A

| Green Employee Empowerment as a ... Dr. Mazen Farea, Riyadh Shamsan ]
g

Humanities and Educational

Sciences Journal

ISSN: 2617-5908 (print)

Green Employee Empowerment as a Mediator
in the relationship between GHRM and Green
Creativity & Innovation: Evidence from
Public Universities, Yemen®

Mazen Mohammed Farea
mazen.farea@mediu.edu.my

Riyadh Mohammed Sallam Shamsan
Faculty of Business Administration
Al-Madinah International University
riyazco@yahoo.com

*) Received: 22/11/2025 Accepted: 12/1/2026
*) Journal Website: http://hesj.org/ojs/index.php/hesj/index

[ 22026 Qua s ((53)20—d) I825I A il jal) g 4y gy 2 2 gla) Alaa ]



http://hesj.org/ojs/index.php/hesj/index
mailto:mazen.farea@mediu.edu.my
mailto:riyazco@yahoo.com

\¢
Q,; [ Green Employee Empowerment as a ... Dr. Mazen Farea, Riyadh Shamsan ]
s

By1af ¢ ABMatl (3 Jaiuwg piieS pas Yl cpdld ol (S
: pasYl S Sl ol asell & il 5yl gall
ol 3 o gSodl Cilaalnll e S

&)Lé dozo ()le

Ol e)&.«u Joeo UQE’J

sl

DSaVly ) o 8B (3 oy paxeS” (GEE) s Y1 (il bl (S 95 aullll o i
1S ol 3 (GHRM) (a4 3001 50000 5))) wle,ey (GECI) by s 2
5 e shadt a a5l Sls) wlayle I e bl SE b a8 (3 s LS il
a1 el sy

Boboth Sblul wyjys ¢ o ciugllly sV UL paliae e slazeVU iwy L ol ¢
s ekl ) 50l 3ls) byt ey L anedl BasSE) laald) 3 Ubse (363) o 5550 ans s
Al Byl el syl ladady lasVly s Y1 Gl Hgrals & )

AMOS. 7ty s (SEM) aJSGh) oValal) 2 plasuanl olpadl (U1 LI &

PV e 5 e (smny gLt S i slad) 2nd) 3l 53] lale Of gl opebly
gl Yly elak a2l sle bl 8)s) o A8l O (a5 LaST. s W b U1 Sy s Y1 LY
& it bl SE e OF ) e s Y1 gl S aas B Lelawss a1 S0
e 8Vl Y] s o3
& sl aad) 3l 3] wlu) plen] 48T Jg dagr 55 Awllll oda i@ il Joll Bl 3
el Bpeadl Sloglold es (3 Kol bl o as ST 2 Y1 WY1 ey pibsll (1 SE
dpedadl Sl gl |51
g ¢ (GEE) s 91 bl e« (GHRM)elash 3001 5160 5050 derbilt SLalS)
5lal sV i e syl labed sV eIy Cadbgd)  (GECT)epibsll g a1 SN,
sl Coalsl

l: #2026 usa gl ¢(53)20—d) I826I Ay el jall g 4y gy ) p glal) Alaa ]




Y [ Green Employee Empowerment as a ... Dr. Mazen Farea, Riyadh Shamsan ]

Green Employee Empowerment as a Mediator in the relationship
between GHRM and Green Creativity & Innovation:
Evidence from Public Universities, Yemen

Mazen Mohammed Farea

Riyadh Mohammed Sallam Shamsan
Faculty of Business Administration
Al-Madinah International University

Abstract

This study examines how green employee empowerment (GEE) acts as
a mediator in the interaction between green employee creativity and
innovation (GECI) and green human resource management (GHRM)
practices in Yemeni public universities. It examines how employee
empowerment through green HRM practices influences green creativity and
innovation. A descriptive analysis was conducted using primary and
secondary sources of information. Structured questionnaires were
distributed to three hundred and sixty-three employees in Yemeni public
universities. The GHRM practices investigated included Green Recruitment,
Selection, HR Planning, and Talent Management. Associations between
variables were examined using AMOS structural equation modeling (SEM).
The findings demonstrate that GHRM significantly improves both GECI
and GEE. The association between GHRM and GECI was shown to be
somewhat mediated by GEE, indicating that green creativity and innovation
are enhanced by employee empowerment. In the context of developing
countries, this study provides valuable information on how global human
resource management (GHRM) practices empower employees to promote
green innovation. It underscores the importance of empowerment in
promoting sustainable organizational practices in educational settings.
Keywords: Green Human Resource Management (GHRM), Green
Employee Empowerment (GEE), Green Employee Creativity and
Innovation (GECI), Green Recruitment & Selection, Green HR Planning,
Green Talent Management
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Introduction:

GHRM is becoming more popular as a tactic for integrating
environmental practices into HR duties including hiring, training, and
performance reviews (Shahriari et al., 2019; Molina-Azorin et al., 2021).
GHRM s linked to increasing creativity and innovation and empowering
green workers by encouraging sustainable behaviors (Aftab et al., 2022).
However, while GHRM’s effect on sustainability and employee actions has
been explored, less attention has been paid to its role in promoting GCI
(Munawar et al., 2022; Ahmad et al., 2022). Calls for further research
include perceived green organizational support (POS) and its association
with creativity across sectors (Hameed et al., 2021). By investigating the
mediating function of green employee empowerment between green human
resource management and green creativity and innovation in Yemeni public
institutions, this study addresses an identified research gap and provides
empirical insights for sustainable academic environments. Globally,
organizations are increasingly adopting GHRM to support employee
engagement and environmental goals, in line with the UNSD Goals to
reduce ecological impacts (Ahmed et al., 2022; Subaih et al., 2020). Green
creativity and innovation drive sustainable solutions (Ahmed et al., 2022;
Singh et al., 2020), and promoting green conduct through GHRM practices
can enhance competitiveness (Saeed et al., 2019). GHRM integrates
environmental behaviors into HR processes to promote sustainability. It
involves green hiring, sustainability training, eco-friendly performance
assessments, and fostering environmental responsibility. Adopting Green
HRM boosts environmental performance, employee engagement, and long-
term business success while supporting conservation efforts (Wang, Z. et
al., 2024).The importance of this research comes in developing a framework
that focuses on green recruitment, selection, and human resource planning to
encourage creativity in environmentally conscious organizations.

Statement of the Problem:

Environmental degradation and climate change have intensified the
global demand for sustainable development, encouraging organizations,
including higher education institutions, to adopt green strategies. Green
Human Resource Management (GHRM) is recognized as a key mechanism
for aligning employee behavior with environmental goals and promoting
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innovation (Ahmed et al., 2022); however, empirical evidence on its impact

on Green Employee Creativity and Innovation (GECI) remains scarce in

developing countries such as Yemen, particularly in public universities.

Additionally, the mediating role of Green Employee Empowerment (GEE)

has received limited scholarly attention in fragile contexts (Meng et al.,

2023). This gap is critical given the severe challenges facing Yemen’s

higher education sector, including conflict-related institutional damage,

declining human development, and shortages of qualified academic staff

(AlMunifi & Aleryani, 2021). Accordingly, this study examines how

GHRM fosters GECI through GEE in Yemeni public universities.

Significance of the study:

This study is significant as higher education institutions are increasingly
expected to integrate environmental management and green practices to
address contemporary environmental challenges and foster a “Go Green”
organizational culture (Aboramadan, 2022). By examining the mediating
role of green employee empowerment in the relationship between Green
Human Resource Management (GHRM) practices and green employee
creativity and innovation, the study provides valuable insights for designing
targeted interventions that enhance employee involvement in sustainable
initiatives (Mukherjee et al., 2020). In the context of Yemeni public
universities, where green empowerment remains limited, the findings offer
practical guidance on how GHRM practices can promote environmental
stewardship, creativity, and innovation, thereby supporting institutional
sustainability and national development (Zahrani, 2022).

Objectives of the study:

By referring to the problem statement, the research objectives are as follows:

1. To examine the effect of Green Human Resource Management practices
on Green Employee Creativity and Innovation in Yemeni public
universities.

2. To investigate the effect of Green Human Resource Management
practices on Green Employee Empowerment.

3. To analyze the effect of Green Employee Empowerment on Green
Employee Creativity and Innovation.

4. To determine whether Green Employee Empowerment mediates the
relationship between Green Human Resource Management and Green
Employee Creativity and Innovation.
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Questions of the study:

This study aims to answer the following research questions:

1. What is the effect of Green Human Resource Management practices on
Green Employee Creativity and Innovation in Yemeni public
universities?

2. How does Green Human Resource Management influence Green
Employee Empowerment in Yemeni public universities?

3. What is the effect of Green Employee Empowerment on Green
Employee Creativity and Innovation?

4. Does Green Employee Empowerment mediate the relationship between
Green Human Resource Management and Green Employee Creativity
and Innovation?

Literature Review:

Existing literature suggests that Green Employee Empowerment (GEE)
plays an important role in encouraging eco-innovation and pro-
environmental behaviors by enhancing employees’ skills, autonomy, and
intrinsic motivation (Hameed et al.,, 2021). While several studies
acknowledge that empowerment-oriented practices such as green talent
management, green human resource planning, and green recruitment support
sustainability initiatives (Bhatti et al., 2022; Noor et al., 2021), empirical
findings remain fragmented, and the specific role of GEE as a mediating
mechanism is still insufficiently examined (lrani & Kilic, 2022). This
limitation is particularly evident in the higher education sector, where
sustainability outcomes rely heavily on employees’ voluntary engagement
rather than formal control systems.

Scholars further emphasize leadership support as a critical contextual
factor shaping green creativity and innovation with leadership helping to
embed environmental values into organizational culture (Brown & Green,
2023). However, studies differ in their conclusions regarding the direct
effectiveness of GHRM practices. While some research reports that GHRM
positively influences green creativity by recognizing and rewarding green
contributions (Jiang et al., 2020), others argue that such outcomes depend
on complementary factors such as empowerment, ethical leadership, and
technological support (Ahmed et al., 2022; Yin et al., 2022). These
inconsistencies indicate that GHRM alone may not be sufficient to stimulate
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green creativity and innovation without mechanisms that enable employees
to translate policies into action.

Several scholars have therefore called for deeper investigation into the
relationship between GHRM and green creativity and innovation (Hameed
et al., 2021; Li et al., 2023), particularly by incorporating individual and
environmental contingencies (Singh et al., 2020; Darveshmutivali &
Altinay, 2022). Although evidence from academic settings suggests that
GHRM can enhance green engagement and operational efficiency
(Aburamdan, 2020; Jamil, 2022), most studies remain context-neutral and
overlook structural and cultural constraints. This is a significant omission
for public universities in Yemen, where institutional fragility, centralized
decision-making, limited technological infrastructure, and low levels of
employee empowerment may weaken the effectiveness of green HR initiatives.
Moreover, research linking green talent management to outcomes such as
employee retention highlights the long-term strategic value of GHRM
(Ogbebu et al., 2022), yet these findings are largely drawn from stable
organizational environments. As a result, little is known about how GHRM
practices operate through empowerment to foster green creativity and
innovation in crisis-affected, resource-constrained higher education systems.
Addressing this gap, the present study examines the mediating role of Green
Employee Empowerment in the relationship between GHRM practices and
Green Employee Creativity and Innovation within Yemeni public
universities, thereby extending GHRM theory to an under-researched and
institutionally constrained context.

Green
Green HRM Practices: H2 | Employee H
- Green Recruitment & Empowerment - Green
Selection Employee
- Green HR Planning H Creativity&
- Green Talent Management Innovation
H

Figure: (1) Research Framework
(Reference: Author own framework collected from various frameworks)
The following table displays the codes and descriptions of the research
hypotheses.
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Table (1)

Research Hypotheses Codes and Descriptions
Code Description Path
Direct Effect of Constructs

a1 GHRM significantly affects GHRM —» GECI
EGCIL.

Ho GHRM significantly affects GHRM —> GEE
GEE.
GEE significantly affects

H3 GECI. GEE —» GECI

Mediation Effects

GEE mediates the

H4 relationship between GHRM | GHRM — GEE —GECI
and GECI.

Hypotheses Effects:

Green Human Resource Management (GHRM) and Green
Employee Creativity& Innovation (GECI)

By incorporating sustainability initiatives into HR strategies, researchers
such as Hameed et al. (2021), Bahmani S. et al. (2023), Abualigah et al.
(2022), Shafiq et al. (2023), Katz (2022), and Zahrani (2022) highlight the
beneficial effects of GHRM on green creativity and innovation. The idea
that GHRM practices improve employee environmental awareness,
motivation, and abilities, which eventually leads to green innovation, is
further supported by studies by Huo, W. et al. (2020), Jiang et al. (2020),
and Hussain and Wahab (2021). GHRM creates a supportive work
environment that encourages green creativity and innovation by applying
ideas such the Resource-Based View theory, Self-Determination theory,
Social Learning theory, and Social Identity theory. Aligning GHRM
practices with these theories is key to driving sustainability initiatives within
organizations and shaping a greener future (Zahrani, 2022).

Al-Swidi et al. (2024) demonstrate that the implementation of both Green
Human Resource Management (GHRM) and Corporate Environmental
Ethics (CEE) has a positive and synergistic effect on the environmental
performance of manufacturing SMEs in Yemen. Their research, based on a
survey of 262 firms, underscores the importance of integrating ethical
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considerations with HR practices to enhance sustainability in less developed
countries. In the Pakistani textile industry, Amjad et al. (2021) found that
GHRM practices—particularly green performance appraisal and reward
systems—significantly improve organizational sustainability. This
relationship is partially mediated by both environmental and employee
performance, highlighting the strategic role of tailored green HR initiatives
in promoting sustainable outcomes in developing economies. Examining
Yemeni pharmaceutical companies, Zaid et al. (2024) identified that certain
human resource management practices, especially motivation and
compensation, significantly drive green innovation. Al-Hakimi et al. (2024)
posit that GHRM acts as a key mediator between green transformational
leadership and environmental performance in Yemeni SMEs, with the
strength of this relationship being enhanced by strong Corporate
Environmental Ethics (CEE). Their study calls for future cross-cultural and
longitudinal research to further elucidate the dynamics of green
management in under-studied contexts.

Green Recruitment and Selection (GRS):

GRS involves identifying and hiring candidates with skills, knowledge,
and commitment to sustainability. This ensures alignment with the
organization’s green goals, fostering environmental responsibility and long-
term sustainability (Nson, 2024). Green recruitment minimizes
environmental impact by utilizing digital applications and remote interviews
(Mwita, 2019). Aligning HR policies with environmental goals underpins
the concept of "GREEN HR" (Jyoti, 2019). Green recruitment practices can
enhance SMEs' environmental performance and competitive advantage
(Nawangsari & Sutawijaya, 2019). Green HR strategies drive GCI within
Institutions (Ogbeibu et al., 2020). Prioritizing environmentally conscious
hiring practices leads to better environmental performance and
competitiveness (Shaban, 2019). Green recruitment selects candidates
inclined towards green innovation, fostering creativity across all levels
(Jeronimo et al., 2022). GRS practices are instrumental of shaping a
sustainable workforce and fostering a culture of green innovation (Tian et
al., 2023).

Green HR Planning:

Green HR Planning involves assessing the quantity and types of

personnel needed for environmental management activities like 1ISO 14001
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and cleaner innovation, aligning HR strategies with environmental
sustainability objectives (Ali et al., 2020). It ensures organizations have the
right skills to lead sustainability initiatives by estimating human resource
needs and attracting, training, and retaining personnel aligned with
environmental goals (Malik et al., 2021). Green HR Planning encourages
behaviors that support environmental sustainability, fostering green
innovation and creativity through employee engagement (Shafiq et al.,
2023). By aligning HR strategies with environmental goals, Green HR
Planning enhances green creativity, innovation, and environmental
performance (Nawangsari & Sutawidjaya, 2019). HR planning policies
influence employee performance, including creativity and innovation, which
are measured by productivity, problem-solving ideas, and efficiency
(Hassan & lbrahim, 2025). Green HR planning fosters an environment
conducive to innovative thinking and sustainable practices, driving solutions
that reduce environmental impacts (Ajenthiny, 2022).

Green Talent Management (GTM):

The term "green talent management” encompasses the management of
green soft and hard talent. Soft green talent management emphasizes human
aspects like Green efforts to achieve environmental sustainability are
inspired by leadership, talent engagement in decision-making, and good
communication (Umair et al., 2023). In contrast, rigorous green talent
management views talent as a vital resource that must be effectively
managed through hierarchical structures and performance appraisal methods
(Ogbeibu et al., 2022). Green talent management involves identifying,
attracting, developing, and retaining employees with skills to promote
environmental sustainability, fostering innovation and competitive
advantages (Muduli & Mishra, 2019). GTM fosters an environment
encouraging green creativity and innovation by attracting and developing
environmentally conscious talent, promoting collaboration, and recognizing
green initiatives (Mahdy et al., 2023). It supports the generation of
innovative solutions addressing environmental challenges (Faisal &
Naushad, 2020). Green Talent Management (GTM) integrates eco-friendly
HR practices to draw in, nurture, and keep environmentally skilled
employees, driving sustainability and innovation. It enhances green
competencies and engagement, crucial for achieving long-term
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environmental and social goals (Fasih et al., 2025). In supply chains, GTM
leverages technology like Al to align talent strategies with sustainability,
improving operational resilience (Al Nawaiseh et al., 2025). GTM and GClI
are correlated elements driving sustainable business solutions and
environmental stewardship within organizations (Ogbeibu et al., 2022).

This study makes the following hypothesis in light of the literature
review mentioned above:

H1: There is statistically significant relationship found between Green
Human Resource Management (GHRM) and Green Employee Creativity
and Innovation (GECI).

Green Human Resource Management (GHRM) significantly affects
Green Employee Empowerment (GEE).

By granting employees autonomy and responsibility, fostering a sense of
ownership, and enhancing self-efficacy, empowerment plays a crucial role
in encouraging creativity within companies. This, in turn, fosters
participation in creative processes and fosters a collaborative climate
(Anwar, F., & Humayun, A., 2023). Green Employee Empowerment (GEE)
emphasizes active employee engagement in eco-friendly projects, whereas
Green Human Resource Management (GHRM) focuses on incorporating
environmental issues into HR procedures for sustainability (Wijoyo, H.,
2021). A key element of GHRM, GEE emphasizes giving staff members the
power and tools to improve environmental sustainability, which fosters
innovation, dedication, and organizational success (Labella-Fernandez, A.,
& Martinez-del-Rio, J., 2020). Employee accountability and
environmentally conscious behavior are encouraged by the collaboration
between GHRM and GEE (Saraswathi, D., & Savithri, J. J., 2021).
Organizations may successfully accomplish environmental goals by
enabling staff members to take part in sustainable projects and make
environmentally friendly choices (Muafi & Kusumawati, R. A., 2021).
Therefore, by encouraging proactive decision-making in line with
sustainability goals, removing obstacles, and improving incentives and skills
for environmental performance, GEE plays a crucial role in advancing green
corporate objectives (Alam, M. et al. 2021).

This study makes the following hypothesis in light of the literature review
mentioned above:

I: 2026 (ot el ¢(53)d0ad) IB3SI Ay el jall g &y g A o glal) e ]




Y [ Green Employee Empowerment as a ... Dr. Mazen Farea, Riyadh Shamsan ]

H2: There is statistically significant relationship found between Green
Human Resource Management (GHRM) and Green Employee
Empowerment (GEE).

Green Employee Empowerment (GEE) significantly affects Green
Employee Creativity and Innovation (GECI).

Empowering employees is essential to encouraging innovation and
creativity in companies. Empowered employees feel competent and valued,
and have a voice in their work, which reduces stress and gives them greater
control over their productivity. Studies by Zhang, B. (2019) and Ren, S. et
al., (2020) emphasizing the importance of Green Employee Empowerment
(GEE) within Green Human Resource Management (GHRM) strategies.
Green employee empowerment stimulates green creativity and innovation,
and also encourages employee participation in environmentally friendly
practices. Ji, G. and Zhao, X. (2021) and Chen, S. and Chang, C. (2020)
both emphasize how employee empowerment supports sustainability and
green innovation in businesses. Improved environmental performance and
creative green practices result from green employee empowerment, which
motivates staff to address environmental issues (Iftikar, T. et al., 2022). As a
result, GEE promotes an environmentally conscious culture by empowering
staff members to adopt green initiatives, engage in eco-friendly activities,
and suggest new ideas (Aina, N., et al., 2019). According to the AMO
hypothesis, green HRM practices foster green creativity and innovation in
businesses by improving employee capacities, motivation, and autonomy
(Gooda, J. et al., 2023). In line with corporate sustainability objectives,
empowering staff members via green transformational leadership fosters
green innovation and creativity (Mansoor, A., et al., 2021). A supportive
atmosphere that fosters creativity and innovation is created by empowering
employees, especially under servant and transformational leadership styles
(Ashraf, H. A. etal., 2023).

This study proposes the following hypothesis in light of the above-
mentioned literature review:

H3: There is statistically significant relationship found between Green
Employee Empowerment (GEE) and Green Employee Creativity and
Innovation (GECI).
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Mediating of Green Employee Empowerment (GEE) between Green
Human Resource Management (GHRM) and Green Employee
Creativity and Innovation (GECI)

According to Emmanuel, A. A. (2023), employee empowerment fosters
the ability to create objectives and make decisions independently within
their areas of competence by enabling people to use their judgment in
unexpected situations without rigid constraints. According to Andrianto, S.
et al. (2023), this empowerment combined with motivation fosters an
atmosphere where workers are inspired to take charge, which boosts
innovation and creativity inside businesses. Furthermore, research by Al-
Sabi, S. M., et al. (2023) highlights that giving workers resources, authority,
and responsibilities improves their capacity to act creatively, which
stimulates innovation in businesses. According to Alam, M. et al. (2021), in
the context of green HRM practices, AMO-theorized practices can impact
employee motivation and ability to accomplish green goals, eventually
promoting green employee empowerment. Hutomo, A. et al. (2020) provide
more support for this idea, arguing that AMO theory is essential for
incorporating people into management procedures, especially when it comes
to Green HRM. As Singh, S. K. et al. (2020) note, green HRM practices
may improve green corporate performance by encouraging continuous
innovations and initiatives through employee empowerment strategies,
hence the relationship between these two practices is essential. In order to
comprehend technological adoption and innovation, Acikgoz, F., et al.
(2023) suggest merging the Theory of Planned Behavior with Diffusion of
Innovation theory, going beyond conventional ideas. This integrative
method clarifies how behavioral intentions are influenced by attitudes,
norms, and perceived control. It also explains how new ideas proliferate and
affect the acceptance of innovations. The importance of empowerment in
promoting innovation, creativity, and sustainability within organizations is
highlighted by research conducted by a number of scholars, including Mora,
L., et al. (2023), Mauledy, A. (2023), and Bhutto, T. A,, et al. (2023). These
studies ultimately result in improved organizational performance and an
environmentally conscious culture. In conclusion, there are many aspects to
the relationship between employee empowerment, innovation, and green
HR management practices.
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This study makes the following hypothesis in light of the literature
review mentioned above:

H4: There is statistically significant relationship found from the mediating
effect of Green Employee Empowerment (GEE) between Green Human
Resource Management (GHRM) and Green Employee Creativity and
Innovation (GECI)

Research methodology:

In order to investigate the mediating function of Green Employee
Empowerment (GEE) between Green Human Resource Management
(GHRM) and Green Employee Creativity & Innovation in Yemeni public
universities, the study uses a descriptive research design and a
questionnaire. The study uses a survey technique to collect employee
perspectives, and a pilot test is carried out to verify the validity, consistency,
and reliability of the questionnaire based on input from academic experts
and workers. The study received a 93% rating on the three-point Likert scale
and uses expert comments to improve the validity of the questionnaire
(Jinnah, F., 2023). Strong reliability was shown by a pilot research with 30
participants (Cronbach's alpha values ranging from 0.8874 to 0.945). This
study employed a probability sampling technique to ensure
representativeness and generalizability of the findings. The sampling frame
comprised 6,824 academic and administrative employees working in 19
public universities in Yemen, based on official university records. A
proportionate random sampling approach was used, whereby participants
were randomly selected from each university according to its share of the
total population. A total of 363 questionnaires were distributed and fully
returned, yielding a 100% usable response rate after follow-up and data
screening. The sample size was determined using the Richard Geiger
equation with a 95% confidence level and 5% margin of error, and it also
satisfies Structural Equation Modeling (SEM) guidelines, which recommend
a minimum of 5-10 cases per estimated parameter, thereby ensuring
adequate statistical power and model stability for SEM analysis.

Results:

The study included eight phases to validate the hypotheses using AMOS
25 and SPSS 27, including SEM assumptions, data screening, CFA, and
structural model testing. SEM was chosen for its combination of regression
and factor analysis, with CFA ensuring construct validity through Goodness
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of Fit (GOF) indices and Cronbach's alpha to assess reliability. Key model
fit indices such as RMSEA and CFl were examined, and partitioning
strategies were used for latent constructs.

Univariate outliers were excluded, with variable Z scores ranging from -
1.966 to 3.354. Multivariate outliers were assessed via Mahalanobis
distance, yielding a maximum D2/df ratio of 2.556, below the cutoff of 3.5
(Hair et al., 1998), thus retaining all observations. Normality was
confirmed, with skewness and kurtosis within acceptable ranges.

According to criteria from Nunnally & Bernstein (1994) and Bagozzi and Yi
(1988), all constructs met reliability and validity requirements, with factor
loadings ranging from 0.614 to 0.954, AVE values above 0.5, composite
reliability above 0.7, and Cronbach's alpha values exceeding 0.7 for the
GRS, GHRP, GSTM, GHTM, GEE, and GECI.

Table (2)
Discriminant validity for Measurement Model

GRS GHRP GSTM GHTM GEE GECI
GRS
GHRP 0.485 0.807
GSTM 0.333 0.688 0.816
GHTM 0.09 0.298 0.402 0.864
GEE 0.25 0.534 0.741 0.455 0.889
GECI 0.295 0.616 0.593 0.435 0.801 0.825

(Resource: author own work based on SPSS analysis)

The constructs' inter-correlations fell below the Kline (2005) suggested
cutoff point of 0.85. Additionally, there was high discriminant validity
across these variables since the correlations were smaller than the square
root of the average variance recovered by the indicators (Kline 2005). After
analyzing the measurement model's convergent validity, discriminant
validity, and goodness of fit of the data, it was determined that the modified
measurement scale used to evaluate the constructs and their related items
was valid and dependable.

Direct Effects of Constructs:

Green employee empowerment (GEE) and green employee creativity and
innovation (GECI) were directly impacted by green human resource
management (GHRM) (H1, H2, H3), and the impact of GEE on GECI was
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examined using the structural model. The relative significance of the
variables was emphasized using standardized regression weights, which
showed that GHRM had a greater impact on GEE. A excellent fit of the
model was validated by the good fit indices (CFI = 0.968, TLI = 0.953,
RMSEA = 0.071, y2/df = 2.843). The model also looked at whether the
association between GHRM and GECI was mediated by GEE. In
accordance with the 0.30 criterion (Quaddus and Hofmeyer 2007), GHRM
accounted for 72% of the variation in GECI, as shown by R2 values of 0.74
for GEE and 0.717 for GECI. The expected direct effects were verified by
testing coefficient estimates. Table (3) shows the path coefficients and
results of the proposed direct effects test.

Table (3)
Examining Results of Hypothesized Direct Effects of the Constructs
Unstandardized [Standardized| critical | P- Hypothesis
Path . o .
Estimation Estimation | ratio |value Result
Estimate| S.E. Beta Cr

GHRM- GEE | 1.150 | 0.074 | 0.860 | 15.570 |0.000| H1(Supported)

GEE- GECI | 0239 | 0102 | 0.233 | 2.333 |0.020| H2 (Supported)

GHRM-— GECI| 0872 | 0.147 | 0.638 5.926 |0.000| H3(Supported)

(Resource: author own work based on SPSS analysis)

Mediation Effect of Green Employee Empowerment (GEE) :

The mediation analysis explored the role of GEE in mediating the effects
of GHRM on GECI. It examined both direct and indirect impact of GHRM
on GECI through GEE. Using the decision tree framework by Mathieu &
Taylor (2006), the study assessed the significance of these relationships.
The results showed that the relationship between GHRM and GECI is fully
mediated by GEE, indicating that GHRM enhances employee creativity and
innovation primarily through empowerment, underscoring the importance of
employee in transforming green HR initiatives into innovative and creative
outcomes and sustainable practices. The findings highlight how
empowerment enhances the effectiveness of GHRM, offering insights for
fostering innovation and sustainability in organizations.
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Figure (2) Evidence-based decision tree for various overlapping
empowerment influences
(Source: Mathieu & Taylor, 2006)

The framework states that all three correlations between the variables
(paths a, b, and ¢) must be statistically significant in order for mediation to
be considered significant (Baron & Kenny, 1986; Mathieu & Taylor, 2006).
It is impossible to achieve full mediation if any path is meaningless. Partial
mediation takes place if the direct impact (route &) is still considerable, but
full mediation happens when it is not. Depending on how important these
routes are, the study reveals various consequences. Because SEM can
represent both measurement and structural interactions, it is favored over
regression for mediation analysis. Regression coefficients between GHRM,
GEE, and GECI were examined in this study using bootstrapping to
evaluate the mediating effects of GEE. Table (4) displays the analysis's
findings.
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Table: (4)

Results of Examining Mediation Effects of Metacognition
DV = Green Employee Creativity &
Innovation IV= Green HR Management
M = Green Employee Empowerment
Total Effect of IV 1.00226***(sig = 0.000)
on DV without M
Direct Effect of 0.5064***(sig = 0.000)
IV on DV with M
Indirect effect of IV on DV through 0.516***(sig = 0.000)
Effect of IV on M (path b) 1.0478***(sig = 0.000)
Effect of M on 0.492***(sig= 0.000)
DV (path c)
Mediation Path GHRM—GEE—GECI
Mediation Effect Yes
Degree of Partially
Mediation
Hypothesis Result H4(Supported)

(Resource: author own work based on SPSS analysis)

Green employee empowerment (GEE) mediates the effects of green
human resource management (GHRM) on green employee creativity and
innovation (GECI), as shown in Table (4). Thus, Hypothesis H4 was
verified.

Discussion, Implications, Recommendations:
Discussion of the results:

With a route estimate of 0.872, a standardized estimate of 0.638, and a
critical ratio of 5.926 (p = 0.000), the research shows that Green Employee
Creativity and Innovation (GECI) is highly influenced by Green Human
Resource Management (GHRM). These results confirm what Hameed et al.
(2021) and Munawar et al. (2022) have shown about the importance of
GHRM practices in creating a favorable atmosphere for green creativity and
innovation. According to Meng et al. (2023), the beneficial effect of GHRM
on GEE is also noteworthy, with a critical ratio of 15.570 (p = 0.000), a
normalized estimate of 0.860, and a path estimate of 1.150. Additionally,
research by Saraswathi & Savithri (2021) and Abualigah et al. (2022)
highlight the significance of empowerment in fostering green creativity,
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demonstrating that GEE has a substantial influence on GECI (path estimate
= 0.239, standardized estimate = 0.233, critical ratio = 2.333, p = 0.020).
Furthermore, according to Alam et al. (2021) and Emmanuel (2023), GEE
mediates the GHRM-GECI association, with an indirect effect estimate of
0.278, a standardized estimate of 0.288, and a critical ratio of 3.420 (p =
0.001). According to these findings, GHRM programs have to concentrate
on giving staff members the freedom to be more creative and innovative in
their sustainability projects.

Implications:

The study examines how Green Employee Empowerment (GEE)
mediates the relationship between Green HR Management (GHRM) and
Green Employee Creativity and Innovation (GECI). It highlights the
theoretical importance of integrating GHRM and GEE to enhance employee
capabilities and motivation for sustainable innovation. This research extends
the theory of green creativity by identifying key factors driving
environmentally conscious employee innovation. The findings suggest that
empowering employees is crucial for fostering green creativity and
innovation, offering insights for future research.

From a managerial perspective, the study emphasizes the need for GHRM
practices to cultivate a culture of green creativity. Managers are encouraged
to empower employees by providing resources, decision-making authority,
and training for sustainability efforts. Leadership support, effective
communication, and fostering a supportive culture are also critical in driving
green creativity and innovation within organizations, leading to more
sustainable strategies and outcomes.

Research Contributions:

This research makes significant strides in business management,
particularly within Green Human Resource Management, Green Employee
Empowerment, and Green Employee Creativity and Innovation. The
theoretical contributions include proposing a framework that explores how
green employee empowerment mediates between green HRM and employee
creativity, deepening understanding in the field. It also reviews factors
impacting green creativity and innovation, enriching theoretical insights by
integrating concepts like green HRM and employee empowerment.
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On a practical level, the study offers actionable guidance for directors and
managers in Yemeni public universities, stressing the implementation of
green HRM practices to enhance green creativity and innovation. It
emphasizes green employee empowerment as a crucial mediator between
green HRM and employee innovation, aiding in the development of long-
term strategies. Additionally, the research identifies factors that improve
employee performance in academic settings, assisting in the formulation of
effective organizational policies.

Research Limitations:

This research has limitations pertaining to sample size and
generalizability, being confined to public universities in Yemen. It also faces
issues with response bias and self-report measures, potentially affecting data
reliability. The cross-sectional design limits establishing causality, while
relying solely on self-reported data may not offer a comprehensive view of
the variables. Cultural and contextual factors specific to Yemen may impact
the applicability of results elsewhere, emphasizing the need for further
research in diverse settings to enhance external validity.

Future Research:

Future research could explore longitudinal studies to delve deeper into
the relationships between Green HRM, Green Employee Empowerment, and
Green Employee Creativity and Innovation over time, allowing for causal
relationship examinations. Comparative studies comparing research findings
from Yemeni public universities with other regions or industries would
enhance generalizability. Employing mixed methods approaches, integrating
qualitative and quantitative methods, could offer a more comprehensive
understanding of these complex relationships, while investigating additional
mediating and moderating factors like organizational culture or leadership
styles could provide nuanced insights. Collecting data from multiple sources
and conducting intervention studies implementing specific GHRM practices
or empowerment initiatives would offer practical insights for organizations
aiming to foster green creativity and innovation among employees.
Conclusions:

The research emphasizes the significance of Green Human Resource
Management (GHRM) in fostering Green Employee Creativity and
Innovation (GECI) by promoting environmentally sustainable practices. It
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suggests that GHRM practices positively influence employees’ creativity and
innovation aligned with green initiatives. Moreover, the study highlights
Green Employee Empowerment (GEE) as a mediating factor between
GHRM and GECI, enabling employees to contribute innovative, eco-
friendly solutions by providing them with knowledge and resources.

In terms of research methodology, the study utilized a descriptive analysis
approach, combining literature exploration with interviews of 363
employees from Yemeni public universities. The questionnaire guided data
collection to support research objectives and gather primary data. The
practical implications of this research extend to organizations, particularly
public universities in Yemen, aiming to integrate sustainability practices and
foster green creativity and innovation among employees through GHRM
strategies and empowerment initiatives.

This research significantly contributes to the literature by examining the
mediating role of GEE in the relationship between GHRM and GECI,
offering insights specific to public universities in Yemen. The study's
comprehensive framework sheds light on the interconnectedness of green
practices, employee empowerment, and sustainable innovation, potentially
informing  organizational strategies and policies geared towards
sustainability and green creativity in the workplace.
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