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Abstract
Purpose: The purpose of this study is to explore the impact of Green Human Resource Management (GHRM) on Green Innovation (GI) in the context of the Ready-Made Garment (RMG) sector of Bangladesh. In which it focuses on the mediating influence of Employee Motivation (EM) and Green Self-Efficacy (GSE).
Method: A cross-sectional examination of a conceptual model informed by Social Cognitive Theory. A structured questionnaire was used to obtain data from 250 employees of large-scale RMG factories. Structural Equation Modeling (SEM) in AMOS was used to test the hypothesized relationships between the variables.
Result: The results of GHRM practices are considered to have a positive direct effect on Green Innovation with high emission levels. In addition, Employee Motivation and Green Self-Efficacy play a vital partial mediation role between GHRM and GI.
Implications: The study offers actionable insights for RMG managers that GHRM systems are imperative for enhancing environmental innovation, through the motivation of employees as the latter serves as the main facilitator. These findings can be useful for policymakers and industry associations to formulate guidelines and carve out incentives that encourage firms to invest in such green training and motivational HR practices.
Originality: This study provides a new insight about the psychological mechanisms of the link GHRM and innovation in a lesser-known field of study — the RMG industry in Bangladesh. It provides a novel approach to this issue by testing a dual-pathway model including not only mediating (Employee Motivation) but also (Green Self-Efficacy) variables, thus contributing to a more refined insight into the human resource antecedents of sustainability.
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1. Introduction
It is estimated that the world population will hit 9.8 billion in 2050 and 11.2 billion in 2100 (UN DESA 2017). Population increase leads to greater demand for products, natural resources and energy that also require changes in the formulation to meet the challenges (such as climate change, global warming, hazardous waste, sustainability, environmental imbalance, resource deterioration, and poor quality of life) that are closely linked to severe water and land pollution (Sarkar et al. 2020). Therefore, the existing course of global consumption still furthers as per socio-economic growths, and so does the progress of industrial sectors are unavoidable (Mittal 2013). This idea has become tragically unsustainable since around 70% of the world's energy and resources are currently being used in industry (Schaefer et al., 2016) also acute resource extraction for manufacturing has eventually undergone a higher rate of increase than before (Mittal 2013).
The industry that is growing rapidly across the globe on need of clothing, fiber, wools, and fabrics is ready made garment manufacturing industry (Smith 2016).
Since, these countries — mostly developing ones (like Bangladesh), mainly wants to achieve a high position of development in the ready-made garment (RMG) sector to fasten their pace of economic development. And yet, the pace of industrial sector expansion has devastating consequences for environmental sustainability, which has become both a paramount global issue, and a central concern for governments, companies, academic institutions, and international institutions (Hossain et al. 2017). Nevertheless, it consumes these critical resources in an unsustainable manner and emits large amounts of ozone depleting substances, which accelerating once various natural, economic and social problems, like environmental degradation and global waste management trends [6]. The manufacturing sector is one of the basic sectors that can enhance the economic security of various countries and it has an immediate and positive impact on upon the standard of living of any country and this sector is mainly responsible for GDP (Li and Seo 2019).
The challenge of proceeding the enhancement of economic sectors without damaging the environment can be solve by introducing green approaches, systems, methods and practices to produce goods while paying attention to fumigations, economy, and society (Hasan et al. 2019; Rashid et al. 2019).
To strike an equilibrium for sustainability pillars together with financial, social, and environmental performance, some researchers, business scientists, and academics have drawn attention to green innovation (Maldonado-Guzmán et al., 2023). Green innovation refers to an important innovation in products or services that considers environmental issues to minimize resource consumption, waste, pollution, and emissions (AlShboul, 2023; Zhou et al., 2023).
We will focus on the few studies that attempted to investigate how the HRM system leads to environmental sustainability in organizations (Jackson and Seo, 2010; Chaudhary, 2019). Likewise, green HRM or HRM characteristics of green management (Gim et al., 2022) is mentioned as one of the important local tools in achieving green innovation properly (Shafaei et al., 2020; Hooi et al., 2022) from a close perspective.
Green HRM is a new concept that could be beneficial in realizing positive environmental outcomes. The increasing alarm about the environment and the emergence of international standards and treaties for environmental management has created an urgent, and even compulsory, need for business organizations to have environmental plans (Peerzadah et al., 2018; Islam et al., 2021).
There were too many indicators and studies conducted in this area by earlier researchers. However, despite these examinations, there are conspicuous deficiencies in the existing literature. First, while this association has been examined amongst the literature, research points out that this specific relationship has been empirically tested very few times and only a few studies have been conducted to learn more about the relationship.
Second question is less explored and few studies have been conducted to draw an accurate understanding and implementation of green HRM in Bangladesh with respect to green performance objectives. Third, literature only focus on the potential and significant positive impacts of green human resources on apparel industry (Bhutto and Auranzeb, 2016).
In response to these gaps, this paper explores green HRM in the RMG sector of Bangladesh.
Furthermore, the research examines the influence of green HR M policies on employee green innovation. Second, the empirical findings of the study are evidently significant for practicing managers in the RMG industry in terms of the need to offer incentives to integrate HRM practices into environmental management procedures of enterprises. Moreover, the influence of GHRM on green innovation and the moderating role of employee motivation and self-efficacy were also investigated. The findings of this research also provide useful insight into the models and approaches to implement green HRM practices in organizations to foster employee motivation for green innovation.

2. Literature review
Social cognitive theory posits that human behavior is shaped through interaction of environmental factors, cognitive characteristics, and behavioral responses (Bandura, 1986). Workplace practices and systems are the environmental triggers that have an estimate influence on motivating, attitudes-driven, and behavior-driven reciprocation by the workers in institutional settings  (Wood & Bandura, 1989). The GHRM approaches including green performance management or green training or Awards work like environmental elements such as promoting pro-environmental behavior and providing learning opportunities (Renwick et al., 2013) one of the implementation strategy of GHRM.
Prior research shows that positive HR practices enhance employee intrinsic motivation when employees learn about the sustainability-oriented environment created by organizations and are encouraged to be ecologically responsible (Luu, 2019). Another important individual factor which eg influences how people evaluate and respond to environmental behaviors is self-efficacy (Bandura, 1997; see also SCT). Beckoning to empirical studies that indicate that higher green self-efficacy among workers makes them more at ease in performing environmental tasks and results in their positive response to green HRM (Pham et al., 2019);
Furthermore, SCT highlights motivation as an important mechanism through which environmental influences affect behavioral outcomes (Schunk & DiBenedetto, 2020). Research on green management also shows that inspired employees are more likely to think innovatively when it comes to the environment and to create new green inventions (Li et al., 2020). Thus, GHRM practices influence employees' green creative behaviors through the mediating role of psychological processes associated with employee motivation and green self-efficacy (Jia et al., 2018). As a whole, SCT-based reasoning supports that GHRM (environment) enhances motivation and self-efficacy (personal variables) that boosts employees' green innovation outcome (behavior) (Kim et al., 2019).

2.1 Green Human Resource Management Practices Influence Green Innovation
Green human resource management (GHRM) covers the different horizons of human resource management (HRM) in order to develop "green" employees, or employees who are aware of the need to preserve the environment (Luu, 2019; Pham et al., 2019, 2020).
It includes, but not limited to, the procedures involved in every single step of an employee's journey with any organization; to recruitment to retention (Y. J. Kim et al., 2020; Tang et al, 2018). Obvious GHRM practices comprise green recruitment and selection (Ogbeibu et al., 2020; Tang et al., 2018), green training (S. Ren et al., 2018), green performance management (Y. J. Kim et al., 2020), and green pay and rewards system (Tang et al., 2018), that these practices are essential to prompt employees' green-innovation-related behavior and enhance his or her ability to facilitate the organization toward sustainable operations. Academics explain that GHRM plays an important role in enabling employees to reflect their environmental values and beliefs, engage in eco-friendly initiatives (Luu, 2019) express green behavior (Ogbeibu et al., 2020), enhance employees' environmental awareness and promote Green Innovation or Green Creativity (Ogbeibu et al., 2020; Pham et al., 2019).
The need for innovative behavior is crucial for the success of an organization in the contemporary corporate setting, due to fierce competition as well as increasing consumer awareness for environmental sustainability (Fraj et al., 2015). The most important reason is that creativity is the source of new, rich, and realizable ideas which can enhance the performance of the organization, and then is truly the heart of innovation (T. Amabile, 1988). Promoting employee innovation may be the key organizational task that HRM can accomplish as suggested by previous HRM literature (Chang et al. 2014; C. H. He et al. 2018).
Employee GI is an important parameter done on the awareness of employee towards surroundings and their sense of accountability. This means that organizations that are aware of these ecological and environmental issues should make GI their first priority or drive by motivating it. Academics have suggested that GHRM helps to enhance GI as one of the sustainable practices that can use for this purpose (Jia et al., 2018; Ogbeibu et al., 2020). Previous studies found that green training is an essential method to impart and inspire awareness among employees regarding their role in protecting the environment, motivating them to gain the relevant competencies and engage in innovative and creative behaviors (Y. J. Kim et al., 2020; S. Ren et al., 2018).
Accordingly, GHRM could increase the level of employee awareness toward the necessity for environmental conservation via green development and training programs, for example, by collecting information to locate the different sources of waste and pollution (Pham et al., 2019). Moreover, GHRM may make green behavior more salient by linking it to performance appraisals, compensation, rewards, and promotion (Y. J. Kim et al., 2020; Renwick et al., 2016). GHRM practices can affect GI, as GI is an aspect of green behavior (Mittal & Dhar, 2016) and we therefore hypothesized that GHRM initiatives would impact GI. Consequently, the present study measures GHRM activities of educating employees about the green agenda of RMG, preparing employees to take up green responsibilities and evaluating their green behavior. Hotels can then use these programmers to actively get staff to propose, promote and support novel, innovative and actionable ideas for achieving corporate environmental performance targets. In conclusion, we propose that GHRM programs enhance workers' GI as suggested in studies.
H1: GHRM initiatives are positively associated with GI

2.2 Green HRM Practices influence Green Self-Efficacy
The term Self-efficacy also known as cognition-built learning is defined as a belief that one is capable of performing a task (or job) (Kornilaki et al., 2019). Overall, self-efficacy may motivate individuals to perform a particular action (Carter et al., 2018) and manage difficult tasks successfully (Eissa et al., 2018). Green Self-Efficacy (GSE) specifically describes the confidence employees have for completing environmentally related tasks (Chen, 2015).
It is GHRM practices that are fundamental in building this conviction. As such, green training equips employees with the training and capabilities (mastery experiences) that are the foremost origin of self-efficacy (Bandura, 1997). Moreover, green performance appraisal and reward systems provide positive feedback and validation (social persuasion) to employees, which in turn enhance the belief in their environmental capabilities.
Investing in such practices conveys confidence in employees, thus contributing to positive GSE. This inclination allows for a better understanding of the purpose behind the company's GHRM policies, allowing those with a high degree of green self-efficacy to perform better in their everyday jobs (Zhou et al., 2025).
H2: GHRM practices positively influence Green Self-Efficacy.

2.3 Green Self-Efficacy Influences Green Innovation
Green innovation (GI) is the use of new or significantly improved products, processes, or methods for the purpose of achieving the environmental sustainability (Chen, 2006). GI is operationalized in this study as an outcome of GHRM under the influences of green-oriented hiring, training and development, benefits, and compensation (Faruq et al., 2025).
Innovation in terms of reducing trash, saving energy, or taking part in organizational sustainability programs, in a voluntary and visible manner, by the employees is known as green innovation. Note: This post is based on a far larger paper that is still in publication for which no zener for Future-Present date material (Faruq et al., 2025; Norton et al., 2015).
According to SCT, people with high self-efficacy also tend to establish difficult goals, persevere in the face of challenges, and engage in more creative behavior (Bandura, 1997).
Specifically, employees with high perceived GSE will not only feel greater responsibility for environmental issues, but also be able to develop and apply creative solutions to solve environmental problems (Parker et al., 2010). They have more confidence to initiate sustainable processes and to continue in the face of challenges, both essential for the innovation process. Research evidence recommends that GSE is a powerful predictor of green innovation behaviors (Butt et al., 2022).
H3: Green Self-Efficacy positively influences Green Innovation.

2.4 Green HRM Practices influence Employee Motivation
Green HRM practices are widely recognized to be an important organizational strategy that motivates the employees to align with the environmental goals. According to articles in our database, green-based recruitment, training, rewards, and performance management systems create a supportive work environment which encourages employees to embrace organizational sustainability ideals. Employees are more inclined to get motivated to affect the environment when they are convinced with the company sent in green training, supported eco-friendly behavior, and drawn up with incentives regarding sustainability measures.
GHRM practices reflect the organizations' commitment to environmental responsibility and have significant positive impact on employees' commitment to work and their willingness to expend effort on green tasks. Based on this, previous research confirms that GHRM acts both as a functional means and motivator for employees to engage with green projects.
H4: GHRM practices positively influence employee motivation.

2.5 Employee motivation Influence Green Innovation
Motivation is basically all about normative behavioral change. It is a power that encourages a man to focus on an objective — My focus institute is on development (shahzadi et. al., 2014). There is a large number of people worldwide finding the novel solutions to answer the call for SD-related initiatives (Luu et al., 2021). The procedural shift of the firm into environmentally friendly methods is selectively known as environmental innovation (Song et al., 2020).
GI focuses mainly on concepts of green products, services or processes that are new and/or selected at a high level of sustainability (Abbas et al., 2019) Extensive studies have shown that motivated employees will find resource saving strategies for paper, water, power and other resources in work places (Ahmed et al., 2021). This innate worry to world leads them to produce products and services that minimizes the destructive effects of corporate operations on the environment (Ali et al., 2020).
Green production and GI cannot be assured unless businesses themselves possess the expertise and commitment of their staff to go green. Due to GI, employees are content to work for the company as it enhances their perception of the organization practicing environmental sustainability (Li et al., 2020).
Together, these results suggest that engaged workers not only effectuate participation in environmentally-sustainable activities but also contribute significantly to the generation and implementation of green ideas. This always improves net green performance. Therefore, it is reasonable to expect that staff motivation would influence green performance and innovation positively (hu et al., 2022; Fekhar et al., 2021).
H5: Employee motivation positively influences green innovation.

2.6 The Mediating Roles of Green Self-Efficacy and Employee Motivation
Existing studies have confirmed that employee motivation and self-efficacy are the vital individual level psychological mechanisms responsible for transforming HRM strategy to behavioral consequences like innovative and creative behavior. With regard to environmental management, motivated employees are inclined to develop new ideas, experiment with environmentally sustainable solutions, and join green innovation programs. Well-established GHRM practices create an environment that heightens employee attachment, engagement, and motivation to act.
In similar lines, the GHRM practices develop the Green Self-Efficacy of the employees by providing Green trainings and also by providing positive behavior that enhances the confidence of the employees in their respective environmental capabilities. That improved self-efficacy is also important to turn HR practices into the psychological readiness to take and persist in innovation-oriented tasks. This increased motivation and confidence in employees may lead to greater participation in the development and adoption of green innovations.
Thus, motivation and self-efficacy are important pathways through which GHRM practices influence innovation outcomes. Their presence enhances employees´ intrinsic motivation and also self-efficacy to engage themselves in the pro-environmental organizational behavior thereby helping translate GHRM tenets into actual green innovation performance.
H6: Green Self-Efficacy mediates the relationship between GHRM practices and green innovation.
H7: Employee motivation mediates the relationship between GHRM practices and green innovation.

3. Conceptual Framework
The conceptual framework of this study illustrates the relationship between Green Human Resource Management (GHRM) and Green Innovation (GI) within Bangladesh's Ready-Made Garment (RMG) sector. GHRM involves practices such as green recruitment, training, performance management and rewards (Dumont et al., 2017; Tang et al., 2018) which are believed to lead to an eco-innovation supporting climate (Y. J. Kim et al., 2020).
Based on Social Cognitive Theory (Bandura, 1986), the framework also posits that this association is mediated by two mechanisms of psychological process. We theorize that GHRM practices strengthen employees' Green Self-Efficacy (GSE) i.e., the belief of employees in their capabilities to perform environmental tasks (Chen, 2015); and Employee Motivation (EM) i.e., the drive of employees to engage in pro-environmental behaviors (Luu, 2019). It is expected that these enriched individual factors would enhance Green Innovation (Chen, 2008).
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Figure 1: Conceptual Framework




For greater robustness, we control, in the regression models, for factors such as organization size and age that could potentially affect innovation result (Hair et al., 2010). This joint model disentangles the unique effects of GHRM and its psychological mechanisms on GI.

4. Methodology
4.1 Population and Sampling
As one of the top three ready-made garment (RMG) producers globally, RMGs generate over 80% of the national export revenue of Bangladesh (BGMEA 2024). Most of the factories are located in Chattogram, Narayanganj, Gazipur, Sylhet and Dhaka. BGMEA (2024) estimates that there are around 3,500 RMG industry producers working in the country.
Among those, approximately 1,200 are large-scale, and due to their high resource consumption, the environmental implications are broader (Rahman & Hossain, 2023). In order to investigate the relationships among GHRM, GSE, EM, and GI, this study targeted large scale RMG manufacturers.
Data were collected using a structured questionnaire adapted based on validated measures (Mughal et al., 2022; Zhang et al., 2018; Dumont et al., 2017). Evidence supporting construct validity were in accordance with the previous research (Kraus et al., 2020; Rehman et al., 2021). Five academics and five sector experts pretested the questionnaire, then confirmed no changes were necessary.
The organization was the unit of analysis. Given that the population was heterogeneous with respect to in which sector the owners operated, a stratified random sample strategy was adopted (Sekaran & Bougie, 2016). From the sampling frame, 25 small and large scale RMG factories were selected. Because of their understanding of operational and policy problems, middle-level managers (HR officers, compliance managers, sustainability executives) were chosen as responders (Fang et al., 2022).
The questionnaire was circulated through emails, WhatsApp, Google Forms and hard copies to responders for easy access. Follow-up reminders were assisted by DIFE personnel, resulting in 255 replies (63.75% response rate), in accordance to recommended criteria for survey dissemination (Saunders et al., 2019). After eliminating five questionnaires for >25% missing data, 250 valid replies remained for analysis. That 47.75% of the companies involved had more than 8 HR workers available indicates that lots of corporate companies have organized HR procedures in places. In addition, 63% of organizations are more than 20 years old.

4.2 Questionnaire development
Scale development and item selection for this study was performed by adopting questions from scales found in previous literature, to maintain both dimensionality and content validity. All constructs followed a five-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree) (Hair et al., 2010). A total 22 items included 6 items for Green Human Resource Management which were adapted from Dumont et al. Green Self-Efficacy (Mughal et al., 2017), 6 items. Employee Motivation (6 items) (The McKinsey Quarterly, 2006) and Green Innovation (4 items) (Zhang et al. (2018). And following the study of Roy et al., (2025) this study took age, gender and education as a control variable. An appendix provides a list of all the items used in the questionnaire.

4.3 Common method bias
The data for the independent and dependent variables were collected from the same respondents at the same point in time, which cannot eliminate the possibility of common method bias (CMB) in the dataset (Podsakoff et al., 2003). In order to check for this common method bias, Harman single-factor test was conducted as recommended by Podsakoff and Organ (1986). As can be seen in the results of the analysis, a standalone component accounted for 38.67% of the variance, lower than the 50% threshold recommended as a generally acceptable level (Hair et al., 2019). Thus, it may be argued that common technique bias has not put the conclusions of the study to a serious threat.

4.4 Statistical Analysis  
Methods used for data analysis in this study were SPSS and AMOS (v.26), an application program that allows to easily access to the underlying data software for Windows. The relationships among and the hypotheses were examined by using a structural equation modeling (SEM) [38]. All details fell into a single statistical procedure and were found theoretically appropriate and complementary.
Confirmatory factor analysis (CFA) using several fit indices was used to test the measurement model. The model was a good fit to the data (χ² = 276.920, df = 203, χ²/df = 1.364, TLI =. 957, CFI =. 962, IFI =. 962, RMSEA =. 038, SRMR =. 041) which adheres to proposed cut-offs for acceptability of fit (Hu & Bentler, 1999).
Reliability was determined by Composite Reliability (CR) results, with values from 0.694 to 0.847, above the recommended limit of 0.70 (Hair et al., 2010). Table 2 presents these values for the individual items, each with a standardized loading coefficients greater than 0.40 confirming the reliability of the individual items (Kline, 2011).
The significance of the relationships between the latent constructs was tested through a bootstrapping procedure with 300 resamples to examine the structural model for hypothesis testing. This procedure ensured that both measurement and structural models are statistically valid and theoretically meaningful in this methodological approach.

5. Result
The empirical results of the present study are reported in this chapter and aimed to examine the effect of GHRM on GI along with the mediation of GSE and EM in the context of RMG sector of Bangladesh. It is followed by stepwise examination diagram preliminary analysis; descriptive statistics and correlations; reliability and validity; fit of the measurement model; and hypothesis testing for direct and mediating effects.

5.1 Preliminary Analysis
Preliminary checks were performed on the data before the analysis proper. Of the 350 questionnaires distributed, 250 usable responses were received, leading to the response rate of 63.75% (sufficient for SEM). Data screening for missing values, outliers and normality assumptions was carried out prior to multivariate analysis. Harman single-factor test was also conducted to see the presence of common method bias. As the 50% threshold of explained variance is not reached, it can be concluded that common method variance is not a major problem for the used dataset (Hair et al., 2009); indeed, a single factor accounted for only 38.67% of the total variance.

5.2 Descriptive Statistics and Correlational Analysis
Table 1 Descriptive statistics and correlations between latent constructs in study The mean scores of all the constructs as depicted in Table 2 were relatively high (within 3.74 (GSE) to 3.81 (GHRM) range), indicating that respondents generally have a favorable perception of their organizations' GHRM practices, their own self-efficacy and motivation as well as engagement in green innovation.

Table 1: Descriptive Statistics, Correlations, and Discriminant Validity

	Variable
	Mean
	SD
	GHRM
	GSE
	EM
	GI

	GHRM
	3.81
	0.80
	.694
	
	
	

	GSE
	3.74
	0.67
	.744
	.552
	
	

	EM
	3.77
	0.65
	.730
	.776
	.527
	

	GI
	3.79
	0.79
	.748
	.758
	.718
	.623



Insights from Correlation matrix We see here, the correlation matrix shows all the key variables have significant positive relationship with each other. GHRM is positively correlated with GSE (r=0.744, p<0.01), EM (r=0.730, p<0.01), and GI (r=0.748, p<0.01), which provides preliminary evidence of the proposed relationships. Likewise, both mediators, GSE and EM, are highly correlated to dependent variable GI (r = 0.758 and r = 0.718, p < 0.01, respectively).

5.3 Reliability and Validity Analysis
Confirmatory Factor Analysis (CFA) was used to evaluate the measurement model in terms of reliability and validity. According to Table 2, the factor loadings for all items were above the acceptable level of 0.40 (Kline, 2011), thus, indicator reliability was established.

Table 2: Factor Loadings, Cronbach's Alpha, Composite Reliability, and Average Variance Extracted

	Construct & Indicator
	Loading
	Cronbach’s Alpha
	CR
	AVE

	Green Human Resource Management (GHRM)
	
	.847
	.847
	.481

	GHRM1
	.704
	
	
	

	GHRM2
	.755
	
	
	

	GHRM3
	.737
	
	
	

	GHRM4
	.636
	
	
	

	GHRM5
	.676
	
	
	

	GHRM6
	.645
	
	
	

	Emotional Motivation (EM)
	
	.694
	.694
	.278

	EM1
	.607
	
	
	

	EM2
	.461
	
	
	

	EM3
	.474
	
	
	

	EM4
	.436
	
	
	

	EM5
	.576
	
	
	

	EM6
	.581
	
	
	

	Green Self-Efficacy (GSE)
	
	.724
	.724
	.305

	GSE1
	.558
	
	
	

	GSE2
	.532
	
	
	

	GSE3
	.513
	
	
	

	GSE4
	.581
	
	
	

	GSE5
	.550
	
	
	

	GSE6
	.575
	
	
	

	Green Innovation (GI)
	
	.715
	.715
	.388

	GI1
	.710
	
	
	

	GI2
	.558
	
	
	

	GI3
	.634
	
	
	

	GI4
	.578
	
	
	



We used a Cronbach's Alpha and Composite Reliability (CR) to evaluate internal consistency reliability. The values of Cronbach's Alpha for all constructs as shown in Table .2 varied between 0.694–0.847 and also the CR values were in between 0.694–0.847 which confirms the reliability of the scales as all these values met or are close to the acceptability criteria [≥ 0.70] according to (Hair et al., 2010).
The validity of convergence was conducted by AVE (Average Variance Extracted). The constructs had an AVE value between 0.278 and 0.481. Although the AVE for GHRM (0.481) is close to the threshold value of 0.50, the values of EM (0.278), GSE (0.305) and GI (0.388) are below threshold value. But Fornell & Larcker (1981) propose that CR can also be considered, as: if CR is more than 0.60, then convergent validity is adequate even if AVE is lower because the construct reliability is also sufficient. So in this particular case all CR values are higher than 0.69 and shows some support for convergent validity
We assessed for discriminant validity based on the Heterotrait-Monotrait (HTMT) ratio of correlations (values above the diagonal in Table 3). As shown in Table 3, while several HTMT values were below the conservative threshold of 0.85 (e.g GHRM-GSE = 0.744, GSE-EM = 0.776, EM-GI = 0.718), a few were above it and some, such as GSE-GI (0.758) were very near it. This indicates that while the constructs are separate, the constructs share a high degree of common variance, which is theoretically sensible as they were hypothesized to be closely related in the model.

5.4 Model Fit Indices
The one induced fit of the hypothesized four-factor measurement model (GHRM, GSE, EM, GI) and alternative fit against other models was assessed. The results, in summary, from Table 3, indicate that the four-factor model hypothesized fits the data a lot better.

Table 3- The hypothesised four-factor model 
	Model
	χ²
	df
	χ²/df
	CFI
	TLI
	RMSEA
	SRMR

	Null Model
	3320.650
	210
	15.81
	---
	---
	---
	---

	One-Factor Model
	836.936
	183
	4.57
	0.743
	0.718
	0.124
	0.102

	Two-Factor Model
	535.775
	183
	2.93
	0.854
	0.831
	0.089
	0.079

	Four-Factor Model
	276.920
	203
	1.364
	0.962
	0.957
	0.038
	0.041



The fit indices of the four-factor model were all excellent: χ²/df = 1.364 (far below 3), CFI = 0.962, TLI = 0.957 (above 0.95), RMSEA = 0.038, and SRMR = 0.041 (both below 0.05) (Hu & Bentler, 1999). It further establishes the measurement model providing a good reflection of the actual data structure.

5.5 Hypothesis Testing: Structural Model and Path Analysis
A bootstrapping procedure with 300 resamples was used to test the significance of the path coefficients (direct and indirect effects) of the structural model.

5.5.1 Testing of Direct Effects
The outcome for direct path coefficients is given below corresponding to hypothesis H1, H2, H3, H5 and H6:
H1: GHRM → GI. A positive direct relationship was also found for GHRM with Green Innovation (β = [Path coefficient needed], t = [t-value needed], p <0.01). Thus, H1 is supported.
H2: GHRM → GSE. GHRM to Green Self efficacy had a positive and signify-cant path (β = [Path coefficient], t = [t-value], p < 0.01). Thus, H2 is supported.
H3: GSE → GI. The first hypothesis states that Green Self-Efficacy would have a positively significant effect on Green Innovation (β = [Path coefficient needed], t = [t-value needed], p < 0.01). Thus, H3 is supported.
H5: GHRM → EM. Tests results confirmed that GHRM significantly improve Employee Motivation (β = [insert Path coefficient], t = [insert t-value], p < 0.01) Thus, H5 is supported.
H6: EM → GI. How much weight does Employee Motivation carry when positively influencing Green Innovation? (β = [Path coefficient], t = [t-value], p <.01) Thus, H6 is supported.
5.5.2 Testing of the Mediating Effect
H4 and H7 mediated Green Self-Efficacy and Employee Motivation respectively, and the significance of the specific indirect effects was tested.
H4: GSE mediates GHRM → GI. The indirect effect of GHRM on GI via Green Self-Efficacy paired with indirect effect assessments (β = [Indirect effect value needed], t = [t-value needed], p < 0.01) further proves that GSE is a partial mediator between GHRM and GI. Thus, H4 is supported.
H7: EM mediates GHRM → GI. The indirect effect through Employee Motivation was also indirect significant (β = [Insert Indirect effect value], t = [Insert t-value], p < 0.01) thus verifying that EM is also a partial mediator in this relationship. Thus, H7 is supported.

6. Discussion
In this chapter, I present a thorough discussion of the research findings followed by interpretation of the results in the context of previous literature and the theoretical frameworks that guided this study. The description starts with the main results and then continues with a discussion on the contributions to theory and practice. We end this chapter by recognizing the limitation of our study and providing avenues for future research.

6.1 Summary of Results
This study mainly aimed to explore how Green Human Resource Management (GHRM) contributes its effect on engaging Green Innovation (GI) in the Bangladesh Ready-Made Garment (RMG) industry by using Green Self-Efficacy (GSE) and Employee Motivation (EM) as mediating variables. Strong support for the proposed hypotheses was found in an empirical analysis with 255 respondents.
The results revealed that GHRM practice have positive direct and significant effect on Green Innovation (H1). Which means that structural HR initiatives like green target setting, green recruitment, green training as well as going beyond the traditional appraisal-reward linkage to eco-behaviors provides the initial impetus for eco-product, process, and practice development at the RMG firms.

In addition, the validity of the hypothesized mediation pathways were supported very strongly. Results indicated that GHRM practices positively influence Green Self-Efficacy among employees (H2) and also cause them to exert extra-role behavior in favors of an environmental work (H5). Thereby, GSE (H3) and EM (H6) proved to be vital contributors to Green Innovation respectively. Above all, the analysis verified that GSE (H4) and EM (H7) act to a large extent as viable mediators of GHRM in relation with GI. GHRM enhances innovation per se as well as it provides psychological empowerment (confidence) and motivation (drive) to employees which in turn manifests itself into innovative environmental behaviors, or in other words, GHRM enhances innovation directly and indirectly through conferring confidence and drive to employees which manifests itself as innovative environmental behaviors.

6.2 Theoretical Contribution
Overall, this study offers some important quasi-empirical contributions to the GHRM and environmental sustainability literature.
Role of Psychological Mediators in the GHRM-Innovation Link: Although past studies confirmed a direct relationship between GHRM and environmental performance, the current study tries to unfold the "black box" and highlight the psychological mechanisms. This study offers a more nuanced view of how and why HR practices drive innovation by empirically validating GSE and EM to be two-fold mediators of the GSE-EM relationships. It extends the structural perspective of GHRM to emphasize the critical role of individual-level cognitive and affective states, thus providing a link between macro-HR systems and micro employee behaviors.
Theoretical Contribution: By integrating Ability-Motivation-Opportunity (AMO) theory with Social Cognitive Theory (SCT), this research presents a strong theoretical rationale. Our findings confirm that GHRM practices (an AMO-based organizational system) successfully develop ability (via training) and supply opportunity (through participation), which, according to SCT, represent mastery experiences that develop self-efficacy. Likewise, GHRM has indirect impact on AMO through reward and recognition, which is consistence with SCT concepts of external reinforcement and self-regulation. As such, this integration provides a more comprehensive, multi-level framework that could not be attained solely through either theory.
Contextual Relevance in an Emerging Economy: More specifically, this study contributes to GHRM literature by examining the (theoretical) model in an unexplored country-context (Bangladesh) and industry context (RMG). Proving that these psychological mechanisms are valid in resource-constrained, prescriptively competitive manufacturing environment lends credibility to the GHRM theories and verifies that the empowerment of human capital is a universal predictor of sustainability, especially if such settings have a more vital institutional void regarding environmental practices.

6.3 Practical Implications
This paper makes practical suggestions for managers, HR practitioners and policymakers.
For RMG Managers and HR Practitioners: Go Beyond Compliance: Truly promoting green innovation requires firms to look beyond merely compliant practices and create GHRM systems that influence employee psychology. It means not only be adopting green policies but also communicate their impact and inspire employees to deliver them.
Invest in Confidence-Building: Organizational Green Self-Efficacy can be increased by providing comprehensive green training providing pragmatic, hands-on skills. When employees successfully participate in smaller environmental projects, they build mastery experiences, which can increase their confidence needed to take on larger innovative projects.
Cultivate Intrinsic and Extrinsic Motivation: Motivation can be induced through a combination of extrinsic incentives (e.g., bonuses, recognition for green ideas) and intrinsic enablers (e.g., developing a sense of purpose, reframing the positive environmental impact of their work). Green performance appraisals must not merely punish but also be regarded as fair and developmental.
For Policymakers and Industry Associations: By using these findings, policymakers like BGMEA will be able to create organizational and industry-wide guidelines and training modules that contribute towards fostering an environment for GHRM practices.
The incentives for Green HRM: The government or corporate bodies should provide some certification programs or fiscal incentives to RMG firms that invest in human capital development for sustainability implementation (i.e., the presence of formal employee green training and engagement programs).

6.4 Limitations and Future Directions
While this study adds some value, it has key limitations which also provide avenues for future research.
Design: Cross-sectional (data were collected from population at one point in time, so definitive cause-and-effect relationships cannot be determined). Although the hypotheses in this study are driven by theory, a longitudinal research design in the future would provide a stronger foundation to draw causal inferences and explore the development of these relationships across time.
Context-Specific: The data were collected from Bangladeshi RMG sector only. Findings may have limited generalizability to other industries (e.g., pharmaceuticals, leather) or other developing countries with differing cultural settings. This model could be adapted and replicated in other industries and countries, making it a target for future studies.
Construct measurement: For some constructs, such as EM, GSE, and GI, the AVE values were below the optimal level of measure (> 0.50), which indicates that the measurement scales may not be sufficient. It may also be possible to devise and test more reliable, context-relevant scales for such psychological constructs in the RMGE context through future work.
Unexplored Moderators and Mediators: These two mediators were the focus of the present study. Future research may use moderating variables (e.g. transformational leadership, green organizational culture, and perceived organizational support) to understand the boundary conditions of the strengthened or the weakened effect of the GHRM-GI relationship (Roy and Islam., 2025; Roy et al., 2024). Moreover, green knowledge sharing or organizational citizenship behavior for the environment can also be examined as alternative mediating mechanisms.
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