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Abstract

The goal of the study is to examine the interaction between green human
resource management (HRM) and green creativity in India’s developing health-
care industry. Given that the healthcare industry is one that greatly contributes
to waste generation and other environmental risks; thus, targeting this sector in
inducing green creativity leads to a number of benefits to the country in terms of
economy and ecology. Apart from this, governments’, policy makers’ and inter-
national agencies’ current attention on sustainability has justified the necessity
of this work. This research work has been designed on a two-study approach,
where both qualitative and quantitative approaches were used. Study | is qualita-
tive in nature and uses content analysis to explore the sustainability emphasis of
private and public hospitals. Study 2 is quantitative and involves empirical data
collection from administrative and paramedics’ employees in various private hos-
pitals of Delhi NCR. A self-administered questionnaire was used for collecting
responses, and a total of 170 responses were analysed using IBM Amos 23.0.
Details of the findings have been discussed in the article. The present research
work is novel in an attempt at integrating two studies (mixed methodology)
with mixed research designs in order to get a deeper understanding of embed-
ded sustainability focus in healthcare organisations, especially in the context of
an emerging economy. The study presents many implications for policymakers,
professionals, government, sustainable activist and research scholars.
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Introduction

5th June is celebrated worldwide as Environment Day. As per the United Nations
Brundtland Commission (UNBC) (1987), sustainability is ‘meeting the needs of
the present without compromising the ability of future generations to meet their
own needs’. The main aim of sustainability is to use methods and products which
will not harm the environment by releasing any harmful by-products or deplete
essential resources (Robinson & Adams, 2008). Reduced consumption of envi-
ronmental assets and the use of alternative sources, including reducing waste and
promoting reuse, can lead to positive changes (Dallas, 2008). But it is high time
for us to take a pause and think, highlight, rethink and act, and understand what is
at stake. Sustainability is crucial in today’s time. Various sectors, including manu-
facturing to service, are impacting ecology in their own way, and the healthcare
sector is not an exception. In recent times, the healthcare sector has been facing
immense pressure to calculate its policies with human well-being as well as envi-
ronmental sustainability. Apart from this, the healthcare industry is one of the
resource-intensive industries and is responsible for high-energy (electricity, fossil
fuel and others) consumption, waste generation, carbon emission and other envi-
ronmental degradations.

Hence, we understand that it is important to incorporate sustainable practices
into hospitals, including their core and allied operations. All stakeholders have
advocated for this at a global level, and as a result, green creativity has emerged
for eco-innovation in all industries, including healthcare. Therefore, for sustain-
able development, every organisational function is accountable. The present study
focuses on green human resource management (HRM), green culture, green
organisational citizenship (GOCB) and green values in promoting green creativity
at the workplace. As a matter of fact, more and more organisations understand the
importance, impact and role of green HRM in the adoption of sustainability.
While green HRM encompasses all the practices which make the organisation
focus on the environment and its related concerns. Ultimately, the green HRM
practices lead to the formulation of eco-friendly or environment-friendly practices
among employees at the workplace.

This article is structured into several segments and sub-segments. The article is
divided into two parts; the first segment deals with introduction followed by the
second, which includes literature review and hypothesis development. This is fol-
lowed by methodology, data analysis, and discussion with implications, future
directions and conclusions.

At present, we do not get to choose between sustainability and innovation,
especially in the healthcare sector, which consumes vast amounts of energy along
with maximum waste generation. It is understood that healthcare works for human
well-being, leading to the production of large quantities of waste and pollution.
And due to this contrast, there is a pressing need for sustainable practices in the
healthcare industry, nationally as well as internationally. Hence, all organisational
functions need to come forward as enablers of environmental sustainability at the
workplace. However, we still have limited studies and research in this domain
providing answers.
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This study is bridging the knowledge gap by throwing light on the private health-
care sector of India. Delhi, being the capital of India and a metropolitan city, has the
top-quality healthcare facilities and services. We chose this region as it provides a
large and diversified sample for our study. In addition to this, previous studies have
lacked a qualitative and comparative aspect, which is the novelty and value of the
present study. Furthermore, this study fills the methodological gap by using a mixed
approach (qualitative and quantitative design) within the healthcare domain.

Based on the above discussion, the present study has tried to answer the fol-
lowing research questions:

e Study 1: Qualitative study

o RQI: How are private and public hospitals different in terms of their
focus on sustainability and ecology?

o RQ2: What are the important sustainability disclosure contents that
hospitals are showcasing on their official websites?

e Study 2: Quantitative study

o RQ3: How do green HRM practices influence green creativity among
healthcare professionals?

o RQ4: Which green HRM practices are effective in promoting eco-inno-
vation in healthcare settings?

o RQS5: To what extent do individual green values moderate the relation-
ship between green HRM and green creativity?

o RQ6: How can healthcare organisations strategically align their HR
policies and practices with sustainability goals to drive environmental
innovation?

o RQ7: What are the perceived barriers and enablers to implementing
green HRM in healthcare institutions?

Rationale of the Study

Hospitals, being the centres of healing and well-being, are amongst the biggest
contributors of environmental deterioration, generating large amounts of both
medical, biomedical and non-medical waste. Hence, all over the globe, sustain-
ability in healthcare has become an important focus. The healthcare sector has a
crucial impact on environmental degradation and therefore owes the responsibil-
ity to adopt preventive measures to minimise the negative impacts of the waste
generated. Hospitals have various departments ranging from patient care to resi-
dential facilities, including laundry, kitchen and parking lots, contributing to the
environmental footprint. When sustainable practices are implemented, hospitals
will have the potential to lead by example in addressing waste generation and
environmental challenges. While several hospitals have adopted and implemented
green practices around the world to create a greener planet, we hope this momen-
tum will gain speed gradually. As of today, there is an increase in the number of
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hospitals embracing sustainability and inspiring other industries to rethink and
redesign their own green practices. Although there has been extensive research on
topics pertaining to green HRM in industries from manufacturing to service, the
healthcare sector remains underexplored. This study aims to focus on the private
hospitals and their strategies of green HRM.

Literature Review and Hypothesis Development

Green HRM is significant in promoting sustainability at the workplace through
HR strategies (Mandip, 2012). Implementation of green HRM will increase
the likelihood of organisational environmental sustainability success. These
green HRM practices are defined as HR strategies, which improve pro-envi-
ronmental behaviour (Kramar, 2014). Thus, HR policies, which help the
organisation in achieving goals and protecting the environment from the
adverse effects caused by the operations of the organisation, can be called
green HRM. Organisations incorporate green HRM practices to strengthen
environmental goals and encourage employees to contribute in achieving that
goal through appropriate strategies (Jackson et al., 2011). Resultant, green
HRM enables the strategic ground for a long-term view of human capital
investment by promoting desirable behaviours, recognising employees’ con-
tributions and ensuring employees’ career development path (Robertson &
Barling, 2017). Additionally, organisations endeavour to maximise return on
investment (ROI) in their members by actively integrating employee input
into organisational outcomes (Jabbour et al., 2015).

There are various ways by which green human resource practices induce green
behaviour among employees, such as green culture, green values and green organ-
isational citizenship behaviour (OCB). A number of studies (Harris & Crane,
2002; Holt & Anthony, 2000; Kramar, 2014; Mandip, 2012) have confirmed a
significant relationship among all these through various mediation and modera-
tion approaches. Through their attitudes, values, beliefs and activities, members
of green culture organisations demonstrate a care for the environment (Roscoe
et al., 2019). Here, values mean ‘what internal customers (employees) consider
moral and ethical for the ecology’ (Harris & Crane, 2002; Holt & Anthony, 2000).
Studies by Valsiner (2014), Ratner (2017) and Glaveanu and Wagoner (2015)
state that culture involves active and selective internalisation of messages by an
individual who produces and expresses meaning, which then creates differences
between personal and collective culture. While belief reflects the perception of
employees towards what counts as right or wrong and as acceptable or unaccept-
able concerning the environment and its safety (Roscoe et al., 2019). It also influ-
ences the actions towards environmental protection (Chang, 2015).

Previous studies have found a significant association between green HRM and
green culture (Al-Alawneh et al., 2024; Amini et al., 2024; Dyllick & Hockerts,
2002), depicting that green HRM practices in turn generate a higher degree of
green culture in an organisation (Pellegrini et al., 2018). Since it is crucial for
coordinating company ideology with employee beliefs and actions, the human
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resource department serves as the cornerstone in this (Roscoe et al., 2019). Thus,
the following hypothesis has been suggested:

H,: Green HRM significantly impacts the green culture in organisation.

In addition to having a stronger impact on social and psychological influence than
on environmental performance, green culture is associated with organisational
citizenship behaviour (Temminck et al., 2015). Further, this also confirmed a pos-
itive correlation, and the stronger the green culture, the higher the GOCB (Dumont
et al., 2017). Consequently, we see green culture advancing GOCB. Similarly, the
human resource department encourages employees and supports pro-environmen-
tal efforts (Amini et al., 2024). Hence, green HRM practices foster commitment
towards pro-environmental behaviour (Pellegrini et al., 2018).

As mentioned previously, continuous participation and involvement in green
initiatives at the workplace by employees will encourage and boost pro-environ-
mental behaviour. In summary, employees will reinforce GOCB when such prac-
tices align with their own values. Furthermore, fostering GOCB starts with
assisting employees in truly seeing their value. Studies (Daily & Huang, 2001;
Jose Chiappetta Jabbour, 2011) stated that there is a rise in GOCB when employ-
ees of the organisations take part actively in environmental initiatives. Additionally,
employee empowerment is key to ensuring a workplace culture of continuous
improvement while reducing bureaucracy and bypassing red-tapism (Roscoe
etal., 2019).

H,: Green culture significantly influences GOCB.

As per Organ (1988), OCB can be understood as voluntary actions, which employ-
ees perform at the workplace and which go beyond their job descriptions and are
not officially awarded, but play a crucial role in supporting how organisations
function. On the other hand, green creativity involves the creation of new and
innovative green services, products and practices, which are original and add real
value (Amabile, 1988). Liu et al. (2019) found that OCB is positively related to
green creativity. They conducted a study on a sample of Chinese employees and
found that those who engaged in OCB also generated more green creative and
innovative ideas than those who did not. Further, OCB provides employees with
a sense of ownership and belonging in their workplace, which in turn motivates
them to generate creative and new ideas for sustainability.

Similarly, Hsiao and Wang (2020) found that OCB is positively related to
green creativity in the hospitality industry in Taiwan. When employees engage
in OCB, they experience a sense of intrinsic motivation, which enhances their
creativity for sustainability (Hsiao & Wang, 2020). Furthermore, Liu et al. (2020)
also opined that OCB is positively related to green creativity. As per them, when
employees engage in OCB, they become more committed to their organisation’s
goals and values, which motivates them to generate creative ideas for
sustainability.

In addition, Wu et al. (2021) investigated the relationship in the context of
Chinese universities and found that OCB is positively related to green creativity.
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OCB gives them a sense of responsibility and accountability towards the environ-
ment, which motivates them to generate creative ideas for sustainability. Overall,
the literature indicates a positive relationship between OCB and green creativity.
This relationship is likely to be influenced by factors such as organisational cul-
ture, job satisfaction and employee motivation. Keeping this discussion as piv-
otal, the following hypothesis is proposed:

H;: Green organisational citizenship behaviour is positively associated with
green creativity.

Green values can be understood as the significance of individual or group values
in protecting the environment (Mustonen et al., 2016). Hence, these can be called
a set of guiding principles, which shape individual attitudes, decisions and behav-
iours. These values extend beyond awareness, influencing lifestyle choices and
ethical considerations. Green values serve as the foundation of sustainability
goals and corporate social responsibility, linking personal beliefs and organisa-
tional commitment to environmental well-being. Additionally, Li et al. (2020) and
Wu et al. (2021) stated that commitment towards the environment increases moti-
vation, which in turn increases creativity and green output.

Over time, various studies (Andersson et al., 2005; Chou, 2014; Kim & Seock,
2019; Schultz et al., 2005) have suggested a direct relationship between green
behaviour and green values, but we are yet to understand the moderating or medi-
ating role of green values. Dumont et al. (2017) showed that the organisation
which promotes green values will have green culture, which in turn leads to a
higher level of GOCB and creativity. Strong green values are interrelated with
exhibiting green behaviour addressing environmental challenges (Al-Ghazali &
Afsar, 2021). Green values will shape and decide how employees will respond
towards sustainability stimuli of organisations. If employees have strong green
values, that will translate into their actual behaviour at the workplace. Hence, the
following hypothesis has been formulated:

H,: Green values moderate the relationship between GOCB and green creativity.

Thus, based on the above discussion, the following research model has been
proposed.

Method

The present study has adopted the mixed research approach to answer the under-
lying research questions. Two studies have been conducted for the present research
work. Both qualitative as well as quantitative designs were used. For the qualita-
tive research approach, we have used content analysis of official websites, whereas
the quantitative research study used a descriptive research design.

Study 1: First, a qualitative research design has been used to study disclosure
practices of the healthcare industry, where both public and private hospitals were
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Table I. SCimago Ranking (Public Sector).

Employee

S.No. Name Inception City, State Strength

I Institute of Liver and Biliary 2009 New Delhi, Delhi 650
Sciences

2 Safdarjung Hospital 1939  New Delhi, Delhi 1,100
Medical College and 1835  Kolkata, West Bengal 500
Hospital, Kolkata

4 Guru Tegh Bahadur Hospital 1979  New Delhi, Delhi 800

5 Government Medical 1991 Chandigarh 700
College and Hospital,
Chandigarh

6 Lady Hardinge Medical 1914 New Delhi, Delhi 500
College

Source: SClmago Institutions Ranking. https://www.scimagoir.com/rankings.php?sector=Health&co
untry=IND

Table 2. SCimago Ranking (Private Sector).

Employee
S. No. Name Inception City, State Strength
I St. John’s Medical College 1963 Bengaluru, Karnataka 2,500
and Hospital
2 L. V. Prasad Eye Institute 1987 Hyderabad, Telangana 700
Sir Ganga Ram Hospital 1954 New Delhi, Delhi 2,000
4 Seth Gordhandas Sunderdas 1926 ~ Mumbai, Maharashtra 800

Medical College and King
Edward Memorial Hospital

5 Maharishi Markandeshwar 1993 Mullana, Haryana 650
Institute of Medical Sciences
and Research

Source: SClmago Institutions Ranking.

selected for comparative purposes. For this study, we have used the SCImago
ranking (2023) for Indian hospitals based on research focus. We have identified
five private and five public hospitals from the list for our study. There are different
types of hospitals that serve the multifaceted needs of society. Therefore, we
divided the hospitals into two parts based on the classification between public and
private sectors. A total of 10 hospitals were selected for content analysis of envi-
ronmental disclosure on their official websites. Tables 1 and 2 contain the list of
public and private sector hospitals in the SCImago (2023) ranking.

Table 2 presents the list of private sector hospitals taken from the SCImago
ranking (2023).

After the selection of hospitals, their respective websites have been explored
for disclosure of sustainability practices and initiatives. It has been assumed that
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organisations with ecological focus and consideration tend to disclose and empha-
sise more on sustainability practices on their official websites and other important
disclosure documents. Therefore, the website of each selected hospital has been
thoroughly explored for sustainability-related disclosures, more specifically,
green HRM (green building, green training and any other). Thereafter, content
analysis has been performed on the environmental disclosure of every hospital.

Study 2: After qualitative analysis, Study 2 has been conducted using a quanti-
tative research approach. In order to find out the influence of green HRM prac-
tices on green creativity of employees, a descriptive research design has been
used because of its appropriateness in hypothesis testing.

Sample and Sampling Strategy

The study includes HR, administrative staff and paramedical staff of private hos-
pitals in Delhi NCR. Employees who were on direct payrolls were included in the
study, assuming their direct involvement in and relevance to the core functions of
hospitals. Purposive sampling technique (non-probability sampling strategy) has
been used in order to obtain the required respondents.

Data Collection Procedure

Primary data were collected using a structured questionnaire, prepared from
extensive literature review (details of which are given in the following subsec-
tion). A total of 200 print questionnaires were distributed to HR, administrative
staff and paramedical staff of private hospitals only. Out of these, 20 responses
were incomplete and 10 were not returned. Thus, the final sample size consisted
of 170 responses. Thus, this sample size is considered appropriate for many
research purposes and can yield statistically robust results.

Questionnaire and Measures

The questionnaires contained questions related to green HRM practices, green
values and green creativity, allowing participants to provide numerical or categor-
ical responses. There were two sections in the questionnaire. To begin with, the
first section consisted of demographic questions to answer, followed by questions
on constructs for the study, including green HRM (Saeed et al., 2019), green cul-
ture (Marshall et al., 2015; Umrani et al., 2022), GOCB (Hooi et al., 2022; Pham
et al., 2018), green value (Hooi et al., 2022) and green creativity (Barczak et al.,
2010; Rego et al., 2007). Detailed items of each construct/scale can be seen in
Annexure A in the supplementary material.

e Common method bias (CMB) and non-response bias: In order to identify
and mitigate the CMB, various measures have been taken at the time of
questionnaire development. In self-administered questionnaires and data
collection instruments, CMB and non-response bias should be addressed
properly. For this study, the order of questions and statements has been
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counterbalanced during the formulation of the questionnaire (Podsakoff et
al., 2003); a few negative statements were also added, anonymity assur-
ance, optimising the length of the questionnaire, establishing the signifi-
cance of the study among respondents (Yu & Cooper, 1983) and other
measures have been taken. Apart from all these, a marker variable (Price
Consciousness) was also included in the questionnaire for mitigating CMB
impacting study findings.

* Informed consent: Respondents were informed about the requirement of
the study and its relevance in the present context. Apart from it, they have
been given the opportunity to be or not to be a part of the survey process.
Respondents who were a part of the study were assured that their confiden-
tiality and the privacy of the data will be maintained. Additionally, if any
respondent asked for findings or results of the study, they will be provided
with the requisite information after completion of the study.

*  FEthical consideration: Ethical approval was taken from the Institutional
Ethics Committee.

Analysis and Findings
Study |

The findings of this study reveal that private hospitals in India employ various
green HRM practices, including comprehensive training programmes, rewards
and recognition, and career development opportunitics. These practices are
designed to attract and retain skilled healthcare professionals, enhance employee
satisfaction and improve organisational performance. These private hospitals
struggle with constraints of limited budget and funding, which puts them in a
dilemma. However, on the other hand, public hospitals also deal with restricted
budgets and burcaucratic interventions that affect the effectiveness and morale of
employees. Hospitals from both sectors share similar priorities; however, their
approaches differ. Despite the differences, both hospitals value the need for robust
green HRM practices.

Table 3 presents the comparative content analysis of public and private hospi-
tals in terms of their sustainability disclosure.

Study 2

Structure equation modelling has been done using Amos 23.0.

Measurement Model. Confirmatory factor analysis (CFA):

To ascertain if the measurement model fitted, Amos 26.0.0 trial version was used
to perform CFA with maximum likelihood estimation. A component of CFA was
evaluating the factor loadings for every item. All factor loadings were statistically
significant (p <.05) and ranged from 0.71 to 0.886, demonstrating robust relation-
ships between the observed variables and their respective latent constructs (see
Annexure B in the supplementary material). The overall goodness of fit of the
model was evaluated using the model fit measures, and all values that fell below
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Table 3. Comparative Content Analysis of Public and Private Hospitals in Sustainability
Disclosure.

Green Human Resource
Management (GHRM)

Green  Carbon Green
S. No. Hospital Sustainability Building Footprint  Training
| Institute of Liver and Biliary v NA NA NA
Sciences
2 Safdarjung Hospital v NA NA NA
3 Medical College and Hospital, v NA NA NA
Kolkata
4 Guru Teg Bahadur Hospital v NA NA NA
Government Medical College v NA NA NA
and Hospital, Chandigarh
Lady Hardinge Medical College NA NA NA NA
St. John’s Medical College and v NA NA NA
Hospital
L. V. Prasad Eye Institute X v v v
9. Sir Ganga Ram Hospital v v v v
10. Seth Gordhandas Sunderdas v v v

Medical College and King
Edward Memorial Hospital

11 Maharishi Markandeshwar v v v v
Institute of Medical Sciences
and Research

Table 4. Model Fit Measures.

Measure Estimate Threshold Source Interpretation
CMIN 1,374.847 - Hu and Bentler (1999) -

DF 809 - -

CMIN/DF 1.699 Between | and 3 Excellent

CFI 0915 >0.95 Acceptable
SRMR 0.047 <0.08 Excellent
RMSEA 0.064 <0.06 Acceptable

Note: CFl: Comparative fit index; CMIN: Chi-square minimum discrepancy; DF: Degrees of freedom;
RMSEA: Root mean square error of approximation; SRMR: Standardised root mean square residual.

the common acceptability criterion agreed with the threshold values proposed by
Hu and Bentler (1999). A satisfactory fit was obtained with the five-component
model (green HRM, green value, GOCB, green culture, green creativity) (see
Table 4).
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Table 5. Reliability and Validity.
CR AVE MSV MaxR(H) GHRM GCL GOCB GC GV
GC 0.894 0.584 0.578 0.895 0.764
GHRM 0.973 0.654 0524 0.974 0.724  0.809
GCL 0.945 0.711 0446 0.946 0.568 0.604 0.843
GOCB 0.950 0.730 0578  0.951 0.760 0.659 0.668 0.854
GV 0.881 0.711 0.567 0.883 0.753 0.641 0501 0.662 0.843

Source: Gaskin and James (2019), ‘Master Validity Tool’, Amos Plugin. Gaskination’s StatWiki.

Within a CFA framework, the study rigorously evaluated construct validity and
reliability. Convergent validity on the grounds of average variance extracted
(AVE), all latent constructs again passed the conventional cut-off level of 0.5
(Fornell & Larcker, 1981) as evidence (by the bold values of Table 5) that the
model was operating adequately. Discriminant validity was established by com-
paring the square root of AVE values (diagonals in Table 5) with inter-construct
correlations (below the diagonals), in which the diagonal value of each construct
was larger than its correlations with other constructs, demonstrating the discrimi-
nant of each construct from the other constructs.

According to Hair et al. (2010), reliability, also known as internal consistency,
is another convergent validity metric. The Cronbach’s alpha coefficient is a com-
monly used metric for assessing internal consistency. However, as composite reli-
ability (CR) is regarded as a better option than alpha coefficient, it is typically
utilised in comparison with Cronbach’s alpha (Chin, 2009; Kumar & Saha, 2017).
A construct’s CR value needs to be more than 0.7 in order for it to be deemed
dependable and internally consistent (Hair et al., 2010; Nunnally, 1978). All latent
constructs had CR values significantly higher than the cut-off value of 0.7, indi-
cating the reliability of the constructs (refer to Table 5).

Structural Model.

After the measurement model, the structural model was tested by using 5,000
bootstraps at 95% level of confidence. To scrutinise the association between green
HRM and green creativity, the factor scores from the CFA of the measurement
model were imputed using AMOS path analysis. As a measure of the hypothesis,
green culture and GOCB were tested as mediators and green value as a moderator
(see Figure 1). Table 6 provides a thorough breakdown of the regression analysis’s
findings, including parameter estimates, the crucial ratio (7 value) and the associ-
ated p values (Please see Figure 2 for path).

Green HRM is positively related to green culture (estimate = 0.648, p < .05)
and GOCB (estimate = 0.489, p <.05). Green HRM is positively related to green
creativity also (estimate = 0.204, p < .05). Green culture is positively related to
GOCB (estimate = 0.526, p < .05) but not related to green creativity
(estimate =—0.013, p > .05). Therefore, green culture encourages the green organ-
isational citizenship behaviour but does not impact the green creativity. GOCB
has a significant impact on green creativity (estimate = 0.217, p <.05). Therefore,
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Note: HRM: Human resource management; OCB: Organisational citizenship.

Table 6. Structural Model Estimates.

Estimate S.E. TValue p Label

Green human —  Green culture  0.648 0.1 10.48  **  apath

resource

management

Green culture —  Green 0.526 0.1 7.04 ¥ bpath
organisational
citizenship

Green human —  Green 0.489 0.1 6336 ¥ fpath

resource organisational

management citizenship

Green organisational —  Green 0.217 0 5.634 ¥ dpath

citizenship creativity

Green value —  Green 0.274 0.1 4974 *  epath
creativity

Green organisational -  Green -0.12 0 -3.769 * |path

citizenship*Green creativity

value

Green human —  Green 0.204 0.I 3.818 *F cpath

resource creativity

management

Green culture — Green -0.013 0 -0.296 .8 gpath
creativity

Note: **p < .001.

we can conclude that green culture somewhere does not directly influence green
creativity but indirectly impacts it, which will be further tested in mediation anal-
ysis. The interaction of green value and GOCB has a significant impact on green
creativity (estimate = —0.12, p < .05). It means green value was moderating the
relationship.
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Table 7. Mediation and Moderation Analysis (Bootstrapping).

Standardised Standardised
Relationship Indirect Effect Bootstrap Confidence  Direct Effect  p Value Result
Lower Upper

Med| -0.008 —0.111 0.097 0.204* 77 No mediation

Med2 0.106* 0.013 0.264 01l Partial
mediation

SM 0.074** 0.019 0.167 .006  Partial serial
mediation

Probing Moderated Indirect Relationships

Low level of 0.146 0.05 0.302 0 Indirect effect

green value improved

High level of 0.066 —-0.038 0.242 234 No indirect

green value effect

IOMM -0.059* —0.123 0.0l 021 Moderated
mediation

Notes: *p < .001; *p < .05. IOMM: Index of moderated mediation.

Mediation and Moderation Analysis

Despite being extremely well-liked and frequently applied, the method proposed
by Baron and Kenny (1986) has faced criticism in recent times (Preacher &
Hayes, 2004) for two primary reasons: inconsistent mediation (MacKinnon et al.,
2007) and relatively low statistical power (Fritz & MacKinnon, 2007). When the
path coefficient between the predictor and the mediator (a) is negative, resulting
to a negative indirect effect (ab), and the total effect is very small and non-signif-
icant (even though both direct and indirect effects are individually substantial),
inconsistent mediation—though extremely rare—occurs. Owing to the shortcom-
ings of Baron and Kenny’s (1986) methodology, the present study, the bootstrap-
ping approach by Preacher and Hayes (2008) was used with 5,000 sub-samples
and a 95% bias-corrected confidence interval to estimate the indirect effect in
addition to the direct path, as described in the research model. The direct, indirect
and total effects—the outcomes of the mediation and moderation analysis—are
described in Table 7 and Figure 2. For analysing the effects, the following paths
were studied:

Medl=apath*gpath (Mediation of green culture from GreenHRM to green
creativity)

Med2=fpath*dpath (Mediation of GOCB from GreentHRM to green
creativity)

SM=apath*bpath*dpath (Serial Mediation of green culture and GOCB from
GeenHRM to green creativity)
OneSDbelow=fpath*((Ipath*—0.69021)+dpath)
OneSDabove=fpath*((Ipath*0.69021)+dpath)

IOMM=fpath*Ipath (Interaction of moderated mediation)
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Figure 2. Structural Model.

The indirect effect of green HRM on green creativity through green culture was
found not significant (estimate = —0.008, p = .77). Hence, we see that green cul-
ture is not mediating the relation between green HRM and green creativity.
However, the indirect effect of green HRM on green creativity via GOCB is found
to be significant (estimate = 0.106*, p <.05) including the direct relationship with
GOCB as well. Hence, we understand GOCB is not fully but partially mediating
between green HRM and GOCB.

The results of the indirect effect of both interceding to green creativity are
found to be significant (estimate = 0.074, p < .05). Hence, we can say that serial
mediation occurs. As per the model, we see green HRM and green creativity are
mediated by two variables, green culture and GOCB. Additionally, there is a
direct effect of green HRM to green creativity in the presence of green culture and
GOCB which are also significant (estimate = 0.204, p < .05). Therefore, we can
see it as a case of partial serial mediation as green culture and GOCB partially
mediate the relation between green HRM and green creativity.

Results show that when the green value is low, the indirect effect was 0.146
and significant (p < .05). But at a higher level of green value, the indirect effect
was 0.066 and p = .234, which means the relationship became not significant.
Now it is required to assess whether the indirect effect was being moderated. As
per the index of moderated mediation (IOMM) by Baron and Kenny (1986), to
determine whether moderated mediation was occurring, the analysis looks at
whether the slope is substantially different from zero. It is —0.059 with p value
.021; therefore, green value was moderating the indirect effect from green HRM
to green creativity through GOCB. The strength of this indirect effect changes
with green value.

Discussion

In the present work, Study 1 aimed to compare the sustainability focus of both
private and public healthcare organisations. It is seen that private hospitals have a
greater focus on sustainability and their practices compared to public hospitals.
The public health sector is largely influenced by complex determinants, namely
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occupational conditions and corporate practices. These determinants indirectly
influence system inequalities and organisational behaviour (Park et al., 2025).
Their websites contain more mentions and disclosures on sustainability practices
like green HRM, green building and carbon emissions compared to their counter-
part public sector organisations. Private hospitals tend to show more concern
towards ecological issues and challenges, possibly due to goodwill, company
image, regulatory compliance and competition. Thus, the findings of this study
were further extended in Study 2, where employees of private hospitals were
included in the sampling for understanding different facets of sustainability in
organisational imperatives. Thus, Study 2 aimed to investigate the relationship
between green HRM and green creativity in private healthcare setups in Delhi
NCR. The above research has included green HRM, which emerged for the first
time in 2018 (Renwick et al., 2008). Moreover, our study is an extension to the
existing study of green HRM but with a moderating green value on green creativ-
ity. Green HRM practices play a critical and most important role in shaping the
organisational culture. They do the above by embedding sustainability into the
core values and daily operations. Hence, we can say green HRM practices are of
utmost importance in making crucial sustainability changes (Yong et al., 2020).
The results of our research support our notion that when green HRM is strong, it
leads to a stronger green culture (Hooi et al., 2021). Our results are compatible
with the findings of many previous studies (Ahmed et al., 2021; Yong et al., 2020),
which demonstrated that green culture is an important antecedent for environmen-
tal performance. These hospitals have their sustainability reports published on
their websites, which state that sustainability reporting offers additional benefits
and is embedded in organisations’ strategic priorities (Higgins & Coffey, 2016).
In strategic parlance, companies use this sustainability reporting as a strategic
imperative that is embedded in their important decision-making processes. Thus,
apart from the sustainability focus, reporting also offers additional benefits to the
companies (hospitals, in this case).

The study also resulted in green HRM practices often leading to the encourage-
ment of employees to go beyond their formal roles. Further, a strong green culture
creates social norms, which encourage GOCB. When environmental sustainabil-
ity becomes a part of organisational identity, employees feel a sense of moral
obligation in engaging and demonstrating GOCB. This study verifies the direct
effect of green HRM on green creativity. In addition, it also highlights how the
implementation of green HRM practices can increase environmental sustainabil-
ity (Yusoff et al., 2020). However, in a contrary study conducted by Hooi et al.
(2022), our finding depicts that as green value increases, the moderating effect
weakens, and the relationship becomes insignificant.

Limitations and Future Directions

In the present research, all efforts have been made to minimise the limitations and
increase the robustness of the findings. However, it is important to discuss the
significant ones. In Study 1, the only official websites were used for content anal-
ysis whereas other disclosure documents, such as annual reports, could offer
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deeper insights into the sustainability focus of the respective organisations.
Second, only SCImago ranking (2023) was used for sampling, whereas other
domestic rankings can also be used to select varied hospitals. Additionally, hospi-
tals from other regions could also be used to compare the findings of content
analysis for different contextual settings. In Study 2, different industries, cultural
context and organisational settings may yield varying results. We could proceed
ahead with the analysis of green HRM at all levels of the organisation, which
represents a limitation of this study. Further, there could be other variables of
green HRM added to the study along with cross-industry and cross-country com-
parative studies. Additionally, studies could be extended further in longitudinal
designs to measure the impacts of variables over time.

Implications and Conclusion

The findings of the study have implications for organisations aiming to foster
sustainability and green creativity. Hospitals can leverage green HRM practices to
develop a culture of environmental accountability and responsiveness, which can
enhance employees’ creative contributions to sustainable initiatives. HR depart-
ments can play a pivotal role in implementing and promoting green HRM prac-
tices that align with the company’s sustainability goals. The study suggests the
importance of training programmes that focus on promoting green values among
employees. Hospitals can invest in training initiatives that emphasise the signifi-
cance of environmental responsibility and its alignment with creativity. Hospitals
should consider including sustainability-related performance metrics in their
employee appraisal systems. Recognising and rewarding the employees for their
contributions to sustainability and green creativity can motivate further engage-
ment. HR departments should integrate sustainability criteria into recruitment and
selection policies. This integration will ensure that selected candidates and
employees not only possess the necessary capabilities and skills but also have
alignment with the organisation’s green values and their jobs.

In conclusion, the study sheds light on the intricate relationship between green
HRM practices, green values and green creativity within private hospitals. It
underscores the pivotal role of HR departments in fostering a culture of sustain-
ability, where employees are not only encouraged to adopt green values but also
exhibit enhanced creative problem-solving abilities related to environmental chal-
lenges. The findings emphasise that green HRM practices are more than just a
compliance requirement; they serve as catalysts for green creativity. By investing
in green HRM initiatives, organisations can inspire employees to generate innova-
tive and creative solutions that contribute to sustainable development. As we
move forward, it is essential for both scholars and practitioners to delve deeper
into this realm. Future research should explore the nuances of how different green
HRM strategies impact various aspects of green creativity and sustainability
across diverse organisational contexts. In doing so, we can advance our under-
standing of how HRM practices can serve as powerful tools in the pursuit of a
more environmentally responsible and creative workforce. Ultimately, the
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integration of green values into HRM can be a driving force for sustainable inno-
vation in the workplace and beyond.
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