraisal & Rewards (a=0.879, CR=0.916, rho-A=0.883, AVE=0.733)
AR4 0.884

EP1 0.811

EP2 0.779

EP3 0.799

EP4 0.823 Environmental performance (a=0.921, CR=0.936, rho-A=0.933, AVE=0.676)
EP5 0.831

EP6 0.871

EP7 0.839

WS1 0.814

WS2 0.901 Worksite (a=0.814, CR=0.890, rho-A=0.830, AVE=729)

WS3 0.844
AW1 0.802
AW2 0.899 Awareness (a=0.836, CR=0.901, rho-A=0.885, AVE=0.753)
AW3 0.898

BA1 0.871

BA2 0.868 Business alignment (a=0.818, CR=0.891, rho-A=0.829, AVE=0.732)
BA3 0.827

Ls1 0.847

LS2 0.845 Leadership Support (a=0.784, CR=0.874, rho-A=0.786, AVE=0.698)
LS3 0.813

ES1 0.908

ES2 0.868 Economic Sustainability (a=0.885, CR=0.929, rho-A=0.898, AVE=0.813)
ES3 0.928

SS1 0914

SS2 0.897 Social Sustainability («0.900=, CR=0.938, rho-A=0.900, AVE=0.834)
SS3 0.927

ES1 0.899

ES2 0914 Environmental Sustainability (a=0.895, CR=0.934, rho-A=0.898, AVE=0.826)
ES3 0.913

Notes: a — Cronbach’s o; Dijkstra and Hensler’s tho_A — rho_A; CR- composite reliability; AVE — average variance extracted.

In the second step, the discriminant validity was assessed by employing Fornell and Larcker (1981) criteria as well
as the Heterotrait-monotrait ratio (HTMT) (Henseler et al., 2015). As seen in Table. 3 the findings exhibit that AVE'’s
square root values for all constructs located in the diagonal place are higher than their correlations with relevant
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constructs. Also, as seen in Table. 4, the values of the HTMT for the model’s constructs are lower than the 0.85 critical
value. This implies that discriminant validity is established for the FOC (Hair et al., 2017).
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Figure 1. The measurement model of the FOC.
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Table 3. Fornell Larcker’s criteria.

No FOCs 1 2 3 4 5 6 7 8 9 10 11 12
1  Job & Description 0.909
2 Recruitmenté& Selection 0.599 0.866
3 Training 0.5 0.614 0.879
4  Appraisal & Rewards 0.565 0.693 0.699 0.856
5 Envir performance 0.219 0.343 0.262 0.274 0.822
6 Worksite 0.392 0.466 0.397 0.467 0.295 0.854
7 Awareness 0.361 0.444 0.426 0.443 0.281 0.623 0.868
8 Business alignment 0.273 0.301 0.254 0.343 0.236 0.594 0.604 0.856
9 Leadership Support 0.383 0.445 0.365 0.443 0.295 0.718 0.444 0.592 0.835
10  Economic Sustainability 0.219 0.238 0.178 0.301 0.328 0.243 0.312 0.216 0.302 0.901
11 Social Sustainability 0.2 0.275 0.235 0.309 0.344 0.279 0.355 0.259 0.344 0.625 0.913
12 Environmental Sustainability 0.137 0.175 0.17 0.193 0.304 0.115 0.252 0.125 0.199 0.562 0.634 0.909

Table 4. HTMT.

No FOCs 1 2 3 4 5 6 7 8 9 10 11 12
1 Job & Description
2 Recruitment & Selection 0.672
3 Training 0.568 0.705
4  Appraisal & Rewards 0.632 0.781 0.805
5 Envir performance 0.231 0.372 0.288 0.292
6 Worksite 0.45 0.546 0.471 0.329 0.329
7  Awareness 0.411 0.51 0.497 0.308 0.308 0.755
8 Business alignment 0.315 0.352 0.305 0.26 0.26 0.722 0.739
9 Leadership Support 0.454 0.533 0.445 0.334 0.334 0.897 0.786 0.733
10  Economic Sustainability 0.241 0.265 0.201 0.357 0.357 0.285 0.358 0.248 0.358
11 Social Sustainability 0.22 0.308 0.269 0.369 0.369 0.323 0.406 0.3 0.408 0.697
12 Environmental Sustainability 0.149 0.196 0.194 0.357 0.33 0.136 0.284 0.143 0.238 0.633 0.707
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5.1.2. Second-Order Measurement Model Assessment

Similar to assessing the FOCs’ internal consistency reliability and convergent and discriminant
validity, the second-order model was evaluated. As shown in Table 5 and Figure 2, the statistics
values a, CR and rho-A overreach the cut-off value of 0.70. Moreover, all AVE's values overreach the
minimum critical value of 0.5. In addition, the loading values of the SOCs’ indicators are higher than
the cut-off value of 0.70. Based on this, it can be concluded that the internal consistency and
convergent reliability of the SOC are established.

Table 5. The reliability measures of the SOC.

SOCs FOCs Loadings  Alpha CR rho-A  EVA
Job & Description 0.774

GreenHRM ~ Recruifment & Selection 057% " 0863 0907 0874 0710
Training 0.830
Appraisal & Rewards 0.888
Worksite 0.876

EHO Awareness 0885 0871 0911 0883 0720
Business alignment 0.792
Leadership Support 0.875
Economic Sustainability 0.854

Sustainability Social Sustainability 0.888 0.822 0.894  0.832 0.737
Environmental Sustainability 0.832

Note: SOCs, second-order constructs; FOCs, First order constructs.

In the second step, the discriminant validity for the SOC was assessed. As seen in Table 6, the
AVE’s square root values were found to be higher than the relevant correlations of the constructs. In
addition, the results of HTMT show that all its values are less than the cut-off value of 0.85 (See Table
7). This suggests that discriminant validity is established for the SOCs.

Table 6. Fornell Larcker’s criteria.

No SOCs 1 2 3 4
1 Green HRM 0.842
2 EP 0.330 0.822
3 EHO 0.553 0.328 0.848
4 Sustainability 0.310 0.381 0.353 0.859

Note; Green HRM, Green human resource management; EP, Environmental performance.

Table 7. HTMT criteria.

No SOCs 1 2 3 4
1 Green HRM
2 EP 0.357
3 EHO 0.626 0.351
4 Sustainability 0.360 0.428 0.405
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Figure 1. The measurement model of the SOC.

5.2. The Structure Model

In order to test the current study’s hypotheses, the bootstrapping technique was employed based
on dividing the study sample into 10,000 subsamples and running the same analysis to assess the
significance of the relationships in the model (Ringle et al., 2020).

As depicted in Table 8 and Figure 3, it is observed that Green HRM practices have positive and
significant effects on EP (3=0.330, t-value=6.402, p< 0.000), leading to support the first hypothesis
(H1). Furthermore, it was found that Green HRM practices have positive and significant effects on
sustainability (3=0.207, t-value=3.229, p< 0.001), leading to support the second hypothesis (H2).
Moreover, it was reported that Green HRM practices have positive and significant effects on EHO
($=0.499, t-value=9.766, p< 0.000), supporting the third hypothesis (H3). This leads to the conclusion
that Green HRM practices are influential factors among firms concerning EP, sustainability, and
EHO.

In addition, it was found that EP has a positive and significant effect on sustainability (3=0.312,
t-value=5.133, p< 0.000) and also on EHO ([3=0.164, t-value=2.203, p< 0.001) leading to supporting the
fourth and fifth hypotheses (H4, H5).

Table 8. The direct effect of paths in the study model.

] I
Hypo Path B SD t-value V;ﬁue T Supported
H1 Green HRM -> EP 0330 0051 6402 0000 0228 0432 Yes
pp Creen  HRM ~ 0207 0064 3229 0001 0080 0329 Yes
Sustainability
H3  Green HRM -> EHO 0499 0051 9766 0000 039 0595 Yes
H4 EP ->Sustainability 0312 0061 5133 0000 0196 0.434 Yes

H5 EP->EHO 0.164 0.051 3.203 0.001 0.063 0.265 Yes

doi:10.20944/preprints202405.0855.v1
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Figure 3. The structural model.

5.3. Mediation Analysis

As noticed in Table 8, the indirect effects of Green HRM practices on sustainability through EP
were found to be positive and significant ($=0.103, t-value=3.695, p < 0.000). Moreover, it was seen
that the practices of Green HRM have positive and significant indirect effects on EHO through EP
(B=0.054, t-value=2.656, p < 0.008). This indicates that the mediating effect of EP exists partially in
Green HRM and sustainability and EHO relationship.

Since Green HRM practices affect sustainability and EHO significantly directly, it indicates a
partial mediating effect of EP in the link between the practice of Green HRM and EHO and also
Sustainability. Thus, H6 and H7 were supported.

Table 9. Indirect effect of paths in the study model.

Indirect effect

Type of

Hypo Path p- CI Decision yPe9
pSD B —_— mediation

value 2.5% 97.5%

HRM > EP - Partial

Green  HI g ”0.103 0.028 3.695 0.000 0.057 0.166 Supported - -
Sustainability mediation

Partial

H7 Green HRM ->EP->EHO 0054 0.020 2.656 0.008 0.020 0.099 Supported 0@
mediation

5.4. The Explanatory Power of the Model

The explanatory power of the current study model is assessed via the coefficient of
determination (R?) (Henseler et al., 2009) for the key endogenous construct in model.

As seen in Table 10, the results revealed that the R?value of sustainability is (0.183), indicating
weak explanatory power concerning sustainability. Also, the R2value of EHO is (0.329). This indicates
a moderate explanatory power of the study model concerning EHO.

Table 10. The explanatory power of the model.

SOCs R2 R2adjusted
Sustainability 0.183 0.178
EHO 0.329 0.325

5.5. The Predictive Power of the Model

In order to estimate the model parameter and test the predictive power of the current study
model, the PLSpredict procedure was employed via training and holdout samples (Shmueli et al., 2019).
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Asseenin Table 11, the results revealed that values of Q?predict for all indicators are found to be positive
(>0). Since the key endogenous construct’s prediction error distribution is not symmetric, PLS-SEM
mean absolute error (MAE) was used over PLS-SEM, and the root mean squares error (RMSE) was
used to compare the key endogenous construct’s prediction errors. The results indicate that PLS-
SEM- MAE< LM- MAE for all of the model indicators, which implies a high predictive power of the
current study’s model (see Table 11).

Table 11. The predictive power of the research model.

MAE

Indicators Q%predict PLS-SEM-LM
PLS-SEM LM
Economic Sustainability 0.071 0.967 0.968 -0.001
Environmental Sustainability 0.031 0.988 0.997 -0.009
Social Sustainability 0.085 0.960 0.966 -0.006
Awareness 0.241 0.874 0.882 -0.009
Business alignment 0.108 0.947 0.949 -0.002
Leadership Support 0.231 0.879 0.887 -0.007
Worksite 0.257 0.865 0.872 -0.008

6. Discussion

This study investigates Green HRM practices’ effects on both sustainability and EHO through
the mediating effect of EP based on a survey of 318 service and manufacturing firms in India. The
results add to the existing body of Green HRM literature by revealing a new relationship between
the above-mentioned constructs. In addition, it provides a new understanding of the inconsistency
of previous empirical studies' findings concerning the study's constructs.

First, the results of this study are consistent with prior empirical studies, which revealed that the
EP is enhanced by the practices of Green HRM (Anwar et al., 2020; Ghouri et al., 2020; Gilal et al.,
2019; Mousa & Othman, 2020; Roscoe et al., 2019; Shafaei et al., 2020; Singh et al., 2020; Umrani et al.,
2020; Zaid et al., 2018).

Second, this study found that sustainability is impacted by the practices of Green HRM
positively and significantly. This is consistent with previous studies (Amjad et al., 2021; Wen et al,,
2022), which have found positive and significant effects of the practices of Green HRM on
Sustainability. However, the results of this study are not consistent with scholars who have found
mixed results where only some dimensions of Green HRM practices affect Sustainability (Jamal et al.,
2021; Yong et al., 2020).

Third, this study proposes an important contribution by exploring how Green HRM practices
can positively affect EHO. However, our empirical results have established the significant role of
Green HRM practices in enhancing EHO. These results are consistent with Shaikh’s (2010) view that
Green HRM practices can contribute to EHO. Hence, implementing Green HRM practices can have
positive practical consequences on EHO.

Finally, this study explored the mediating effect of EP as an underlying instrument to explain
Green HRM practices and sustainability and EHO relationships. The results of the current study
revealed that EP mediates Green HRM practices and sustainability relationships. This is consistent
with recent research by Amjad et al. (2021). Likewise, the results established the mediating effect of
EP in Green HRM practices and the EHO relationship.

7. Practical Contribution

In addition to the theoretical contributions, the empirical findings of the current study present
some managerial insights for policy-makers and practitioners to formulate and implement new
policies and strategies. this study suggests that manufacturing and service firms need to design,
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integrate and execute Green HRM practices to orient and foster employees’” mindset towards
conserving the environment leading to improving the EP. Moreover, it suggests that active
engagement in Green HRM practices ensures that employees are trained and encouraged in
sustainable behaviours in the long term. In addition, this study proposes that integrating Green HRM
practices into jobs can have a positive impact on EHO as they enable firms to design better policies
and align them with overall business strategies in an effort to increase the awareness of employees
about their health and safety. Theis leads to improving employee health and safety and reducing
healthcare costs, and further performing better in terms of productivity and become preferred
employers for talented workers. Additionally, to achieve a better level of sustainability and EHO, it
is imperative for firms to improve EP.

8. Research Limitations and Directions for Future Research

Despite this study’s contributions, it has a number of limitations that could be addressed in
future studies.

First, this study was based on cross-sectional, which limits the capacity to establish causality in
the links among its constructs. Therefore, to achieve precise results, a longitudinal study is
recommended. Second, the sample of this study focused on Indian manufacturing and service
organisations. The findings, therefore, cannot be generalised to organisations in other regions and
cultures. Hence, scholars can validate the findings of this study in different organisations in any part
of the world. Finally, a comparative study between service and manufacturing organisations could
also be conducted.
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