
Management and Production Engineering Review
Volume 14 • Number 3 • September 2023 • pp. 57–74
DOI: 10.24425/mper.2023.147190

Unveiling the Factors of Green Human Resources
in Manufacturing Industries
V. SATHYAMOORTHI1, S.B. INAYATH AHAMED1, A. HARIHARASUDAN2,
Katarzyna SZCZEPAŃSKA-WOSZCZYNA3, Sebastian KOT4,5

1 Kalasalingam Business School, Kalasalingam Academy of Research and Education, Department of Business
Administration, India
2 Kalasalingam Academy of Research and Education, Faculty of English, India
3 WSB University, Faculty of Applied Sciences, Department of Management, Poland
4 North-West University, Faculty of Economics and Management Sciences, South Africa
5 Czestochowa University of Technology, Management Faculty, Czestochowa, Poland

Received:19 December 2022
Accepted: 30 May 2023

Abstract
The severe consequences of climate change have left many unanswered questions about the
environmental performance of businesses. Appropriate measures must be taken to tackle
the problems conquered due to climate change. This study supports exploring the factors
needed to get the Employees Environmental Performance (EEP). It includes Green Human
Resources (GHR), Green Creativity (GC) and Proactive Environmental Management (PEM).
The relationship among the variables was explored in the existing literature. This study aims
to test the relationship between GHR and GC. Further, it also examined the mediating role
of GC and moderating role of PEM. For this purpose, data were collected from employees of
manufacturing companies (automobiles, food processing, chemicals, textiles, machinery and
equipment) in India. More specifically, ISO 14001-certified companies were selected. Among
the different institutions, 35 are manufacturing in India. Out of 35, 24 companies agreed to
conduct a survey in their company. Totally 5376 employees were considered as a population
for the study. With 95% confidence interval, 400 samples were selected, and a questionnaire
was distributed among them using simple random sampling. 305 (76.25%) cases finalized for
further analysis. The collected data analyzed using PLS-SEM with R software. The results
highlighted the essential role of GHR practices in the manufacturing industry to enhance EEP
since GHR positively influences EEP. Moreover, it was found that GC partially mediates
the relationship between GHR and EEP. It indicates the importance of GC’s existence in
increasing EEP through GHR. Finally, it was also found that PEM moderates the relationship
between GHR and EEP. It suggested the role of pro-environmental management and their
active pace in improving EEP. Managerial implications and future scope were discussed in
this study.
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Introduction

Companies’ reckless attitude towards environmen-
tal issues and usage of natural resources adds se-
vere ecological problems (Robertson & Barling, 2013).
Therefore, organizations must give more attention
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to pro-environmental policies, which encourage green
behavior among employees. Stakeholders also insist
the organization work on operations considering en-
vironmental issues, focusing on environmental prac-
tices (Masri & Jaaron, 2017). Interestingly, adapting
pro-environmental policies and practices becomes es-
sential for an organization to gain a reputation and
achieve a competitive advantage (Tang et al., 2018).
Thus, researchers and academicians are more inter-
ested in green approaches (Ahmed et al., 2021).

According to Mandip (2012), the human resource
department plays a significant role in creating and
changing organizational culture, designing structure,
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making policies, and promoting green behavior to
achieve sustainable goals. Moreover, the human re-
source department is responsible for developing sus-
tainable development in almost all the processes of the
organization (Kot, 2023). Studies highlight this would
be highly important for manufacturing companies of
the nature of Supply Chain Management (SCM) (Har-
iharasudan et al., 2021; Muangmee et al., 2022).

Hence it was advised that HR practices have to
move with green approaches and movements to en-
sure all manufacturing business processes (Ren et al.,
2018). In such a manner, companies generally propose
the concept of Green Human Resources (GHR). GHR
practices aligning with an HR practice include recruit-
ing, hiring, training, compensating and rewarding
with environmentally concerned (Tang et al., 2018).

Green Human Resources (GHR) refer to policies
and practices that promote pro-environmental behav-
ior among employees and encourage sustainable us-
age of organizational resources, and it was proposed
based on sustainable development (Opatha & Arul-
rajah, 2014). Sustainable development management
has become a crucial element of corporate-level strat-
egy. When aligned with some information system, it
helps achieve the desired sustainable outcome (Rahi-
man et al., 2021). Moreover, sustainable development
management was base for adapting Environmental
Management System (EMS), which is compulsory
to get certified with ISO14001 (Rayner & Morgan,
2018). EMS is a documentation procedure of practices
and policies that have environmental impacts. When
lineup HRM practices with EMS procedures would be
a path for numerous environmentally friendly activ-
ities, such as GHR and some allied activities of cre-
ating Green Culture (GC) (Ren et al., 2018); there-
fore, it is important to know and study the extent
of GHR practices (Saeed et al., 2019). Accordingly,
it is essential to study GHR further and its impacts
on Employee Environmental Performance (EEP) with
a new initiative like Green Creativity (GC) (Ren et
al., 2018).

Green Creativity is defined as “the process of devel-
oping new ideas about green products, green services,
green processes or green practices that are judged
to be original, novel and useful” (Chen & Chang,
2013). For companies trying to achieve sustainable
goals, the employees should step ahead to generate,
execute and use the benefit of creative ideas about
managing the environment. This means that compa-
nies heavily depend on the employees’ creative envi-
ronmental behavior to be a sustainable and developed
organization (Ren et al., 2018). It is very important
that the employees must have emotional connect and
commitment towards organization to achieve sustain-

able goals of the organizations (Rahiman et al., 2020).
Further, collective creativity must be processed (Cia-
chorowski & Lis, 2022). But still, any kind of em-
ployee behavior largely depends on the company’s cul-
ture and management intention (Dumont & Jie Shen,
2016). Therefore, studying GHR with GC on the EEP,
it is important to study the role of Proactive Environ-
ment Management (PEM) in the organization (Nor-
ton et al., 2017). Employees’ environmental perfor-
mance (EEP) is the result of employees’ green work-
related activities aligning with the sustainable devel-
opment of the organization’s goals (Shen et al., 2018).

Proactive Environmental Management (PEM) is
the active participation of organization towards gen-
erating, designing, implementing and practicing in
every function with environmental concern (Berry
& Randinelli, 1998). Top management must design
a green strategy at every level of the organization
(Jackson, 2018); for instance, green purchasing, en-
couraging green marketing approaches, etc. In simple,
organization understand their role towards environ-
mental responsibility and act accordingly in all the
process (Ciarniene et al., 2020; Kalamas et al., 2014).

The present study is designed to fill the gap in the
effects of GHR practices on the EEP with the GC
in a PEM at the manufacturing companies in the In-
dian context. In this way, the present study explores
the influential role of GHR in creating and practicing
GC and elaborates on the impact on EEP in the In-
dian context. Whether GC explains the relationship
between GHR and EEP as mediators were analyzed;
further, this study highlights the importance of PEM
by adding it to this study as a moderator on the re-
lationship between GHR and EEP.

Literature review and hypothesis
development

Green Human Resources (GHR) practices

The GHR is an interdisciplinary concept derived
from strategic management, performance manage-
ment, organizational culture and the concept of train-
ing and development (Haddock-Millar et al., 2016).
GHR is a tool to strategically promote sustain-
able performance using sustainable processes (Saeed
et al., 2019). At present, the priority of compa-
nies has shifted towards environmental production;
therefore, it is important for the organization to
think, lead and design strategies at the corporate
level (Cohen et al., 2012). Especially, HR needs
a strong policy force from the top-level management
because HR has a position to implement and con-
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tribute pro-environmental behavior to each individ-
ual in the organization (Boudreau & Ramstad, 2005).
Hence, it is possible to assess any environmental is-
sues by proactive, positive and behavioral approaches
in an organization (Ruepert et al., 2016). Conse-
quently, companies must implement GHR system into
the practices to promote pro-environmental behavior
and contribute to green culture (Zaid et al., 2018).
Those practices include recruitment, selection, train-
ing, compensating, rewarding, creating engagement
and culture and motivating with environmental be-
liefs and values (Renwick et al., 2016). In this line,
numerous studies contribute more to the existing idea
of green literature and its associates (Saeed et al.,
2019). For instance, Yusliza et al. (2021) investigated
the impact of GHR on environmental performance.
The authors researched the causes of GHR practices
on pro-environmental behavior with the mediating ef-
fect of pro-environmental psychological capital and
the moderating effect of environmental values (Saeed
et al., 2019). All the above studies highlighted the
impotence of GHR. However, many studies investi-
gated the limited scope of GHR perspective (Du-
mont & Jie Shen, 2016). Some authors insisted on the
importance of academic attention to GHR practices
to explore different perspectives (Chams & García-
Blandón, 2019). Kim et al. (2019) suggested investi-
gating the full strength of GHR in the organizational
context and outcomes that include both green and
non-green behavior and relative thoughts.

Interestingly, strategic approaches promote more
essential skills, knowledge, behavior and changes in
employees’ influence on organizational performance.
In this way, it can be concluded that GHR practices
are the strategic approach (Haddock-Millar et al.,
2016; Dumont & Jie Shen, 2016; Paillé et al., 2014).

Green Human Resources (GHR) practices
in India

Green Human Resource Management and its func-
tions are quite a new concept in India. However, it
is a wide accepting practice in India (Arora & Kaul,
2020). The prevalence of practices is high in differ-
ent industries in India. Some industries, like man-
ufacturing, automobiles, food processing, etc., prac-
tice the GHR functions, whereas industries like bank-
ing/finance and engineering/technology sector are
aware of GHR practices. Some industries, like In-
formation Technology (IT), practice few functions of
GHR, while industries like manufacturing use most
of the functions of GHR (Chaudhary, 2019). Further,
some studies highlighted that GHR practices ensure
considerable changes in the employees’ green behavior

(Mishra, 2017). This study focused on GHR practices
and their substantial outcomes in Indian industries.

Green Human Resources (GHR) and
Employee Environmental Performance (EEP)

Paillé et al. (2014) stated the importance of incor-
porating GHR practices to ensure employees’ partic-
ipation in the organizational environmental sustain-
ability goals. Implementing GHR practices has be-
come a structured system that helps attain EEP (Yus-
liza et al., 2021; Nuanphromsakul et al., 2022). More-
over, GHR practices motivate to change into green op-
erations, including reducing waste, utilizing appropri-
ate utilization of natural resources and achieving com-
petitive efficiency (Zaid et al., 2018). Further studies
portray the significant role of GHR in improving the
financial performance of an organization (Haddock-
Millar et al., 2016). Hence, using GHR is beneficial
for instigating overall employee environmental per-
formance (Arulrajah et al., 2016). In addition, those
practices are beneficial to retain employees and one
among the cause for enriching the company’s brand
name (Awan et al., 2021). However, investigating how
GHR influences employee environmental performance
was untouched (Ren et al., 2018). This study analyzes
how and by which GHR influences Employee environ-
mental performance.

H1: Green Human Resource practices are posi-
tively associated with Employees Environmental Per-
formance.

Green Human Resources (GHR) and
Green Creativity (GC)

Various literature supports the argument that HR
policies influence employees’ behavior and attitude,
through which companies generally achieve expected
performance (Gilal et al., 2019). Hence, HR policies
must be reviewed, and periodic changes are inevitable.
Companies must change HR policies with serious con-
cern, including pro-environmental practices (Shen et
al., 2018). Kramar (2014) mentioned that GHR prac-
tices, such as recruiting and selecting green concerned
people, train the business operation to promote sus-
tainable performance and green rewards. However, it
does benefit the company based on its importance
in the implementation. Companies must shift from
macro to micro levels (Teixeira et al., 2012). Compa-
nies using individual GHR approaches may produce
significant outcomes such as Green Creativity (GC)
(Al-Ghazali & Afsar, 2020).

Green Creativity is a continuous process in which
employees can think and develop new and innova-
tive ideas for green products, processes, and prac-
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tices (Chen & Chang, 2013). Several authors believe
that green creativity has a significant role in ensuring
sustainable development for organizations (Provas-
nek et al., 2017). As Al-Ghazali & Afsar (2020) sug-
gested, GHR practices include testing the candidate’s
green concerns while selection, environmental protec-
tion and development-related training and reward-
ing green behavior of employees will certainly pro-
mote green behavior among the employees. The orga-
nization also intends to design green culture, nurture
green behavior, create distinctive ways of approach-
ing environmental issues and magnify Green Creativ-
ity (GC) (Ahmad et al., 2019). Thus, it is believed
that GHR and top-management interest stimulates
creative behavior, i.e., Green Creativity.

H2: Green Human Resource practices positively in-
fluence Green Creativity

Green Creativity (GC) and Employee
Environmental Performance (EEP)

Green Creativity (GC) influences organizational
performance in terms of economic and environmen-
tal context. It helps to change the organization’s en-
tire system (Song et al., 2020). Many authors sug-
gested that it is important to inculcate a unique cul-
ture for generating creative ideas to find solutions for
organizational issues and manage the system effec-
tively (Dangelico et al., 2017). GC encourages organi-
zations to adopt pro-environmental behavior among
the employees, such as green purchasing and green
processes, including the use of appropriate level nat-
ural resources, etc., in a unique way (Omarova & Jo,
2022). Moreover, it needs to change and modify ac-
cording to the requirement of the condition of the
environment and related issues (Darvishmotevali et
al., 2020). Creative solutions provide profitable out-
comes to organizations and help enhance societal self-
image (Chen & Chang, 2013). Therefore, companies’
top-level management must focus on the culture of
GC to ensure the environmental performance of em-
ployees. Moreover, this culture creates an ambience
where employees’ commitment and performance to-
wards the environment can be enhanced (Song et al.,
2020). Hence, it is hypothesized as follows:

H3: Green Creativity positively influences Employ-
ees Environmental Performance.

Green creativity as a mediator

Many researchers stressed that environmental man-
agement enhances creative green culture to moti-
vate employees’ green creativity in the organization
(Darvishmotevali et al., 2020). Further, this green cre-

ativity stimulates the employees to think distinctively,
which help to resolve environmental issues related
to organizational process (Tuan, 2020). It also helps
to enhance the organization’s environmental perfor-
mance (Al-Ghazali & Afsar, 2020). Thus, as quoted in
past studies, GHR practices formulated by the green
policies, which are pronounced and tabled by top
management, instigate green creative culture among
the employees to enhance Employees Environmental
Performance (EEP) (Ahmad, 2015). In conjunction
with the above arguments, GC fixed as a mediator
between GHR and EEP and framed the hypothesis as
follows:

H4: Green Creativity mediates the relationship be-
tween Green Human Resources and Employees Envi-
ronmental Performance.

Proactive Environmental Management
(PEM) as a moderator

Proactive Environmental Management (PEM) is
observed as an organization’s voluntary practice and
initiative toward environmental performance over the
minimum level of legal compliance (Arago, 2019;
Gonză, 2005). Studies mentioned various proac-
tive management practices, including innovative pro-
cesses, environmental protection systems, etc. (Yang,
2019). However, some studies argued that PEM is
defined as a range of processes from drafting a mis-
sion statement to delivering the products or services
to the customers voluntarily (Mehmood et al., 2021).
Wu (2010) argued that these practices not only help
to prevent harmful environmental practices but also
motivate employees to track the new way to deal with
the environment. But to achieve this, employees need
proper HR practices such as training, which can be
possible through GHR policies (Ali et al., 2021). It
is understood that to accomplish sustainable orga-
nizational goals, behavioral changes against environ-
mental protection by way of GHR policies need to be
framed by proactive management (Young et al., 2015).
Hence, it is proposed that GHR will have a significant
impact on EEP while at higher PEM and when at
a lower level of PEM, GHR will have less impact on
EEP as follows.

Conceptual framework

Model with mediation

The proposed model was framed, depicting both
mediation and moderation (see Figure 1) effects of the
respective variables. Figure 2 represents the mediation
effect, including total, direct, and indirect effects.
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Fig. 1. Conceptual Model of Research

Fig. 2. Total effect of GHR on EEP excluding GC

Note: c indicates the strength of total effect between
Green Human Resources (GHR) and Employee En-
vironmental Performance (EEP) without mediating
variable.
X is an independent variable, GHR, and Y is a de-

pendent variable, EEP
H5: Proactive Environmental Management posi-

tively influences Employees Environmental Perfor-
mance.

H6: Proactive Environmental Management mod-
erates the relationship between Green Human Re-
sources and Employees Environmental Performance.

Underlying with the above discussion, this study
is designed to analyze the influence of GHR on EEP
with the importance of GC and the role of PEM as
hypothesized as follows.

Fig. 3. Effect of GHR on EEP with the presence of GC

Note: c′ is a strength of the direct effect of Green Hu-
man Resources (GHR) and Employee Environmental

Performance (EEP) in the presence of mediating vari-
able Green Creativity (GC), and a and b represent
the strength of indirect effect between Green Human
Resources (GHR) and Employee Environmental Per-
formance (EEP) through Creativity (GC).
X is an independent variable – GHR, Y is a depen-

dent variable – EEP, and M is a mediating variable –
GC.

Moreover, the total effect is calculated as
c = c′ + (a · b).

Moderation model

Figure 4 shows the moderation effect of the study.

Fig. 4. Proposed relationship between GHR and EEP with
the moderating effect of PEM

Note: e denotes the main effect, d denotes the direct
relationship between Proactive Environmental Man-
agement (PEM) and Employee Environmental Perfor-
mance (EEP), and d′ denotes the moderate effect of
Proactive Environmental Management (PEM) on the
relationship between Green Human Resources (GHR)
and Employee Environmental Performance (EEP).

From Figure 4, X is the independent variable GHR,
Y is the dependent variable EEP, and Z is the mod-
erator variable PEM.

The Main effect is calculated using the formula as
follows

Y = a+ e ·X + d · Z

The interaction effect is calculated using the equa-
tion proposed by (Hamdollah & Baghaei, 2016) as fol-
lows:

Y = a+ (e+ d′ ·M) ·X + d ·M
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Research methods

Samples and procedure

The study was analyzed using data collected from
employees working in different types of manufacturing
industries in India. They were from automobiles, food
processing, chemicals, textiles, machinery and equip-
ment used for data collection. To decide on relevant
samples for this study, two-stage approaches were ad-
ministered. In stage one, the researchers prepared an
e-mail message containing information about the pur-
pose and scope of the study. In addition, the relevance
of this study was mentioned in this e-mail. The e-mail
messages were sent to the head of the organization to
seek approval from them for conducting a survey. In
addition, they were contacted by telephone and ex-
plained the importance of this study to them. The
ISO 14001-certified organizations were selected for the
study. Adopting Environmental Management System
(EMS) to certify ISO 14001 is mandatory. So, it is be-
lieved that companies with EMS embrace green prac-
tices in all business processes (Eltayeb et al., 2011).
Moreover, some studies suggested that GHR prac-
tices are the outcome of EMS and HRM practices
in the organization (González-Sánchez et al., 2018).
This is base for choosing organizations for this study.
140 companies from various sectors were certified with
ISO 14001, and out of 140, 35 companies are manufac-
turing companies (Central Pollution Control Board,
2021). Out of 35, 24 companies agreed to conduct the
survey. Other companies felt that GHR practices were
trade mark activity of those companies, and they re-
fused to disclose them to any third parties.

In stage two, employee details were collected from
heads of those 24 organizations with the assurance
that the details of employees were used only for re-
search purposes and not to disclose the information.
The researchers planned to collect the sample of 400
employees using simple random sampling from the
population of 5376 employees with 95% confidence in-
terval, 5% margin of error and 50% population pro-
portion. For calculating sample size, the guidelines ex-
perienced by Khaskheli et al. (2020) were adopted.
As mentioned in the article, “the sample of 50 was be-
lieved as inferior, 51 to 300 as good, 301 to 500 as very
good and 501 to 1000 as excellent”. This study was
categorized as “Very Good” as part of the sample size.
The authors requested the head of the organizations
to appoint one single point of contact person (Re-
search Assistant) regarding data collection from ev-
ery company. Companies understood the importance
of this request and appointed one person for the pur-

pose of data collection. In some companies, the heads
themselves act as research assistants. The prepared re-
search instrument was circulated among 400 employ-
ees through the research assistant, and telephonic in-
teraction was made with employees to explain the con-
cepts of the research work at the allocated time by the
heads of the organization. The total data collection
duration was 74 days (from July 2022 to September
2022). Totally, 400 questionnaires were distributed,
and 357 (89.25%) responses were returned. Out of 357
responses, 305 (85.4%) were taken for further analy-
sis, and the remaining 52 (14.6%) were removed dur-
ing the data purification process. Data purification
includes finding missing values and outliers (Kwak &
Kim, 2017).

Measurement

The GHR construct was measured using five items
derived from the CSR HRM scale developed by (Shen
& Benson, 2016). Already this scale measured GHR in
the study by (Kim et al., 2019). The sample items are
“My organization provides adequate training to pro-
mote environmental management as a core organiza-
tional value”, “My organization relates employee’s eco-
friendly behavior to rewards and compensation”, and
“My organization encourages employees to provide
suggestions on environmental improvement”. The con-
struct was measured using 7 points Likert scale, which
ranges from 1 Strongly Disagree to 7 Strongly Agree.

The GC construct was measured using six items
scale developed by (Chen & Chang, 2013). The sam-
ple items are “The members of the organization sug-
gest new ways to achieve environmental goals”, “The
members of the organization promote and champion
new green ideas to others”, and “The members of the
organization would rethink new green ideas”. As with
the previous GHR construct, GC was measured by
7 points Likert scale, which ranges from 1 Strongly
Disagree to 7 Strongly Agree.

The 5 items scale was used to measure the PEM de-
veloped by (O’Donohue & Torugsa, 2016). The sample
items are “Our Company will conduct natural environ-
ment audit periodically”, “Our Company will conduct
a program of waste recycling/reuse”, and “Our Com-
pany will show interest towards increasing energy effi-
ciency”. As used for previous scales, PEM scales used
7 points Likert scale, which ranges from 1 Strongly
Disagree to 7 Strongly Agree.

The EEP construct was measured using a five-item
scale developed by (Chow & Chen, 2012). The sample
items are “Our Company reduces wastes and emissions
from operations”, “Our Company reduces the risk
of environmental accidents, spills, and releases”, and
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“Our Company reduces purchases of non-renewable
materials, chemicals, and components”. EEP con-
struct also used 7 points Likert scale ranging from
1 Strongly Disagree to 7 Strongly Agree.

Analysis and results

Demographic analysis

In this study, analysis was performed for the data
collected from various demographic profiles. These are
categorized based on gender, age, educational quali-
fication, job position and work experience nature of
responders.

Regarding gender, 64.9% (198) participants were
males out of 305 respondents. 35.1% (107) were fe-
males. It was suggested that the voice of males were
reflected in the study. Most of the employees (147)
belong to the age category of 36 to 40 years. Their
experience with GHR practices was highly reflected
in the outcome of the study. Most of them (146)
were qualified with graduation level, while a few of
them (42) completed their post-graduation. It was
hinted that more number of both graduated and post-
graduated level persons working with the concerned
organizations and their voice about GHR practices
and its effects reflected as an outcome of the study.
The maximum number of replies (139) got for this
study were from middle-level employees, while some
of them (107) were from lower-level and others (59)
were from the higher level. It was derived that mid-
dle and lower-level employees’ voices were emulated
in this study. Finally, Most of them (120) worked for
that company for over 6 years but less than 9 years.
Some of them (84) have experience of more than 9
years, and a few have experience of less than 1 year
(13). Those voices were highly noted, and that would
be replicated in the outcome of the study.

Analysis of model

Generally, in social science studies, Partial Least
Square (PLS) method is used to test the model trait,
calculate the strength of the paths in the model and
assess the multidimensional relationships in a com-
prehensive model. This technique becomes famous
for management research because it assesses non-
normality and neglects sample size constrain for the
study (Hair et al., 2019). PLS-SEM was performed
in this study to test the relationship among the vari-
ables. Structural Equation Modeling can divide into
two sub-approaches. One is the measurement model,
and another is the structural model. Further, the

measurement model helps to state the relationship
between the latent variable and their measurement
items, while the structural model helps to evaluate
the relationship among latent constructs in the model
(Sarstedt et al., 2019). For performing PLS-SEM, R
software was used since R software is free and open
software for single users. This is a kind of new plat-
form used to perform statistics functions. Further,
SEMinR library in R software facilitates to perform
PLS-SEM (Hair et al., 2021).

Evaluation of measurement model

The measurement model evaluation was used to
measure the quality of each construct in this study.
The purpose is to test the competency of each con-
struct by using PLS-SEM, both in terms of reliabil-
ity and validity. This measurement of constructs was
gone through the following test (i) Indicator Reliabil-
ity, (ii) Construct Reliability, (iii) Convergent validity,
and (iv) Discriminant Validity (Hair et al., 2021).

In the first stage of evaluating the measurement
model, indicator reliability was checked using indi-
cator loadings. Indicator loadings refer to how each
item correlates with the factors. It ranges from –1
to +1, with a value close to –1 and/or +1 indicat-
ing a high correlation with the underlying construct
(Pett et al., 2003). Any item with less correlation with
the concerned construct can be removed in social sci-
ence studies. Moreover, it is expected to have correla-
tion value between construct and measurement items
should be more than the threshold value of 0.60 (Chin
et al., 2008). In this study, none of the measurement
items was removed from the model since factor load-
ing with their underlying constructs is higher than the
recommended value of 0.60. Hence, indicator reliabil-
ity was achieved. The indicator loadings of each item
with construct are shown in Table 1.

In examining the measurement model, the next
step is to test the construct reliability and convergent
validity of the model. Construct reliability is mea-
sured using Cronbach’s alpha and Composite Relia-
bility (CR). Both reliability measures have a value of
over the required ceiling of 0.70 to achieve construct
reliability (Hair et al., 2011). In this study, both Cron-
bach’s alpha and composite reliability range from 0.80
to 0.95, as shown in Table 1. Therefore, construct re-
liability was attained.

The convergent validity was achieved through Aver-
age Variance Extracted (AVE). When AVE is greater
than or equal to the recommended value of 0.50, the
measurement items converge to measure the underly-
ing constructs. Thus, convergent validity is obtained
(Schuberth & Cantaluppi, 2017). As shown in Table 1,
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Table 1
Factor loadings, Cronbach’s Alpha, Composite Reliability

and Average Variance Extracted

Factor
loadings

CA CR AVE

GHR 0.950 0.962 0.834

GHR1 0.918

GHR2 0.922

GHR3 0.915

GHR4 0.915

GHR5 0.897

GC 0.931 0.945 0.743

GC1 0.818

GC2 0.854

GC3 0.867

GC4 0.888

GC5 0.857

GC6 0.885

EEP 0.942 0.955 0.811

EEP1 0.885

EEP2 0.922

EEP3 0.902

EEP4 0.906

EEP5 0.887

PEM 0.942 0.956 0.813

PEM1 0.929

PEM2 0.894

PEM3 0.910

PEM4 0.886

PEM5 0.888

Note: CA – Cronbach’s Alpha, CR – Composite Reliability,
AVE – Average Variance Extracted. Each construct’s CA,
and AVE were bolded.

AVE value of all the constructs is higher than the
cut-off value of 0.50. Hence, convergent validity was
accomplished.

The final step in the evaluation of the measurement
model is ensuring discriminant validity. That means
each construct in the model district with each other.
This would be tested by Fornell and Larcker crite-
rion and Heterotrait and Monotrait ratio (Henseler et
al., 2009). According to Fornell & Larcker (1981), the

square root of AVE of the construct should be higher
than the value of inter-correlation with other con-
structs. In the present study, the square root of AVE
for a construct was higher than the inter-correlation
with other constructs (Lowry et al., 2014). The result
supports the establishment of discriminant validity, as
shown in Table 2.

Table 2
Fornell and Larcker Criterion value between each

construct

GHR GC PEM EEP

GHR 0.913

GC 0.582 0.862

PEM 0.782 0.687 0.901

EEP 0.705 0.721 0.801 0.901

Note: The square root of AVE of each variable is shown in
bold and italic.

Heterotrait and Monotrait (HTMT) ratio is another
popular test to explore discriminant validity for the
constructs used in the model. This test is based on cal-
culating the correlation between two constructs. The
correlation ratio between the constructs is lesser than
the threshold value of 0.90 (Henseler et al., 2009). The
result is shown in Table 3 that HTMT ratio among
the constructs is less than the recommended value of
0.90. Thus, discriminant validity is achieved.

Table 3
Heterotrait and Monotrait Ratio of correlation between

each construct with other constructs

GHR GC PEM EEP

GHR

GC 0.618

PEM 0.825 0.730

EEP 0.744 0.770 0.847

Note: The ratio between the constructs is less than 0.90.

Evaluation of structural model

Once quality criteria, that is, reliability and valid-
ity of the measurement constructs in the model, are
established, the next step is to assess the structural re-
lationship among constructs (Lowry et al., 2014). This
involves testing the collinearity issue, assessing the ex-
planatory power of the model and assessing the struc-
tural relation and its significance (Hair et al., 2021).
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When assessing the structural relationship between
constructs, it is required to examine the collinear-
ity issues since a series of regression equations are
estimated to derive structural model coefficients for
the relationship between constructs (Mooi & Sarst-
edt, 2014). Collinearity issues indicate through Vari-
ance Inflation Factors (VIF) values. VIF values above
5 in a study indicate the probable collinearity issues
among the exogenous constructs (Becker et al., 2015).
In this study, VIF values for all the exogenous con-
structs are below the ceiling value of 5. It is inferred
that collinearity among the exogenous constructs is
not a significant issue for the structural model. The
result is shown in Table 4.

Table 4
Variance Inflation Factors (VIF) values between

IVs and DV

EEP

GHR 1.921

GC 2.759

PEM 2.434

Note: The VIF values should not be more than 5.

The next step in assessing the structural model is
evaluating R2 and F 2 values to analyze the model’s
explanatory power (Hair et al., 2021).
R2 is used to measure the variance explained by the

exogenous constructs in each endogenous construct,
implying the model’s explanatory power. Further, R2

ranges from –1 to +1, and the value close to –1
and/or +1 demonstrates higher explanatory power of
the model (Shmueli & Koppius, 2012). Moreover, the
model’s explanatory power is considered substantial,
moderate, or weak if the R2 value is 0.75, 0.50, and
0.25, respectively (Falk & Miller, 1992). In Table 5,
R2 values are shown as all the exogenous constructs
(GHR, GC, and PEM) caused 70.8% of the variance
on the endogenous construct (EEP), and one exoge-
nous construct (GHR) caused 33.9% of the variance
on the endogenous construct (GC). It is inferred that
exogenous constructs have substantial and moderate
influence over endogenous constructs.

Table 5
The values of indicators of the model’s explanatory power

(R2 and Adjusted R2)

GC EEP

R2 0.339 0.708

AdjR2 0.336 0.704

F 2 is another metric to measure the model’s ex-
planatory power along with R2. F 2 indicates the sig-
nificance of each exogenous construct in the model. It
represents the effect size of the exogenous construct
on the endogenous construct. If the value of F 2 is less
than or equal to 0.02, 0.15 and 0.35, then the effect
size can be classified as small, medium and large, re-
spectively (Cohen, 1988). In the moderation analysis
model, each variable’s effect size is calculated using
the following formula (Hair Jr et al., 2021).

F 2 value = (R2
included −R2

excluded)/1−R2
included

In the present study, a large effect size would be
deducted from GHR on GC (F 2 = 0.512), whereas
the effect size was medium (F 2 = 0.231) for GHR on
EEP since F 2 values were greater than 0.15 but less
than 0.35. The effect size of GC on EEP was medium
(F 2 = 0.169), and finally, the effect size between PEM
and EEP was large (F 2 = 0.458), as shown in Table 6.

Table 6
The values of effect size (F 2) of IVs on DV and MV

GC EEP

GHR 0.512 0.231

GC 0.169

PEM 0.458

The next step in evaluating the structural model is
examining path coefficients’ relevance and significance
(Hair et al., 2021). Path coefficients help to measure
changes in the endogenous constructs by an exogenous
construct, keeping other constructs constant (Benitez
et al., 2020). Table 7 and Figure 5 show each exoge-
nous construct’s value on the study’s endogenous con-
structs.

Table 7
Path coefficients of IVs on DVs

Original
est.

Bootstrap
SD

T stat. p

value

GHR → GC 0.582 0.045 12.980 0.003

GHR → EEP 0.170 0.054 3.163 0.043

GC → EEP 0.310 0.045 6.945 0.010

PEM → EEP 0.463 0.060 7.724 0.008

Note: p value should be less than 0.05 to accept the hypothesis.

It is concluded that one standard unit of changes
in Green Human Resource practices positively and
significantly affects the Employee Environment Per-

Volume 14 • Number 3 • September 2023 65



V. Sathyamoorthi et al.: Unveiling the Factors of Green Human Resources in Manufacturing Industries

Fig. 5. Path Coefficients of IVs on DVs. Note: ∗p < 0.05

formance of the employees at the level of 0.170
(β = 0.170, p < 0.05). Hence, H1 is accepted. Fur-
ther, Green Human Resource practices positively and
significantly influence Green Creativity (β = 0.582,
p < 0.05). Thus, H2 is supported. Furthermore, it
is found that Green Creativity positively and sig-
nificantly influences the Employee Environment Per-
formance of the employees (β = 0.310, p < 0.05).
Hence, H3 is accepted. Proactive Environment Man-
agement also correlates positively and significantly
with Employee Environment Performance (β = 0.463,
p < 0.05). Thus, H5 was attained.

Mediation analysis

Mediation Analysis was performed to study the
meditational role of Green Creativity (GC) on the
relationship between Green Human Resource (GHR)
practices and Employee Environment Performance
(EEP). To do that, PLS-SEM bootstrapping function
was performed using R software in this study (Hair
et al., 2021). This study addresses the following ques-
tions to study the mediation effect of GC on the rela-
tionship between GHR and EEP.
The questions are:
1. Is there a total effect between GHR and EEP while

preventing the mediation effect by excluding vari-
able GC from the model?

2. Are there significant changes that occurred in the
total effect between GHR and EEP while including
mediating variable GC into the model?

3. Is there a significant indirect effect of mediating
variable GC occurring between GHR and EEP?

To address the above questions, mediation analysis
was exercised to examine the total effect, direct effect
and indirect effect in the model of the study. First, the
mediating construct GC was excluded from the model
and performed the analysis to study the total effect
between GHR and EEP. The result described that the
total effect between GHR and EEP is positive and sig-
nificant (β = 0.350, p < 0.05). This implies that one
unit of changes in the GHR would be accounted for
0.350 changes on the EEP without including medi-
ating variable GC. Second, the mediating construct
GC was included in the model and examined the di-
rect effect of GHR on the EEP. The result revealed
that the effect size level has reduced when GC inser-
tion and is significant (β = 0.170, p < 0.05). This
inferred that one unit of changes in the GHR would
cause 0.170 changes on the EEP with the presence of
GC. Finally, the strength of GC on the relationship
between GHR and EEP was measured. It was found
that there is a positive and significant indirect effect
exists (β = 0.180, p < 0.05). This hinted that a sub-
stantial level of impact (0.180) existed and would be
the cause of a reduction in the relationship between
GHR and EEP. Hence, H4 is supported. Thus, this
study established that GC partially mediates the re-
lationship between GHR and EEP. The small level
of impact of GC on the relationship between GHR
and EEP was ascertained in this study. The result is
shown in Table 8. The indirect effect was calculated in
R software using the following code (Hair et al., 2021).

#Specific Indirect Effect

specific_effect_significance
(
Boot_GHR,

from = “Green Human Resource”,
through = “Green Creativity”,
to = “Employee Environmental Performance”,

alpha = 0.05
)

Table 8
The results of mediation analysis between GHR and EEP with GC

Total effect
(GHR → EEP)

Direct effect
(GHR → EEP)

Indirect Effect (GHR → EEP) Results

Effect size p-value Effect size p-value Effect size SD T value p values Partially
Mediated0.350 0.013 0.170 0.043 (GHR → GC → EEP) 0.180 0.030 5.995 0.013

Note: p value should be less than 0.05 to accept the hypothesis
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Moderation analysis

The hypotheses were framed to test the moder-
ation effect of Proactive Environment Management
(PEM) on the relationship between Green Human Re-
source (GHR) practices and Employee Environment
Performance (EEP) in this study. In order to do that,
first, the interaction term was created using a two-
stage method. Using this approach, the interaction
term was specified by the product score of the ex-
ogenous construct and moderator construct (Becker
et al., 2018; Henseler & Chin, 2010). In this study,
the interaction term was created by calculating the
product score of GHR and PEM.

Then, standard quality criteria were measured us-
ing F 2 effect size for the interaction term (Fassott,
2018). In this study, the effect size was medium (F 2 =
0.458) for PEM on EEP, as shown in Table 8. This
means that the moderating construct PEM signifi-
cantly changed the relationship between GHR and
EEP. Then, moderation analysis was performed, and
the result exposed that a positive and small effect of
PEM existed between GHR and EEP but was not sig-
nificant (β = 0.005, p > 0.05), as shown in Table 9.
Therefore, H6 is not supported.

Table 9
The results of moderation analysis with the effect of PEM

between GHR and EEP

Original
est.

Bootstrap
SD

T

stat.
p

value

GHR ∗ PEM → EEP 0.005 0.023 0.228 0.420

Note: p value should be less than 0.05 to accept the hypothesis.

Further, slope analysis was exercised to analyze the
effect of moderator variable PEM on the relationship
between GHR and EEP (Fassott, 2018). As discussed
earlier, the interaction term (GHR*PEM) has a posi-
tive but small impact on EEP of 0.005. However, the
effect of GHR on EEP was positive, with a value of
0.170. This means that the level between GHR and
EEP was 0.170 at the average level of PEM. Besides,
at the higher level of PEM, i.e., every unit of stan-
dard deviation is increased, the effect of GHR on EEP
gets increased by 0.005 from the average level of PEM
(i.e., 0.170 + 0.005 = 0.175). On the contrary, at the
lower level of PEM, i.e., every unit of standard de-
viation is decreased; the effect of GHR on EEP gets
decreased by 0.005 from the average level of PEM (i.e.,
0.170 − 0.005 = 0.165). This would happen since the
effect of the interaction term was negative. In R soft-
ware, slope analysis was performed using the following
code (Hair et al., 2021).

#Slope analysis
slope_analysis

(
moderated_model = Model_GHR,

dv = “Employee Environmental Performance”,
moderator = “Proactive Environmental Management”,
iv = “Green Human Resource”,

leg_place = “bottom left”
)

The same would be depicted as the level of moder-
ating effect of PEM on the relationship between GHR
and EEP in Figure 6. In Figure 6, a single line repre-
sents the average or moderate PEM effect level. Be-
sides, the dotted line represents the high level of PEM,
which is above the mean value, whereas the dashed
line represents the low level of PEM, substantially be-
low the mean value. Further, the steepness expresses
the size of changes of moderating variable on the rela-
tionship between exogenous variable and endogenous
variable. If any of the lines is highly steeped, then
a high moderating effect exists; if any of the slightly
steeped, then there will be a low moderating effect
(Dawson, 2014). From Figure 6, the steepness of the
dotted line is high, which inferred that when there is
a high level of presence of PEM would highly mod-
erate or increase the relationship between GHR and
EEP. At the same time, the dashed line is not much
steeped, which indicates a low level of PEM would
reduce the relationship between GHR and EEP. The
single line is also not steeped; this would suggest that
PEM’s average level of existence would slightly mod-
erate the relationship between GHR and EEP.

Fig. 6. The moderation effect of PEM on the relationship
between GHR and EEP (Slope Analysis)

Discussion

Organizations started realizing the importance of
environmental protection and learning how to do pro-
tection. In this regard, using Green Human Resource
Management (GHRM) is new to them (Dumont & Jie
Shen, 2016). Researchers have given their attention to
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the study of Green Human Resources (GHR) and its
related thoughts. However, further extensive studies
still need to explore new ideas and concepts (Shen et
al., 2018). Past studies explored the very limited scope
of GHR, and some of the studies state the qualitative
nature of GHR (Dumont & Jie Shen, 2016; Kim et al.,
2019; Saeed et al., 2019). Some studies mentioned the
role of GHR in changing employees’ behavior toward
the environment (Renwick et al., 2016; Saeed et al.,
2019). Further, According to Ren et al. (2018), there
would be limited studies on GHR practices’ influence
on Green Creativity (GC) to shape the environmen-
tal behavior of employees and the intrinsic thoughts
of top management. This study identified this as a re-
search gap to explore the role of GHR practices in
shaping employees’ environmental behavior by creat-
ing a culture of GC. In addition, this study also as-
sesses the significance of management in promoting
Employees Environmental Performance (EEP). Thus,
this study has attempted to assess the influence of
GHR on EEP and the mediating role of GC in the
relationship between GHR and EEP. Also, this study
focuses on moderating Proactive Environmental Man-
agement (PEM) on the relationship between GHR
and EEP.

From the analysis, this study found that GHR has
a strong and significant influence over EEP positively.
This result is the same as previous studies’ findings
that revealed a positive relationship between GHR
and EEP (Awwad Al-Shammari et al., 2022; Kim
et al., 2019). As suggested, when any company in-
troduces the practices of GHR, it enhances the em-
ployees’ behavior towards the environment. In other
words, any company that wants to positively shape
the employees’ environmental behavior must adopt
the GHR practices. Further, this study also found that
GHR positively influences the GC, which is in line
with the findings of a previous study done by Chen
& Chang (2013) that mentioned pro-environmental
ideas were motivated mainly by GHR policies and
practices. Hence, it is concluded that GHR practices
are the main cause of the creation of the culture of
GC. One of the results of this study revealed the re-
lationship between GC and EEP. It is suggested that
GC positively influences EEP, which parallels previ-
ous studies of GC. According to Riva et al. (2021),
GC changes the environmental behavior of employees.
This result suggested the importance of the creative
nature of employees to enhance EEP. Creating the
GC becomes important for organizations to improve
the EEP.

Furthermore, this study also tests the mediating
effect of GC on GHR and EEP’s relationship. The
study established the mediating role of GC in shap-

ing EEP through GHR practices. GC has been par-
tially mediating the relationship between GHR and
EEP. That means GHR directly influences EEP pos-
itively, and this relationship would inflate more when
GC is introduced as a mediator. Some previous stud-
ies support the positive relationship among all three
variables, which was also established (Al-Ghazali &
Afsar, 2020; Riva et al., 2021). The result suggested
that a company must implement GHR policies and
practices to create a creative culture (GC) through
which to achieve EEP. Moreover, the role of GC is
inevitable in developing EEP in an organization.

Besides, this study further examines the role of
PEM in shaping the employees’ performance against
the environment. This study identified the impor-
tance of PEM for organizations to develop EEP. Ear-
lier studies established the relationship between GHR
and PEM in crafting the EEP in an organization
(Ahmed et al., 2021). One step ahead, this study
tested PEM as a moderator in the relationship be-
tween GHR and EEP. The study demonstrated that
PEM moderates the relationship between GHR and
EEP. It means that proactive management against
the environment is essential for equipping EEP among
employees through GHR. It is also suggested that high
proactive management positively strengthens the re-
lationship of GHR with EEP, whereas if the manage-
ment is proactive, but at a low pace, it weakens the re-
lationship between GHR and EEP. However, the aver-
age level of proactiveness normalizes the relationship
between GHR and EEP but is positive.

This study stressed achieving the EEP through
GHR practices and the importance of GC and PEM in
shaping the EEP among employees in manufacturing
companies in India.

Managerial implication

Some practical contributions are made from this
study, as discussed as follows. It is believed that the
manufacturing industry is the main cause of environ-
mental pollution and degradation, so manufacturing
companies turned to the path of environmental pro-
tection (Tyagi et al., 2014). In this regard, compa-
nies are looking for new avenues to tackle environ-
mental issues in India. This effort creates a new con-
cept, Green Human Resources (GHR), in Indian man-
ufacturing companies and unveils various thoughts
that help overcome environmental problems through
behavior approach (Mishra, 2017). As per the re-
sults of this study, GHR practices shape behavior
and enhance Employees Environmental Performance
(EEP). It guided companies to adopt GHR practices
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to increase the performance of employees towards the
environment. GHR practices, such as green recruit-
ment, green training, green rewards, etc., enhance
the EEP in manufacturing employees. Companies can
even start this initiative in recruitment itself. They
can give priority green concerned peoples for selection.
In addition they add green behavior is one among the
criteria to be selected. Added to that, when compa-
nies are train employees with green concerns, it would
add more than awareness and knowledge, creating
a sense of commitment towards nature and achiev-
ing the organizations’ expected environmental goals.
Simply it makes an emotional commitment against
nature. GHR practices like green training formally ed-
ucate the employees about environmental affairs and
generate environmental knowledge for the employees.
It increases the ability of the employees in environ-
mental management. This makes managers easy to
increase EEP in the respective companies.

Moreover, GHR practices stimulate Green Creativ-
ity (GC) among the employees in an organization.
GHR practices include green rewards that motivate
the employees to think uniquely, and in that way, cre-
ative culture can be created. In addition, management
can conduct green workshops, conferences and train-
ing programs through which companies nurture green
creative practices among the employees. Then, GC
instigates to form green creative culture so that EEP
can be enhanced in manufacturing companies. In such
a way, GC becomes a path to achieve EEP in an or-
ganization. This will be an opportunity for the man-
agers to develop the new thought school to promote
and practice environmentally friendly activities such
as green purchasing, using only reused products, and
being concerned about using natural resources.

Similarly, this study has used Proactive Environ-
mental Management (PEM) to analyze the level of
impact on the EEP. Besides good image and gov-
ernment pressure or getting certification, companies
should volunteer to promote environmental practices.
It means instead of building a good image among
their stakeholders and getting some green certifica-
tion, companies and their management should have
volunteerism towards the environment that helps at-
tain the organization’s environmental goals. For in-
stance, companies can implement comprehensive re-
cycling policies, derive policies to use renewable en-
ergy for the process and provide green training to
the employees. Companies show a high level of their
proactiveness by promoting their green process and
practices through different platforms like social media.
These activities make people famous in society and aid
in connecting with people with the same thoughts.
This is also helpful for companies to engage with

talented applicants with environmental knowledge.
Eventually, those employees perform well against the
environment and support others to perform the same
Therefore, it is suggested that a high level of PEM
ensures EEP in the organizations.

Companies can conduct surveys at interval peri-
ods to understand and monitor employee behavioural
changes. Companies can consider both work behav-
ior and non-work behavior for evaluation. Behavioral
changes include avoiding using hazardous products
like plastic, practising recycling and using renewable
energy for production purposes and educating his/her
society towards green behavior, etc.

To summarize, manufacturing companies, such as
automobiles, food processing, chemicals, textiles, ma-
chinery and equipment and their management must
adopt GHR policies and practices to enhance EEP
among the employees of the above specific organiza-
tions irrespective of their demographic characters, in-
cluding gender, age and location etc. Further, creating
GC is the fast way of attaining the goals. In addi-
tion, the management’s level of interest increases the
chance of achieving environmental goals in India.

Limitation and future scope
for research

Though the present study contributes to the con-
cept of Green Human Resources (GHR), Green Cre-
ativity (GC), Proactive Environmental Management
(PEM) and Employees Environmental Performance
(EEP), still, it has some limitations. First, this study
covers the behavior of employees and management
from the manufacturing sector. Future studies can tar-
get employees from other sectors like educational in-
stitutions, IT, etc. Second, the study was conducted in
the Indian context, and there could be limitations in
generalizing this study’s findings to other countries.
Hence, the same study can be conducted in other
countries. Third, future studies can conduct a com-
parative study with similar dimensions between green
and non-green manufacturing companies or between
manufacturing with other sectors. Fourth, the study
model consists of single mediation and single mod-
eration. The extension of this study can add more
mediation and moderation, such as green psychol-
ogy, green climate, green identity and/or green vision.
Moreover, those studies may consider individual em-
ployees’ knowledge and perspective about the envi-
ronment as a moderator in the model, indicating per-
sonalized opinions about the environment. Fifth, this
study neglect about source variables of GHR, but fu-
ture studies can give importance to the antecedence
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of GHR. Sixth, this study is survey-based, but an ex-
perimental study can be adapted to further analyze it
in future studies. Finally, this study has only explored
green outcomes (GC and EEP). However, Shen et al.
(2018) stress that some non-green outcomes are af-
fected by GHR practices. Hence, future studies can
establish the influence of GHR over non-green behav-
iors of the employees, such as job commitment, job
satisfaction, intention to quit, etc.

Conclusion

In the era of globalization, companies, irrespective
of industries, face tough competition. Companies are
performing vigorously to overtake this competition.
Due to that, environmental aspects are compromised
by the companies. This would be one of the causes
of climate change in the world. Prominent scientists
worldwide and governments of different countries seek
solutions from business processes. However, it needs
behavioral and technical support. Interestingly, Sus-
tainable Development Goals (SDGs) insist on the
same. This study is about the behavioral approach
to finding the solution for the issues with environ-
mental. The GHR is one of the behavioral approaches
that will be useful for companies to modify behav-
ior against nature. This study is in line with previous
studies on GHR influencing different green-based out-
comes (i.e.) Green Creativity (GC) and Employee En-
vironmental Performance (EEP). Companies can use
GHR to create GC, which enhances EEP. Further, the
GHR practices and GC will provide a unique environ-
mental solution that differentiates from the respective
competitors. This is proved that along with environ-
mental solutions, GHR and GC help to obtain com-
petitive advantages for a company. Another finding of
this study was congruent with previous studies that
a high level of voluntary participation is essential to
find the environmental solution. Proactive Environ-
mental Management (PEM) plays a key role in ad-
vancing finding solutions to environmental issues. In
the present scenario, practicing the GHR and creating
GC with the proactive participation of management
has been proposed for the practitioners to benefit from
EEP in a company.
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