RESEARCH IN MANAGEMENT OF TECHNOLOGY AND
BUSINESS

e-ISSN: 2773-5044 RMTB

Vol. 6 No. 1 (2025) 228-240
https://publisher.uthm.edu.my/periodicals/index.php/rmtb

The Relationship Between Green HRM and Employee
Green Creativity among Employees in Manufacturing
Sector

Wong Mei Jial, Eta Wahab1*

1 Department of Management and Technology, Faculty of Technology Management and Business,
Universiti Tun Hussein Onn Malaysia, Batu Pahat, Johor, 86400, MALAYSIA

*Corresponding Author: eta@uthm.edu.my
DOI: https://doi.org/10.30880/rmtb.2025.06.01.019

Article Info Abstract

Received: 31 March 2025 There is less research conducted on how Green HRM can enhance green
Accepted: 30 April 2025 creativity in manufacturing sector. Therefore, this study aims to
Available online: 30 June 2025 explore how employee green creativity can be enhanced by

strengthening green human resource management. The objective of
this study is to determine the level of Green HRM among employees in

Keywords ) :

manufacturing sector, to determine the level of employee green
Green HRM, employee green creativity among employees in manufacturing sector, and to identify
creativity, manufacturing sector the relationship between Green HRM and employee green creativity

among employees in manufacturing sector. This was a quantitative
study by distributing an online survey to 384 employees in Selangor’s
manufacturing sector with a response rate of 39.58%. The study’s data
were analysed using both descriptive and correlation analysis with
SPSS. The study found a significant positive relationship between Green
HRM and employee green creativity, highlighting the potential for
GHRM practices to drive sustainable innovation within employees of
manufacturing sector.

1. Introduction

Green human resource management (GHRM) refers to a collection of techniques aimed at encouraging
ecologically, socially, and resource-conscious conduct among employees in a corporation. A few examples of green
HR efforts are green training, green rewards, and green performance appraisal (Shafaei & Nejati, 2024). Moreover,
implementing green HR may help green firms in several ways, including higher employee confidence, engagement,
and motivation. In addition to becoming more productive, workers are also probably going to become more
devoted to the company. Organizations may improve their environmental performance by using Green HRM
(Mousa & Othman, 2020).

Green creativity entails developing new concepts for environmentally friendly goods, services, processes, or
behaviors that are both inventive and helpful (Chen & Chang, 2013). Furthermore, green innovation, which turns
items into “sustainable green products” to lessen environmental harm and further businesses’ green agendas, is
proxied by green creativity. Because of the way the manufacturing industry operates, it uses a lot of resources,
generates a lot of waste, and contaminates the air, water, and land with harmful substances (Farrukh et al., 2022).
To reduce environmental pollution, manufacturing businesses are considering how to integrate Green HRM
practices and foster green creativity within their organizations. The potential of green creativity to stimulate
sustainable innovation and growth in businesses and sectors makes it significant. Green creativity not only tackles
environmental issues but also supports social responsibility and long-term ecological balance. Organizations may
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create cutting- edge goods, procedures, and services that have a minimal negative impact on the environment, use
fewer resources, and support sustainable development by cultivating a culture of green creativity.

According to the natural resource-based paradigm, future businesses will rely largely on nature, and only
those that prioritize environmental sustainability will prosper (Hart & Hart, 2013). Green creativity has been
introduced in the manufacturing sector, as previously stated. Businesses greatly rely on the creative and
environmentally conscious actions of their employees to advance environmentally sustainable growth (Malik et
al, 2021). Green creativity is the process of creating useful and inventive ideas with environmentally sensitive
inputs to produce goods, services, procedures, and practices for businesses (Zhang et al., 2020). Additionally,
green creativity may provide businesses a competitive edge while also being essential for addressing ecologically
sustainable improvements on a worldwide scale (Chen & Chang, 2013). However, producers still need to raise
awareness among producers about the relevance and advantages of green creativity. Apart from that, there has
not been any actual research done on how Green HRM improves green creativity in manufacturing sector (Joshi &
Dhar, 2020). The gap emphasizes how urgently thorough study is needed to clarify how green training programs
support manufacturing professionals’ adoption of innovative and sustainable practices. Hence, there is a need to
explore how to increase green creativity by enhancing Green HRM. The previous studies found that Green HRM
could improve the innovative behavior of employees (Shafaei & Nejati, 2024). However, limited studies were
found on the association between Green HRM and employee creative activity from a Malaysian perspective (Zihan
etal, 2024). Thus, this study aims to identify the relationship between Green HRM and employee green creativity
among employees in manufacturing sector in Malaysia.

Therefore, to achieve the research objectives the level of Green HRM and employee green creativity among
employees in manufacturing sector are determined. Consequently, the relationship between Green HRM and
employee green creativity among employees in manufacturing sector is identified.

2. Literature Review

2.1 Employee Green Creativity

The concept of green creativity emerged when corporations placed a greater emphasis on social responsibility
and environmental sustainability. As a consequence of rapidly developing environmental concerns that jeopardize
the lives of millions of people, many organizations have shifted their emphasis to the emerging trend of green
innovation (Taha & Abbas, 2023). Green creativity is an important component in organizations and is closely tied
to the organization’s strategy. This is due to the concept’s ability to generate something fresh of great value while
also benefiting the surrounding environment. It describes a technique that reduces material density and has a
negative influence on industrial operations while also adding value via continual improvement. Organizations are
encouraged to shift their focus from traditional creativity to green innovation, which includes putting an
environmental factor into goods and services. This includes attempts to protect or improve the natural
environment by lowering energy use, decreasing resource utilization, and reducing waste and emissions
(Hasnawi, 2021).

Green creativity is characterized by the development of concepts akin to environmental creativity and
environmental efficiency (Yang et al, 2019). Green innovation aims to promote economic growth and
development while protecting the sustainability of natural assets that supply environmental resources and
services critical to human well-being. Furthermore, it also helps to minimize the cost of generated materials
(Maitlo et al., 2022; Mcdonald, 2003). Green inventiveness serves as a bridge between environmental ethics and
competitive rewards. It gives an excellent chance to satisfy client expectations while protecting the environment.
Furthermore, it may enhance organizational performance, achieve efficiency in the use of resources and energy,
and allow companies to cut expenses while increasing revenues (Taha & Abbas, 2023).

2.2 Theory of Employee Green Creativity

Using the 4Ps paradigm, there is a four-dimensional model of employee green creativity that defines four “bases”
of green creativity, namely green creative motivation, thinking, behavior, and outcome (Jiang et al., 2021). Green
creative motivation correlates to the “press” component, which refers to external influences that influence
motivation. Green creative thinking correlates with the “individual” factor, emphasizing individual cognitive
processes. Green creative behavior reflects the “process” component, which includes actions and behaviors.
Finally, green creative outcome falls under the “product” category, which refers to the concrete outputs or effects
of creative efforts. These four categories are fundamentally diverse because they reflect varying aspects of green
creativity.
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2.2.1 Green Creative Motivation

Green creative motivation is the intrinsic drive to create and develop green products that minimize pollution and
promote sustainability. Such individuals inspire others in the organization to innovate (Taha & Abbas, 2023). This
motivation enhances employees’ creative self-efficacy, encouraging engagement in developing green goods
(Prabhu et al., 2008). It helps them recognize the value of their creative actions (Auger & Woodman, 2016).
Intrinsic drive boosts cognitive flexibility, leading to increased creativity (Shalley et al., 2004). Employees who are
personally driven are therefore more likely to come up with creative concepts for eco-friendly products.

2.2.2 Green Creative Thinking

To engage in green creative thinking, one must possess the cognitive ability to recognize basic problems and
devise original solutions, as well as the cognitive flexibility to create strategic plans and solutions for new issues.
One must also gather ideas from colleagues and engage in thoughtful, flexible discussions to arrive at the main
idea (Taha & Abbas, 2023). The green creative drive alone is insufficient to foster green creativity; personnel must
also have creative thinking abilities such as cognitive style and flexibility. Personal creative thinking is at the
center of the creative process, including issue-solving and solution implementation (Lonergan et al.,, 2004).

2.2.3 Green Creative Behavior

Green creative behavior involves individuals’ ability to learn green behaviors and skills, communicate them
flexibly, and develop them further to achieve green creative objectives in providing or developing green goods.
They must collaborate, exchange knowledge, and gather information to generate unique and effective ideas for
green products (Taha & Abbas, 2023). This behavior is crucial for translating creative ideas into tangible green
products, requiring both static and dynamic capacities (Paulus, 2000).

2.2.4 Green Creative Outcome

Green creative outcome involves providing fresh concepts and recommendations for environmentally friendly
goods, services, procedures, or methods that are acknowledged as unique, innovative, and eco- friendly. It aims to
lessen harm to the environment caused by manufacturing processes, thus promoting environmental
sustainability. It's crucial for workers in green businesses to deliver innovative results, including creating green
services and goods. The last dimension, “green creative outcome,” involves carrying out creative objectives by
generating original and practical concepts for green goods. Employees must consider the amount, quality, value,
and speed of innovative ideas when creating and executing eco-friendly products (Hsu et al., 2010). To preserve
the stability of the green product development system, workers must provide not only time, labor, materials, and
money but also produce innovative results (Horwitz & Horwitz, 2007).

2.3 Green HRM

The application of green management concepts to different HR tasks, such as job design, staffing, training and
development, motivation, and human resource maintenance, is known as green human resource management, or
GHRM. The objectives are to fulfill employee expectations, advance company objectives, and improve pro-
environmental behavior among employees (Shah, 2019). Green HRM focuses on the organization’s environmental
management objectives and human resources (Jabbour & Renwick, 2018). Explicit frameworks are necessary for
resource management and environmental damage prevention in organizations, requiring the implementation of
monitoring techniques to evaluate sustainable operations (Chams & Garcia-Blandén, 2019).

According to Wagner (2013), green HRM is a subset of sustainable HRM focused on environmental
sustainability. It deals with corporate social responsibility issues. To foster employee engagement and develop
corporate social responsibility, firms must implement green human resource management practices. It is
imperative to implement green HRM policies to maximize employee experience with corporate social
responsibility (Leidner et al., 2019). Workers should advocate for green HRM practices to provide dedication,
feedback, and help address environmental issues by prioritizing environmental considerations in all parts of their
work (Yusliza et al,, 2017).

2.4 The Relationship between Green HRM and Employee Green Creativity

Previous study by Huo et al. (2020) on Chinese coal enterprises found that top management’s commitment to
human resource management promotes green creativity through Green Human Resource Management (GHRM).
The results show that dedication to green human resource management has an indirect impact on the enterprise
of green innovation. GHRM, as defined by Guerci & Carollo (2015) and Zibarras and Coan (2015), encompasses
the whole employee work cycle, including incentives, education, and training. GHRM strategies like as green
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training, salary, and recruitment improve employees’ environmental skills, motivation, and alignment with
organizational ideals. Thus, GHRM promotes a culture of green innovation, which improves both environmental
and organizational performance.

According to Malik et al. (2021), organizations foster green innovation among workers in order to reduce
pollution and achieve sustainable growth. The purpose of this study is to investigate how Green HRM activities
influence employee green innovation. For hypothesis testing, data were collected from 437 people working in a
variety of Pakistani sectors. The results show that GHRM has a favorable and significant impact on green creativity.
Green Human Resource Management (GHRM) combines environmental management and human resource
practices to achieve strategic goals and improve performance (Ahmed, 2020) by encouraging green hiring,
training, performance management, and rewards, cultivating a green culture, and aligning personal and
organizational sustainability goals. (Roscoe, 2019; Tang et al., 2018; Chen & Boiral, 2013; Ghouri, 2020). This
alignment allows individuals to connect their personal and organizational green aims, fostering green creativity.

The study by Munawar et al.(2022) goals is to look at the interaction between green human resource
management (GHRM) and green innovation in the hotel sector, with a focus on the mediation of green human
capital and environmental knowledge, as well as the moderation of managerial environmental concerns. The
study, which included 209 participants from various occupational levels across several hotel chains in Pakistan,
discovered that GHRM positively leads to organizational green creativity. Companies fostering environmental
concern in their work culture, such as through Green HRM, create a positive image for employees and outsiders.
Implementing Green HRM encourages green attitude behavior, increasing green creativity (Ahmad et al., 2022).
Based on the above discussion, the following hypothesis is proposed.

H1: There is a relationship between Green HRM and employee green creativity.

2.5 Conceptual Framework

Fig. 1 shows the conceptual framework used in this study. The dependent variable is employee green creativity,
and the independent variable is Green HRM.

GREEN HRM H1 EMPLOYEE GREEN
CREATIVITY

A 4

Fig. 1 Conceptual Framework

3. Research Methodology

3.1 Research Design

This section describes the research design, which employed a quantitative method. Quantitative methods are
research strategies that include collecting numerical data and interpreting it statistically. It includes the use of a
survey questionnaire to collect data on the relationship between Green HRM and employee green creativity from
manufacturing sector employees. The questionnaire surveys quickly gathered and analyzed data from the target
population. Descriptive research will aid in developing hypotheses and identifying research questions, while also
clarifying the significant variables for statistical analysis. This approach aims to maximize responses from
manufacturing sector employees in Selangor.

3.2 Research Population and Sample

A population is a large group of persons or items that serve as the primary focus of the scientific question. This
study’s target population is the employees of the manufacturing sector with an emphasis on Selangor. This area
was chosen for this study because this area has a wide variety of manufacturing industries such as Proton Holdings
Berhad, and Perodua Manufacturing Sdn. Bhd., Nestle (Malaysia) Bhd, and more. There are 14,912 manufacturing
industries located in Selangor. Furthermore, the study’s overall population consists of 960,000 employees.
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3.3 Sampling Method

A sample is properly selected from the population to achieve the proper general conclusion. The sample is meant
to allow the researcher to perform the study on members of the population so that the results may be utilized to
derive conclusions that apply to the entire population. In this study, the non- probability sample approach, known
as convenience sampling, will be utilized to gather data via an online questionnaire. The convenience sampling
approach was utilized in this study because it is simple, economical, and quick to conduct research. Using the
convenience sampling approach, the researcher emailed a link to an online questionnaire, a Google Forms, to
people who work in the manufacturing industry in Selangor. According to Krejcie and Morgan (1970), The sample
for this research is 384 employees.

3.4 Data Collection

This study used a quantitative method, namely a questionnaire survey. The research focuses on objective
measurement through the statistical, mathematical, or numerical analysis of data collected from polls,
questionnaires, and surveys, or by using computational techniques to manipulate existing statistical data. Data
collection involves gathering both primary and secondary data and information. Primary data is data that
researchers obtain directly from primary sources using methods such as interviews, questionnaires, and
experiments. Primary data is often acquired from its source and is considered the best type of data in research.
The primary data for this study was collected using an online questionnaire. Questionnaires were delivered to
manufacturing employees in Selangor. The questionnaire was sent using an online survey via Google Forms. This
method improved data collection as the population was concentrated in Selangor.

3.5 Pilot Study

A pilot study involves testing a questionnaire with a smaller sample than the intended sample size. During the
review phase, questionnaires were distributed as a fraction of the overall sample population or as convenience
samples. Apart from that, the pilot survey assessed the correctness of instructions by determining if all
respondents followed them exactly. This will improve understanding of the most successful survey types for
achieving the study’s objectives. This study uses a pilot test to examine the reliability of the research instrument
before collecting actual data. This research chose 30 employees in the manufacturing sector in Selangor to assess
the reliability and validity of the questionnaire.

3.6 Research Instrument

Research instruments are the tools used to collect information from study participants on a topic of interest. These
tools may include many forms, including questionnaires, surveys, interviews, checklists, and basic tests. In
addition, research instruments should help answer research aims, objectives, and research questions, as well as
test the study’s hypothesis. This study utilised an online survey as its quantitative method. The researcher will
provide respondents with Google Forms to complete, allowing for rapid and efficient data collection. This study’s
respondents are employees in the manufacturing sector in Selangor. Table 1 shows the research instrument used
in the study.
Table 1 Research instrument

Section Items Source
A Demographic
B Green HRM Shafaei & Nejati (2024)
C Employee Green Creativity Jiang et al. (2021)

The response used the five-point Likert scale format, and the answers were categorised from “strongly disagree”
(1) to “strongly agree” (5) as shown in Table 2.

Table 2 Likert scale for green HRM and employee green creativity

Scale 1 2 3 4 5
. Strongly .
Description disagree Disagree Neutral Agree Strongly Agree
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3.7 Data Analysis

The quantitative data collected throughout the investigation had been evaluated using statistical software. All
questionnaires were verified for completeness before being loaded into SPSS for screening and data cleaning.
Norusis (2006) claimed that the Statistical Process for Social Science (SPSS) is a statistical program that allows for
easy creation of graphical presentations and analysis. The study employed SPSS version 27 for data collection,
descriptive analysis, and correlation analysis.

3.7.1 Descriptive Analysis

Data analysis involves cleaning, transforming, and modelling data to support business decisions. Data analysis
seeks to extract relevant information and make informed judgments. Furthermore, Data analysis is a tool that
helps users analyse and modify data, evaluate relationships, and uncover patterns for interpretation.

3.7.2 Correlation Analysis

Correlation analysis is a statistical tool used to determine the existence and strength of relationships between
variables. It analyses quantitative data, such as survey results, to identify significant patterns or trends. A positive
correlation indicates that both variables increase together, while a negative correlation shows that one increases
as the other decreases.

4. Results and Discussion

4.1 Response Rate

The respondents for this study consist of employees in the Selangor region’s manufacturing sector. Table 3 shows
that 384 questionnaires were sent out in all, and 152 sets of questionnaires were returned, yielding a 39.58%
response rate.

Table 3 Survey return rate

. Questionnaire Questionnaire
Sample Size Distribute Returned Percentage
384 384 152 39.58%

4.2 Reliability Analysis

4.2.1 Pilot Test

Table 4 shows the reliability of the pilot test for this study. Cronbach’s Alpha value of Green HRM is 0.894, which
is very good. The value of employee green creativity is 0.970, which is excellent. Thus, the result was reliable and
can be accepted.

Table 4 Pilot test
Variable Cronbach’s Alpha N-Itemsin Scale N-
Respondents
Green HRM 0.894 8 30
Employee Green Creativity 0.970 16 30

4.2.2 Reliability Test

Table 5 shows the actual reliability test of this study. The Cronbach’s Alpha value for Green HRM is 0.883 while
the Cronbach’s Alpha value for employee green creativity is 0.935 which reflects acceptable reliability.

Table 5 Reliability test

Variable Cronbach’s Alpha N-Items in Scale Resp(i\ln- dents
Green HRM 0.883 8 152
Employee Green Creativity 0.935 16 152
Total 1.818 24 152
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4.3 Descriptive Analysis

Table 6 shows the summary of the demographic background analysis. Based on the table, there are five questions
in demographic background, which are gender, age, education level, tenure in the current organisation, and
current role. Overall, most of the respondents are female (56.6 %) and are 20-30 years old (47.4%). The majority
of the respondents have a bachelor’s degree (45.4%). In addition, most of the respondents have worked for their
present company for up to 5 years (49.3%) and have a non-managerial role (55.9%).

Table 6 Summary of demographic background

Item Frequency Percentage (%)
Gender
Male 66 43.4
Female 86 56.6
Total 152 100.0
Age
20-30 years old 72 474
31-40 years old 60 39.5
41-50 years old 13 8.6
51 years old and above 7 4.6
Total 152 100.0
Education level
SPM/STPM/Diploma 50 329
Bachelor’s Degree 69 45.4
Master’s Degree 14 9.2
Doctoral Degree 6 39
Other 13 8.6
Total 152 100.0
Tenure in the Current Organization
Up to 5 years 75 49.3
6-10 years 64 421
More than 10 years 13 8.6
Total 152 100.0
Current Role
Managerial 67 44.1
Non-Managerial 85 55.9
Total 152 100.0

4.4 Descriptive Analysis for Green HRM

Table 7 shows the level of Green HRM is high. The statement “My organization evaluates an employee’s
contributions to environmental management improvement” had the highest mean score, at 4.06 with a standard
deviation of 1.063. On the other hand, the statement “My organization establishes environmental objectives that
each employee must accomplish” got the lowest mean score of any of the statements, with a mean score of 3.91
and a standard deviation of 1.164. In conclusion, with a standard deviation of 1.1196, the total average mean score
for Green HRM was 3.975, indicating it belongs to the high central tendency level. Thus, the level of Green HRM is
high among employees in manufacturing sector.

Table 7 Green HRM

No. Item/ Statement Mean Std. Deviation Level
Green Training (GT)
1. My  organization has a  continuous 3.99 1.119 High

environmental training program.
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Environmental training is a priority for my
organization when compared to other types of
training.

In my organization, environmental training is
viewed as an important investment.

Green Performance Appraisal (GPA)

4,

My organization establishes environmental
objectives that each employee must
accomplish.

My organization evaluates an employee’s
contributions to

environmental management improvement.
Employee  environmental  performance
appraisals are recorded by the company.
Green Reward (GR)

Employees in my organization are financially
rewarded for their performance in
environmental

management issues.

Employees who contribute to environmental
management improvements are publicly
recognized by the company.

4.03

3.93

391

4.06

3.99

3.93

3.96

1.048

1.140

1.164

1.063

1.113

1.166

1.144

High

High

High

High

High

High

High

4.5 Descriptive Analysis for Employee Green Creativity

Table 8 indicates that the level of employee green creativity is high. The highest mean score is 4.06, and the
standard deviation is 1.117. The statement “I can share green-related creative knowledge and skills with others”
got the highest mean score. However, with a mean score of 3.88 and a standard deviation of 1.127, the statement
“I can realize high-quantity novel and useful, green-related ideas” got the lowest mean score of all the statements.
In conclusion, this question shows a high degree of agreement with the employee green creativity-related
questions, suggesting that they belong to the high central tendency level, with a total average mean score of 3.98
and a standard deviation of 17.595. Thus, the level of employee green creativity is high among employees in the
manufacturing sector.
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Table 8 Employee Green Creativity

236

No. Item/ Statement Mean Std. Level
Deviation
Green Creative Motivation (GCM)
1. It makes me feel accomplished to 3.90 1.200 High
engage in green-related creative
works.
2. It makes me feel satisfied to engage 3.97 1.085 High
in green- related creative works.
3. Itis a great honor for me to engage in 4.05 1.076 High
green- related creative works.
4. I consider engaging in green- 4.05 1.053 High
related creative works to be an
important activity.
Green Creative Thinking (GCT)
5. I can fluently think about green- 4.03 1.104 High
related creative problems.
6. I can flexibly think about green- 4.05 1.112 High
related creative problems.
7. I can elaborately think about green- 3.96 1.144 High
related creative problems.
8. I can lastingly think about green- 3.96 1.054 High
related creative problems.
Green Creative Behavior (GCB)
9. [ can effectively cooperate with 3.95 1.091 High
others for green-related creative
works.
10. Icanshare green-related 4.06 1.117 High
creative knowledge and skills
with others.
11. Icanarouse others’ green-related 3.89 1.105 High
creative enthusiasm.
12. Icanrapidly gain information on 3.90 1.200 High
green- related creative works.
Green Creative Outcome (GCO)
13.  Icanswiftly realize novel and useful 3.99 1.073 High
green- related ideas.
14. Icanrealize high-quantity novel 3.88 1.127 High
and useful green-related ideas.
15. I canrealize high-quality novel and 4.00 1.023 High
useful green-related ideas.
16. Icanrealize green-related novel and 4.04 1.067 High
useful ideas with great value.
Total average score 3.98 17.595 High
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4.6 Normality Test

Table 9 shows each variable’s significance level under the Kolmogorov-Smirnov and Shapiro-Wilk tests. The data
are not normally distributed, as seen by the significant values of p < 0.05 for the variables Green HRM and
employee green creativity. To achieve the study’s goals, the researcher had to apply Spearman’s rho correlation
test to both the independent and dependent variables.

Table 9 Test of Normality

Kolmogorov-Smirnov Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
Green HRM 332 15 .001 .769 15 .001
Employee Green .297 15 .001 822 15 .001
Creativity
a. Lilliefors Significance Correction

4.7 Correlation Analysis

Table 10 represents the result of the correlation analysis between Green HRM and employee green creativity.
Based on the analysis, the correlation coefficient is r = 0.716, with a significant value of p= 0.001, less than 0.01.
This indicates a high and positive correlation between Green HRM and employee green creativity. Therefore,
Green HRM is significantly associated with employee green creativity.

Table 10 Correlation analysis between Green HRM and employee green creativity

Green HRM Employee green
creativity
Correlation 1.000 716**
Coefficient
Green HRM Sig. (2 . .001
Spearman’s rho tailed)
N 152 152
Correlation .716** 1.000
Coefficient
Employee green
creativity Sig. (2 001
tailed)
N 152 152

5. Conclusion

The first objective of this study is to determine the level of Green HRM among employees in manufacturing sector.
The findings indicated a high level of Green HRM among employees in manufacturing sector, with a total average
mean score of 3.975. The approaches of green training, green performance appraisals, and green reward systems
were widely implemented. The findings are consistent with the study of Malik et al. (2021), who highlighted that
structured HRM practices are vital in ensuring sustainability and employee engagement. Jabbour and Renwick
(2018) also indicated the role of Green HRM in aligning strategies with environmental objectives. In this regard,
the manufacturing firms in Selangor have given priority to Green HRM to enhance organizational performance
and environmental sustainability. This finding further strengthens the increasing call for the integration of green
initiatives within human resource policies.

The second objective of this study is to determine the level of employee green creativity among employees
in manufacturing sector. The analysis showed a high level of employee green creativity, with a total average mean
score of 3.98. Employees performed well on the dimensions of green creative motivation, green creative thinking,
green creative behavior, and green creative outcomes. These findings support Maitlo et al. (2022) mentioned that
supportive organizational environments also help in empowering employees for the purposes of eco-innovation,
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hence connecting their intrinsic motivation to generating effective solutions. Taha and Abbas (2023) further
maintained that green creativity serves as a bridge to connect environmental ethics with competitive rewards
within organizations. It will not only encourage the culture of innovation but also enhance the performance of
organizations with their resource efficiency for overall sustainability. The high levels of creativity manifested by
the employees show the effectiveness of organizational practices in supporting eco- innovation for better
sustainability outcomes in the manufacturing sector.

The third objective of this study is to identify the relationship between Green HRM and employee green
creativity among employees in manufacturing sector. The correlation analysis showed a high and positive
correlation between Green HRM and employee green creativity. These results supported that the implementation
of Green HRM, such as green training and green reward, is significantly related to developing a creative green
sustainable workforce. This finding is consistent with Huo et al. (2020) on Chinese coal enterprises found that top
management’s commitment to human resource management promotes green creativity through Green Human
Resource Management (GHRM). According to social information processing theory, GHRM fosters a green
environment by encouraging green knowledge and creative behaviors (Song, 2021). Green Human Resource
Management (GHRM) combines environmental management and human resource practices to achieve strategic
goals and improve performance by encouraging green hiring, training, performance management, and rewards,
cultivating a green culture, and aligning personal and organizational sustainability goals (Roscoe, 2019; Tang et
al., 2018; Chen & Boiral, 2013; Ghouri, 2020).

These findings combined reveal that Green HRM significantly contributes to increasing employee green
creativity. The fact that the results are aligned with those from previous studies reassures their reliability, and the
localized insights offer relevance to the Malaysian manufacturing context (Munawar et al.,, 2022; Ahmad et al,
2022). By demonstrating the critical link between Green HRM and employee green creativity, this research study
contributes to the broader understanding of how human resource strategies may be leveraged by organizations
to meet both environmental and innovation goals.

Acknowledgement

The authors would like to thank the Faculty of Technology Management and Business, Universiti Tun Hussein Onn
Malaysia for its support.

Conflict of Interest

Authors declare that there is no conflict of interests regarding the publication of the paper.

Author Contribution

The authors confirm contribution to the paper as follows: study conception and design: Wong Mei Jia and Eta
Wahab; data collection: Wong Mei Jia and Eta Wahab; analysis and interpretation of results: Wong Mei Jia and
Eta Wahab; draft manuscript preparation: Wong Mei Jia and Eta Wahab and R.C. All authors reviewed the results
and approved the final version of the manuscript.

References

Abbas, A. A., & Al Hasnawi, H. H. (2021). The impact of environmental leadership on entrepreneurial success: The
moderating  role of  green organizational behavior.  Jurnal  Pengurusan, 63, 1-15.
https://doi.org/10.17576 /pengurusan-2021-63-12

Ahmad, I, Ullah, K, & Khan, A. (2022). The impact of green HRM on green creativity: mediating role of pro-
environmental behaviors and moderating role of ethical leadership style. International Journal of Human

Resource Management, ~ 33(19), 3789-3821. https://doi.org/10.1080/09585192.2021.1931938

Asila Jalil. (2023, November 13). 2024 Budget, RS-1 to drive Selangor’s economic growth. Business Time.
https://www.nst.com.my/business/economy/2023/11/977857 /2024 -budget-rs-1-drive- selangors-economic-
growth

Auger, P, & Woodman, R. W. (2016). Creativity and intrinsic motivation: Exploring a complex relationship. The journal
of applied behavioral science, 52(3), 342-366. https://doi.org/10.1177/0021886316656973

Chams, N., & Garcia-Blandoén, J. (2018). On the importance of sustainable human resource management for the adoption
of sustainable development goals. Resources Conservation and Recycling, 141, 109- 122.
https://doi.org/10.1016/j.resconrec.2018.10.006

Chen, Y. S, & Chang, C. H. (2013). The Determinants of Green Product Development Performance: Green Dynamic
Capabilities, Green Transformational Leadership, and Green Creativity. Journal of Business Ethics, 116(1),107-1109.
https://doi.org/10.1007/s10551-012-1452-x



239 Research in Management of Technology and Business Vol. 6 No. 1 (2025) p. 228-240

Department of Statistics Malaysia. (2024). Monthly Manufacturing Statistics, Malaysia, January 2024. Department of
Statistics Malaysia (DOSM). https://doi.org/https://www.dosm.gov.my/portal- main/release- content/monthly-
manufacturing-statistics-malaysia-january-2024

Farrukh, M., Ansari, N., Raza, A, Wy, Y., & Wang, H. (2022). Fostering employee’s pro-environmental behavior through
green transformational leadership, green human resource management and environmental knowledge.
Technological Forecasting and Social Change, 179, 121643. https://doi.org/10.1016/j.techfore.2022.121643

Ghouri, A. M., Mani, V., Khan, M. R, Khan, N. R, & Srivastava, A. P. (2020). Enhancing business performance through
green human resource management practices: an empirical evidence from Malaysian manufacturing industry.
International ~ Journal  of  Productivity and  Performance = Management, 69(8), 1585-1607.
https://doi.org/10.1108/ijppm-11-2019-0520

Guerci, M., & Carollo, L. (2015). A paradox view on green human resource management: insights from the Italian context.
The International Journal of Human Resource Management, 27(2), 212-238.
https://doi.org/10.1080/09585192.2015.1033641

Hart, S. L., & Dowell, G. (2010). Invited Editorial: A Natural-Resource-Based View of the Firm. Journal of Management,
37(5), 1464-1479. https://doi.org/10.1177/0149206310390219

Horwitz, S. K, & Horwitz, I. B. (2007). The effects of team diversity on team outcomes: A meta-analytic review of team
demography. Journal of Management, 33(6), 987-1015. https://doi.org/10.1177/0149206307308587

Hsu, M. L., & Fan, H. L. (2010). Organizational innovation climate and creative outcomes: Exploring the moderating effect
of time pressure. Creativity Research Journal, 22(4), 378-386. https://doi.org/10.1080/10400419.2010.523400

Huo, W,, Li, X, Zheng, M., Liy, Y., & Yan, ]. (2020). Commitment to human resource management of the top management
team for Green Creativity. Sustainability, 12(3), 1008. https://doi.org/10.3390/su12031008

[slam, T, Khan, M. M,, Ahmed, I., & Mahmood, K. (2020). Promoting in-role and extra-role green behavior through ethical
leadership: mediating role of green HRM and moderating role of individual green values. International Journal of
Manpower, 42(6), 1102-1123. https://doi.org/10.1108/ijm-01- 2020-0036

Jabbour, C. ]. C, & Renwick, D. W. S. (2018). The soft side of environmentally-sustainable organizations. RAUSP
Management Journal, 53(4), 622-627. https://doi.org/10.1108 /rausp-07-2018-0044

Jiang, H., Wang, K., Lu, Z,, Liu, Y., Wang, Y., & Li, G. (2020). Measuring green creativity for employees in green Enterprises:
scale development and validation. Sustainability, 13(1), 275. https://doi.org/10.3390/su13010275

Joshi, G., & Dhar, R. L. (2020). Green training in enhancing green creativity via green dynamic capabilities in the Indian
handicraft sector: The moderating effect of resource commitment. Journal of Cleaner Production, 267, 121948.
https://doi.org/10.1016/j.jclepro.2020.121948

Leidner, S., Baden, D., & Ashleigh, M. . (2019). Green (environmental) HRM: aligning ideals with appropriate practices.
Personnel Review, 48(5), 1169-1185. https://doi.org/10.1108/PR-12-2017- 0382

Lonergan, D. C, Scott, G. M., & Mumford, M. D. (2004). Evaluative Aspects of Creative Thought: Effects of Appraisal and
Revision Standards. Creativity Research Journal, 16(2-3), 231-246.
https://doi.org/10.1080/10400419.2004.9651455

Maitlo, Q., Wang, X., Jingdong, Y., Lashari, I. A, Faraz, N. A., & Hajaro, N. H. (2022). Exploring Green Creativity: the effects
of green Transformational leadership, green Innovation climate, and green Autonomy. Frontiers in Psychology, 13.
https://doi.org/10.3389 /fpsyg.2022.686373

Malik, M. S, Alj, K,, Kausar, N., & Chaudhry, M. A. (2021). Enhancing environmental performance through green HRM
and green innovation: Examining the mediating role of green creativity and moderating role of green shared vision.
https://www.econstor.eu/handle/10419/237078

McDonald, T. L. (2003). Review of environmental monitoring methods: survey designs. Environmental Monitoring and
Assessment, 85(3), 277-292. https://doi.org/10.1023/a:1023954311636

Mousa, S. K, & Othman, M. (2020). The impact of green human resource management practices on sustainable
performance in healthcare organisations: A conceptual framework. Journal of Cleaner Production, 243, 118595.
https://doi.org/10.1016/j.jclepro.2019.118595

Munawar, S., Yousaf, H. Q., Ahmed, M., & Rehman, S. (2022). Effects of green human resource management on green
innovation through green human capital, environmental knowledge, and managerial environmental concern.
Journal of Hospitality and Tourism Management, 52, 141-150. https://doi.org/10.1016/j.jhtm.2022.06.009

Paillé, P., Chen, Y., Boiral, 0., & Jin, J. (2013). The Impact of Human Resource Management on Environmental
Performance: An Employee-Level Study. Journal of Business Ethics, 121(3), 451- 466.
https://doi.org/10.1007/s10551-013-1732-0

Paulus, P. (2000). Groups, teams, and creativity: the creative potential of idea - generating groups. Applied Psychology,

49(2), 237-262. https://doi.org/10.1111/1464-0597.00013

Prabhuy, V., Sutton, C., & Sauser, W. (2008). Creativity and certain personality traits: Understanding the mediating effect
of intrinsic motivation. Creativity Research Journal, 20(1), 53-66. https://doi.org/10.1080/10400410701841955

Penerbit
UTHM



Research in Management of Technology and Business Vol. 6 No. 1 (2025) p. 228-240 240

Roscoe, S., Subramanian, N., Jabbour, C. ]., & Chong, T. (2019). Green human resource management and the enablers of
green organisational culture: Enhancing a firm’s environmental performance for sustainable development.
Business Strategy and the Environment, 28(5), 737-749. https://doi.org/10.1002/bse.2277

Shafaei, A., & Nejati, M. (2024). Green human resource management and employee innovative behaviour: does inclusive
leadership play a role? Personnel Review, 53(1), 266-287. https://doi.org/10.1108/pr- 04-2021-0239

Shah, M. (2019). Green human resource management: Development of a valid measurement scale. Business Strategy and
the Environment, 28(5), 771-785. https://doi.org/10.1002 /bse.2279

Shalley, C. E., Zhou, ]., & Oldham, G. R. (2004). The effects of personal and contextual characteristics on creativity: Where
should we go from here? Journal of Management, 30(6), 933-958. https://doi.org/10.1016/j.jm.2004.06.007

Taha, I. M., & Abbas, A. A. (2023). The role of environmental monitoring in promoting green creativity. Economics and
Business, 37(1), 15-36. https://doi.org/10.2478/eb-2023-0002

Tang, G., Chen, Y., Jiang, Y., Paillé, P., & Jia, ]. (2018). Green human resource management practices: scale development
and validity. Asia Pacific Journal of Human Resources, 56(1), 31-55. https://doi.org/10.1111/1744-7941.12147

Wagner, M. (2013). “Green” Human Resource Benefits: Do they Matter as Determinants of Environmental Management
System Implementation? Journal of Business Ethics, 114(3), 443-456. https://doi.org/10.1007/s10551-012-1356-
9

Yang, Z., Ye, L., & Guo, M. (2019). Effect of workplace status on green creativity: an empirical study. Applied Ecology &
Environmental Research, 17(4). https://doi.org/10.15666/aeer/1704_87638774

Yusliza, M. Y., Othman, N. Z., & Jabbour, C. ]. C. (2017). Deciphering the implementation of green human resource
management in an emerging economy. Journal of Management Development, 36(10), 1230-1246.
https://doi.org/10.1108/JMD-01-2017-0027

Zhang, |, Liang, G., Feng, T, Yuan, C,, & Jiang, W. (2020). Green innovation to respond to environmental regulation: How
external knowledge adoption and green absorptive capacity matter? Business Strategy and the Environment, 29(1),
39-53. https://doi.org/10.1002 /bse.2349

Zibarras, L., & Coan, P. (2015). The International Journal of Human Resource HRM practices used to promote pro-
environmental behavior : a UK survey. January. https://doi.org/10.1080/09585192.2014.972429

Zihan, W.,, Makhbul, Z. K. M., & Alam, S. S. (2024). Green Human Resource Management in Practice: Assessing the impact
of readiness and corporate social responsibility on organizational change. Sustainability, 16(3), 1153.
https://doi.org/10.3390/su16031153



