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engineering rigor meets the depth of the humanities and when scientific discoveries are 
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vibrant, interdisciplinary community where transformative ideas can flow freely. 
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contribution to the global knowledge economy, and we are dedicated to ensuring it receives 

the visibility it deserves. 

I warmly invite academicians, industry professionals, and research scholars from every 

corner of the world to join us on this rewarding journey. SRESTHAKAM is more than a 

journal; it is a movement toward collaborative wisdom and transformative growth. I 

encourage you to share your insights, submit your original work, and help us shape this 

publication into a premier global hub for knowledge that changes the world. 

Together, let us continue to push the boundaries of what is possible and create a lasting, 

positive impact on society. Thank you for your unwavering dedication to the pursuit of truth 

and for being an essential part of our growing global community.  
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academic rigor and intellectual integrity. We are committed to curating research that is not 
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journal to be a trusted resource where scholars and practitioners alike can find innovative, 

peer-reviewed ideas that translate into actionable, real-world outcomes. We deeply respect 

your hard work and are committed to showcasing it beautifully. This dedication to quality 

ensures that every article we publish serves as a reliable cornerstone for future scholarly 

inquiry and industrial application. 

To our prospective authors: your intellectual curiosity is the lifeblood of this journal. Whether 

you are exploring complex scientific phenomena, evaluating the human impact of technology, 

or proposing new paradigms in financial management, we provide a dynamic, respected 

space for your voice to be heard. 

I invite you to share your most impactful research, collaborate with peers across the globe, 
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is my absolute pleasure to welcome you to our new 

International Journal. This publication represents a core 

belief of our Journal in globally that the most powerful 

innovations happen when diverse academic disciplines, 

creativity and scholarly work comes together to solve 

real problems of the research. Our editorial vision is to 

publish high-quality research paper that not only pushes 

the boundaries of theory but also creates tangible societal 
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interdisciplinary research papers that bridge the gap 

between We want to publish groundbreaking work that explores, for instance, how digital 

innovations can empower rural economies, innovations, business, creativity, engineering, 

technology and management, how sustainable financial frameworks can drive ethical growth, 

or what it takes to build resilient, next-generation leadership in a rapidly changing world. By 

combining insights from engineering, humanities, and advanced management, we can tackle 

these complex global challenges head-on. 

As researchers, we all know the dedication it takes to bring a paper from a working draft to a 

published article. Because of this, my top priority as Editor-in-Chief is to ensure a 

transparent, constructive, and highly efficient peer-review process. We want SRESTHAKAM 

to be a genuinely supportive platform where your ideas are nurtured, carefully reviewed by 

experts, and shared with a global audience. We deeply respect your hard work and are 

committed to showcasing it beautifully. 

We particularly welcome collaborative studies that unite seasoned academicians with 

emerging research scholars. Every significant breakthrough begins as a simple abstract or a 

bold idea shared among peers. Our editorial team is dedicated to helping you refine these 

concepts and amplify them on a global stage. 

I warmly invite you to submit your original research, insightful review papers, and detailed 

case studies to our journal.  

I look forward to reading your contributions and welcoming you to our growing community 

of authors. Kindly send your articles to editorinchief.sresthakam@svim.edu.in   

Warm regards, 
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journal, I am very excited to welcome you. I know 
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takes to turn a great idea into a strong research paper. Our 

goal at the International Journal of Scientific Research, 

Engineering, Science, Technology, Humanities and 
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want to make your publishing experience just as 

rewarding as your research. We understand that getting 

published can sometimes feel overwhelming, but we are 

here to make the process smooth, encouraging, and truly enjoyable. 

Our core theme is acting as a bridge between big ideas and real-world solutions. We focus on 

mixing different fields, like new technology, business, and the humanities, to solve everyday 

problems. By connecting these different subjects, we can discover fresh ways to improve 

society and build a better future. We are looking for research that makes a real difference, 

such as exploring how digital tools can help rural areas grow or how management ideas can 

guide new science. We welcome all voices in this effort. Whether you are a highly 

experienced professor or a new research scholar, your work has a home here. 

As your Executive Editor, I promise you a fair, helpful, and fast review process. Our team 

will fully support you from the moment you send us your paper until the day it is published. 

We view this publishing journey as a true partnership rather than just a simple transaction. We 

will give you clear and useful feedback to make your paper the best it can be, ensuring it is 

ready for readers all over the world. We deeply value every writer and treat everyone as an 

important, respected part of our community. 

I invite you to share your new ideas, review papers, and case studies with us so we can work 

together to drive academic progress forward. Every great discovery starts with the courage to 

share it with others. By bringing your unique perspective to our journal, you are helping to 

build a global community of shared knowledge. If you have any questions or need help 

before submitting your work, please reach out to me directly. I am here to support your 

journey every step of the way, and I cannot wait to read your research!  

Kindly send your articles to executiveeditor.sresthakam@svim.edu.in  

Warm Regards, 
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ABSTRACT: 

At present scenario, the Government of Odisha gives importance of its office administration smoothly in order to execute 

Green HRM resources and its legal practices in different sectors of Odisha, like energy, water, sanitation, health and 

hygiene of human resources etc. and execute Green HRM practices for documentation in paper less work in Govt. and 
Public Sector. Green HRM practices promote resource efficiency through measures like paperless workflows, energy 

conservation, and waste reduction leading to substantial cost savings for the public exchequer. The main objectives of this 

research paper is to investigate and analyse the impact of implementing Green Human Resource Management (GHRM) 

practices within the administrative framework of government offices in Odisha, specifically focusing on their contribution 

for emerging economic sustainability and the establishment of good environmental practices in various sectors. These 

sectors involve examining how green HR contributes to cost savings through resource efficiency, reduced waste, optimized 

energy consumption, and other economic benefits to the stakeholders or creating a good ecological and environmental 

ambiance for sustaining a good governance. In this regard, the researcher has trying to identify various challenges and 

opportunities associated with implementing Green HRM practice through various models in the unique context of Odisha 

government office administration. Again, this paper reveals to justify its purpose recommendations and strategies for 

effectively leveraging Green HRM practice and various models to achieve both economic development sustainability in the 
good governance within the state of Odisha.  

Primarily, the researcher trying to justify the aforesaid research problem and its real solution at their level best for collection 

of data in primary method from 500 human resource professionals and employees of different Govt. sectors in Odisha, but 

some extent the researcher compels to collect some of information through secondary sources. Henceforth, a mixed method 

of research approaches, techniques etc. which will be used to assess the assigned problem as entitled as above and assume 

no of hypotheses related to main objectives of the research work, Thus , various Green HRM models taken to examine its 

validity and authenticity, such as Multi-Group Analysis Models (MGAM), New Models of Green HRM(NMGHRM) which 

focuses on  different aspect of HR functions ,recruitments, performance management, training and development, 

compensation and reward etc. are incorporating  Green practices in order to creating a good culture ,and environment 

responsibility of the organization for the benefit of the employees. Finally, the researcher expected that from their aforesaid 

study might have getting the opportunities to adopt Green HRM practices in different Government departments in Odisha. 

This experimental research would have greater impact in the minds of the employees, stakeholders, management for a better 
practise on execution of HR policies from time to time in order to achieving organization goals through a conducive 

environment.  

 Key words: Green HRM Practices, Multiple-Group Green HRM, Good-Governance of Office Administration, Economic 

development and sustainability, Strategic Models of Green HRM 

 

1.Introduction 
 

In this section, the researcher aims to execute Green HRM 

practices in various Govt. offices and organizations for the 

day-to-day practical, realistic, reliable, implementation of the 

aforesaid research frame work of Green Practices and 

expected to seek out various environmental problems in 

Odisha and abroad. 

Despite the growing global emphasis on environmental 

sustainability and the potential for Green Human 

Resource Management (GHRM) practices to contribute to 

both ecological and economic benefits, there is a limited 

understanding of the extent to which these practices are 
implemented within the government office administration 
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in Odisha. This research seeks to address this gap by 

analysing the current state of GHRM adoption in Odisha's 

government offices and evaluating its impact on emerging 

good governance principles (such as transparency, 

accountability, and stakeholder engagement) and 

economic sustainability within the state’s administrative 

framework. 

 

The integration of Green Human Resource Management 

(GHRM) practices holds the potential to significantly 
influence both good governance and economic 

sustainability within public sector organizations. 

However, the specific mechanisms and effectiveness of 

this interrelation within the unique context of government 

office administration in Odisha remain largely 

unexplored. This study aims to analyse the existing 

GHRM practices in Odisha's government offices, 

critically examine their contribution to fostering 

principles of good governance, and assess their impact on 

achieving long-term economic sustainability within the 

state's administrative operations. 

 
The adoption of Green Human Resource Management 

(GHRM) practices in government office administration 

presents both significant opportunities for advancing good 

governance and economic sustainability, as well as 

potential challenges in implementation within the specific 

bureaucratic and operational context of Odisha. This 

research endeavours to identify the key GHRM practices 

currently in place within Odisha’s government offices, 

analyse the challenges and enabling factors influencing 

their adoption, and evaluate their effectiveness in 

contributing to enhanced good governance and long-term 
economic sustainability. 

 

While Green Human Resource Management (GHRM) is 

increasingly recognized for its potential to drive 

environmental and economic benefits, its application and 

impact within the government office administration of 

Odisha, particularly in relation to emerging good 

governance and economic sustainability goals, require 

thorough investigation. This study aims to analyse the 

existing GHRM practices in Odisha’s government offices 

and assess their contribution to these critical outcomes. 

 

3. Research Objectives: 
 

1. To execute the application of Green HRM 

practices in different sectors of state Govt. of Odisha 

and analysis its valuable role and importance in the real 

practice of Human Resources Management. 
2. To motivate employees, staff, employer and all 

stakeholders to use Green HRM practices in their daily 

work and life style for reducing the consumption of 

economic resources at work place and creating an 

ecological environment for good practices. 

3. To examine the Green HRM practices and its 

effects in the real situation of the Govt. sector through 

different Green HRM models genuineness and 

authenticity. 

2. Literature Review 

This section of literature review have outlines the potential 

theoretical framework, hypotheses, literature gaps, and 

contributions for a study, According to Hannan & Freeman, 

1977 in their theory Public Sector Organizational Ecology 

suggests that “Organizational survival and success in the 

public sector are influenced by environmental pressures and 

the ability of organizations to adapt to these pressures.  In the 

context of this study, the increasing emphasis on 

environmental sustainability and resource efficiency by 

national and international bodies, coupled with citizen 

expectations, creates pressure on government offices in 

Odisha to adopt green practices. Green HRM practices can 
be seen as adaptive mechanisms that enhance the efficiency 

and legitimacy of government administration in response to 

these environmental pressures, contributing to economic 

sustainability and good governance”. 

According to Hood in 1991 in his theory of New Public 

Management (NPM) emphasizes “efficiency, effectiveness, 

and accountability in public sector administration, often 

drawing inspiration from private sector management 

practices. Green HRM practices, particularly those focused 

on resource optimization, waste reduction, and employee 

engagement in efficiency initiatives, align with the core 

tenets of NPM by promoting cost-effectiveness and improved 

service delivery within government offices. Emerging 

models of Green HRM, leveraging technology for paperless 

administration and energy management, resonate with the 

NPM focus on modernization and efficiency”. 

According to Blau, 1964 in his theory of Social Exchange 

posits that “positive actions by an organization towards its 

employees can lead to reciprocal positive behaviours and 
attitudes from employees. Implementing Green HRM 

practices that demonstrate the government's commitment to 

environmental sustainability and employee well-being can 

foster greater employee engagement, motivation, and a sense 

of purpose, potentially leading to increased productivity and 

more responsible resource utilization within government 

offices. Emerging models that involve employees in green 

initiatives and recognize their contributions can strengthen 

this social exchange”. 

In this research work, we found that there are a few 

research papers available on Green HRM Practices in 

Govt. sector administration in India, particularly in 

Odisha, that’s why the researcher highly motivated to do 

an extensive research on the aforesaid research entitled  

“Analysis of   Green HRM Practices in Govt. Office 
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Administration in Odisha: Emerging Good 

governance and Economic Sustainability” .Thus, we 

focused on the majority of existing literature on Green 

HRM Practices on the Govt. sector and found that there is 

a significant gap in understanding its adoption, impact, 

and unique challenges within the Indian public sector, and 

even more so within specific state government 

administrations like Odisha. Scarcity of studies on the 

economic sustainability aspects in Government context: 

While some research might touch upon environmental 
benefits of green practices in government, the specific 

economic sustainability outcomes (cost savings, resource 

efficiency gains) linked to Green HRM are under-

explored. 

In addition to that we observed there are few emerging 

models in the Govt. sector in Odisha and abroad. 

Henceforth, an innovative technology-driven Green HRM 

models are primarily centred on the Govt. sector need to 

be examine how these emerging models can be adapted 

and implemented within the specific constraints and 

opportunities of government office administration in 

Odisha. Under explored link between Green HRM and 

Good Governance. The potential of Green HRM practices 

to contribute to broader good governance principles like 

transparency, accountability, and citizen of India trust has 

not been extensively investigated.    

Finally, we focused on context based specific challenges 

and opportunities of Green HRM Practices in Odisha how 

it executes smoothly in a unique socio-economic, cultural, 
and administrative context of Odisha which may faces 

specific challenges and opportunities for implementing 

Green HRM. These context-specific factors require 

dedicated research. Measurement issues in Public Sector. 

Measuring economic sustainability and good governance 

outcomes in the public sector can be complex. There is a 

need for developing appropriate metrics to assess the 

impact of Green HRM in this context. 

This study aims to contribute to the existing literature by 

addressing these gaps in Focusing on the Underexplored 

Context of Odisha Government Administration: This 

research will provide valuable insights into the adoption 
and impact of Green HRM within a specific state 

government in India, contributing to a more nuanced 

understanding of public sector Green HRM. 

The study will specifically investigate how Green HRM 

practices can contribute to tangible economic benefits 

within Odisha government offices, such as cost savings 

through resource efficiency and improved operational 

effectiveness. The research will explore the potential and 

challenges of implementing innovative Green HRM 

models within the Odisha government context. This study 

will contribute to understanding how Green HRM 

practices can enhance good governance principles in 

public administration in Odisha, such as increased 

transparency and accountability in resource utilization and 

a demonstrated commitment to environmental 

responsibility. 

Providing Context-Specific insights and 

recommendations: By focusing on Odisha, the study will 

offer practical and contextually relevant recommendations 

for government policymakers and administrators on 

effectively implementing Green HRM for economic 

sustainability and good governance. Developing Relevant 

Measurement Frameworks: The research may contribute 

to the development or adaptation of metrics suitable for 

assessing the economic and good governance outcomes of 

Green HRM in the public sector context of Odisha. This 
study has the potential to make a significant contribution 

to the limited body of knowledge on Green HRM in the 

public sector, particularly within the context of state 

government administration in India. By focusing on 

emerging models and their impact on both economic 

sustainability and good governance in Odisha, this 

research can provide valuable insights for theory and 

practice. 

4. Method of Study: 
 

a) Problem Formulation 

Primarily when researcher going to justify the objectives of 

this aforesaid research title there are many problem arises 

such as: 

1)To execute new and advanced model of Green HRM 

resources and its practices weather effective or not in the 

Govt. sector of Odisha for executing, maintaining, and 

managing in the reality. 

 

2)To examine the behavioral aspects of mind of employees, 

workers and stakeholders on Green HRM practices in real 

application for creating a natural, ecological and workaholic 
atmosphere in Public sector. 

 

5.  Hypothesis 

5.1 Null Hypothesis (Ho) 

 

The Green HRM Practices has no impact and significant on 
the execution of policy of Govt. Sector particularly in Govt. 

Offices and public Sector. 

This hypothesis refers about the role and importance of the 

Green HRM practices has tremendous effect for execution 

and monitor and control of Green HRM policies in official 

practices. 

 

5.2 Expected Hypothesis (He) 

 

This hypothesis refers about the Green HRM practices in 

Govt. sectors has tremendous impact and significance in 

administrational ,policy making ,execution and decision 
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making in the real time practice of office management or 

creating on ecological ambiance. 

5.3 Alternative Hypothesis (Ha) 

 

This hypothesis refers, how Green HRM practices 

systematically implemented in Govt. Administration 

sector of Odisha with followed a scientific tools, 

techniques, methods and execution of advance model of 

Green HRM for creating a healthy, hygienic, social, 

personal life style in scientific and enriched cutoff highly 
economic expenditure and structure a positive 

environment for working. 

 

6.  Research Design: 

 

The researcher has focused a scientific and advanced 

research work related to the aforesaid research title and its 

 justification for finding a good result. Henceforth, the 

researcher has taken a good questionnaire and meticulous 

research design of collection of data in primary sources.   

 

7. Data Collection: 

 
The researcher has collected the information through the 

primary sources such as field survey, interview, face to face 

interaction, email, whatsApp and google form related with 

the respondents from different offices of public and Govt. 

Sectors related to Green HRM practices and its impacts and 

its results in reality, here, the researcher targeted 1000 
respondents and expected to accordingly accorded 801 

Respondents responses. 

 

Table-1: Refers for Execution of Green HRM and respondents (People) Feed-back related to ten important cities of 

Odisha 
Serial No Name.of 

the 

city/Head 

quarters 

Total No of 

Responses 

(Target) 

 

Execution of Model 

 

Respondents Total no of 

Respondents 

Total 

% of +ve Response 

M F TG +ve(M+ 

F+TG) 

+ve 

(M+F+ 

TG) 

NR 

(M+F+ 

TG) 

TPR TNR TNuR  

1 Bhubaneswr 35 15 15 5 13/15 10/15 3/05 26 07 03 74.2 

2 Cuttack 35 15 15 5 14/15 10/15 3/05 27 06 02 77.14 

3 Puri 35 15 15 5 13/15 12/15 3/05 28 07 00 80.00 

4 Baleswar 35 15 15 5 13/15 10/15 3/05 28 05 02 80.00 

5 Barhumpur 35 15 15 5 12/15 10/15 3/05 25 03 02 71.42 

6 Sambalpur 35 15 15 5 14/15 12/15 3/05 29 03 03 82.85 

7 Jharsuguda 35 15 15 5 12/15 13/15 3/05 28 04 01 80.00 

8 Balangiri 35 15 15 5 13/15 14/15 2/05 29 03 02 82.85 

9 Rourkela 35 15 15 5 13/15 13/15 3/05 29 02 04 82.85 

10 

 

Koraput 35 15 15 5 15/15 12/15 3/05 30 04 01 85.71 

Total  350 150 150 50 132/150 116/150 29/50 277 41 17 277/3350 

Mean Value  35.5 15.5  5.0 13.2 11.6 2.9 27.7 4.1 1.7  

NB: a) M* –Male, F* Female, TG*: Trans Gender 

        b)NR*Negative Response  NeuTr * Neutral Response 

       C) TPP* Total percentage of Positive Response  

From the data table One , we observed that researcher have taken 10 cities of the state of Odisha  and there are 350 

People targeted and out of 277 people respond positively, 41 People  responded negatively regarding the Green HRM 

Practices in Govt Sector and collected the information from the habitants of the aforesaid cities and found  the mean 
value is 35.5 and positive Respondents mean value ids 27.7 which is a good symptoms for the execution of the 

aforesaid Policy in the state of odisha  . Again, the researcher have extended their research work on the employees of 

Govt, sector , and taken 10 PSU and Govt, offices of odisha (See data Table :-2)    
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Table-2: Refers for Execution of Green HRM and respondents (employees) Feed-back related to PSU and Govt. 

agencies 

Sl.No Name of the 

Govt .Offices 

Total No of 

Respondent 

Target  

Execution of 

Model 

Respondents 

Model 

Total Number of 

Response 

Total % 

of Positive 

Response  M F TG 

+Ve 

(M+TG) 

+Ve 

(F+TG) 

 

N .R 

(M+F+TG) 

 

 

 TPR TNR TNu.R 

1 NALCO 35 15 15 5 14/15 13/15 4/05 27 03 01 77.14 

2 OPTCL 35 15 15 5 13/15 12/15 3/05 28 04 03 80.00 

3 OMC 35 15 15 5 13/15 12/15 3/05 25 03 04 71.42  

4 BSNL 35 15 15 5 15/15 13/15 4/05 28 03 00 80.00 

5 BDA 35 15 15 5 12/15 10/15 3/05 25 03 02 71.42 

6 CDA 35 15 15 5 14/15 12/15 3/05 29 03 03 82.85 

7 Railway 35 15 15 5 13/15 14/15 3/05 30 03 02 85,71 

8 Education Dept. 35 15 15 5 13/15 14/15 2/05 29 03 02 82.85 

9 Health Dept 35 15 15 5 12/15 13/15 3/05 28 04 03 80.00 

10 PWD 35 15 15 5 14/15 14/15 3/05 28 02 02 80.00 

Total       133/150 127/150 31/50 278/350 31 22 79.43 

Mean      13.30 12.7 3.10 27.8 3.1 2.20  

NB: a) M* –Male, F* Female, TG*: Trans Gender ( 

b)NR*Negative Response  NeuTr * Neutral Response  (c) 

TPP* Total Percentage of Positive response  
 

As per  the  record of  data table two, we observed that 

researcher have taken 10 PSU and Govt. Offices  of the 

state of Odisha  and there are 350 employees  targeted 

and out of 278 employees  respond positively, 31 People  

responded negatively regarding the Green HRM 

Practices in Govt Sector and collected the information 

from the habitants of the aforesaid cities and found  the 

mean value is 35.5 and positive Respondents mean 

value ids 27.8 which is a good symptoms for the 
execution of the aforesaid Policy in the state of odisha  . 

Again , the researcher have extended their research 

work on the employees of Govt, sector , and taken 10 

Professional Category from Govt,  Odisha   and found 

the followings (See data table :3) 

 

Table-3: Refers for Execution of Green HRM and respondents (Various Professions ) Feed-back related to PSU and 

Govt. agencies of Odisha 

Sl.No Execution 

of Green 

HRM 

model by 

different 

profession 

Targeted 

Respond

ents 

Execution of 

Model 

 Response Model Total no of Respodent  
Total Percentage of  

+Ve 

(M+ 

T+ 

G)  

(13) 

+Ve 

(M+F+TG) 

(13) 

N .R 

(F+ 

TG) 

(04) 

 

 

TPR  

(All) 

TNR 

(All) 

   TNuR 

(All Percentage of l) 

Positive  Response 

M  

(13) 

F 

(13) 

TG 

(04) 

1 Academician 30 13 13 04 11 12 05 23 05 02 76.67 

2 Doctor 30 13 13 04 12 14 03 26 03 01 86,67 

3 Engineer 30 13 13 04 11 13 03 24 03 03 80,00 

4 Lawer 30 13 13 04 13 12 04 25 04 01 83.33 

5 Enterprenuer 30 13 13 04 13 14 01 27 01 02 90.00 

6 Promoter 30 13 13 04 12 11 04 21 04 05 70.00 

7 Scientist 30 13 13 04 10 14 05 24 05 01 80.00 

8 Business Man 30 13 13 04 12 12 04 24 04 02 80.00 

9 Supply and 

Logistic 

30 13 13 04 13 12 04 25 04 01 83.33 

10 Mining 30 13 13 04 13 14 03 27 33 03 90.00 

Total   130 130 40 120 128 36 246 3.3 21  

Mean Value   300/ 

10=30.00 

13.4 13.4 4.0 12.0 12.8 3.6 24.6  2.1 82.00 
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NB: a) M* –Male, F* Female, TG*: Trans Gender  (b)NR*Negative Response  NeuTr * Neutral Response  (c) TPPR* Total 

Percentage of Positive respondents

According to  the  record of  data table three, we observed 

that researcher have taken 300 People from 10 professions 

or category  from  the state of Odisha  and there are 300 

employees  targeted and out of 246 people   respond 

positively, 36 People  responded negatively regarding the 

Green HRM Practices in Govt Sector of the Odisha  and 

collected the information from the habitants of the 
aforesaid  professions  shows positively and found  the 

mean value is 30.0 and positive Respondents mean value 

ids 24.6 which is a good symptoms for the execution of 

the aforesaid Policy in the state of Odisha  . Thus, for 

final observation of the study, researcher has combined all 

three tables’ data for final analysis related to the taken 

hypothesis justification.  

(See final Result table)

8. Result Table: 

Sl.No Category Execution of Model Respondents Model Target 

Respondent 

Positive 

Response 

Mean 

Value  

Mean Difference  

(md) 

Result  

1 Common 

People  

Green HRMP 

Practices  

a)Advanced 

GHRM 

b)Environmental 

Model 

350 277 27.7 -01.0% Positive  

2 PSU/Govt Office’s Green HRMP 

Practices 

a)Societal model 

b)Political Model 

350 278 27.8 +0.10% Lightly 

Positive 

3 Govt . Service 

Employee/ 

Professions  

Green HRMP 

Practices 

a) Economic 

Model GHRM 

b)Psychological 

Model of GHRM 

300 246 24.6 -3.2 0 Moderate  

Positive 

.Total    1000 801 

 

    

Mean 

Value  

    80.01   Highly 

Positive 

 

NB: GHRMP* Green Human Resource Model Practice, EoM* Execution of Model, TR *Target Respondent, PR* Positive 

Respondent MV* Mean value R* Result 

Semantic Model of Green HRM Practices and its Result 

 
 

After a careful observation of the aforesaid result tables 

(T1,T2,T3) , the researcher have came to conclusion that the 

Green HRM model and its practices are very much useful in 

all sectors because of its positive impact and utility for 

making a well and conducive working environment for all 

types of stake holders. 
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9.Green HRM practices at a glance: 
 

Green HRM, or green human resource management, is a 

developing idea that incorporates environmental 

sustainability into conventional HR procedures. It seeks to 
create an environmentally conscious and dedicated 

workforce that supports an organization's green 

objectives, ultimately making the business more 

sustainable and the world healthier. The organization's 

main objective is to promote eco-friendly practices and 

lessen its environmental impact in order to promote 

environmental sustainability. Through the alignment of 

corporate principles with environmental concern, green 

human resource management aims to boost employee 

engagement and happiness while cultivating a feeling of 

pride and purpose. 

 
Through sustainable resource use, waste reduction, and 

energy efficiency, putting green principles into practice 

can result in significant cost savings. Businesses that put 

sustainability first are frequently seen more positively by 

investors, consumers, and prospective workers, which 

improve their reputation and brand image. 

 

Green HRM may boost creativity, draw in top personnel, 

and give businesses a competitive edge in markets that 

care about sustainability. 

 

Green HRM Practices:  
 

10. Green Recruitment and Selection: 

Employing people who have a dedication to 

sustainability and who have green expertise. Utilizing 

paperless hiring procedures (such as video interviews 

and online applications). Highlighting the company’s 

environmental   performance and policies in an effort to 

draw in eco-aware applicants. 

11. Green Training and Development: 

 
Employee education on eco-friendly work practices, 

waste reduction, energy conservation, and 

environmental challenges. Educating them about 

sustainable practices and environmental laws that are 

pertinent to their positions. skills” in staff members to 

support the company’s environmental goals. 

12. Green Performance Management: 
Integrating environmental objective and  measurements 

into evaluations of performance. evaluating the 

contributions made by staff members to sustainability 

projects (e.g., lowering resource usage, engaging in 

green teams) encouraging workers to incorporate 

sustainable practices into their everyday work. 

13. Green Rewards and Recognition: 

Rewarding and praising staff members for their efforts to 

ecological sustainability. Providing incentives, prizes, or 

public acknowledgement for environmentally friendly 

concepts, waste minimization, or involvement in green 

initiatives. Putting in place “green compensation” plans that 

tie environmental success to employee perks. 

 

14 Green Employee Engagement and Relations: 

 

Promoting an environmentally conscious society from the top 

down. Promoting staff involvement in volunteer programs, 

green teams, and community service initiatives. Encouraging 

candid discussion on sustainability objectives and 

developments. Promoting flexible work schedules 

(telecommuting) and environmentally friendly modes of 
transportation (such as public transportation and automobile 

sharing) in order to lower carbon emissions . 

 

15.Green Workplace Practices: 

 
Adopting paperless office practices (e.g., e-communication, 

digital documentation).Encouraging energy conservation by, 

for example, utilizing energy-efficient devices and shutting 

down lights and laptops. Putting in place strong waste 

management and recycling initiatives. Establishing eco-

friendly office spaces and green building plans. Buying eco-

friendly goods and services. 

 

16. Why we need Green HRM Practices in 

Govt. Sector? 

 
For a variety of reasons, including reputational, social, 

economic, and environmental advantages, green human 

resource management (green HRM) methods are becoming 

more and more important for the government sector. 

Government institutions must be trusted by the public. 

Proactively pursuing sustainability can greatly increase 
public trust and cultivate a favourable perception of the 

government as an attentive custodian of the environment and 

its resources. From massive administrative structures to 

public services, government operations use a lot of resources 

and produce waste. Green HRM aids in the methodical 

reduction of waste production, energy use, and carbon 

footprint in public sector organizations. 

 

Energy-efficient workspaces, paperless administration, 

better transportation, and waste reduction are examples of 

green HRM practices that have a direct impact on 
resource management, electricity bill reduction, and 

procurement prices. Additional public services may 

subsequently be funded with these savings. It is 

frequently necessary to reconsider conventional 

procedures and embrace creative ideas in order to 
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embrace green practices. In addition to the environmental 

advantages, this may result in the modernization of public 

administration, increasing efficacy and efficiency.

  

 

17. Application of advanced Green HRM Model in Different Sectors. 

a) Green HRM model and its Techniques 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
[Model No -1

refers about the Green HRM model and its techniques related to application of Green HRM in Govt. Sector in Odisha

Source: Researcher’s own Source and design (Patent and copyright-2025 protected) 

 

This Green HRM model design to meet the requirement 

of economical sustainability in various sectors of Govt. 

Organization of Odisha where it focuses about good 

production and its economic growth associate with a 

conducive ecological environment for employee   

performance in various factors. Such as Green 
recruitment and selection ,Green training and 

development, Green Performance appraisal, Green 

rewards and recognition which are highly influenced the 

employees involvement in both production and 

promotion activities through proper execution of green 

HRM policies and practices from time to time and it 

leads economic growth and its sustainability in Different 

Govt. Organizations of Odisha. 

 

b) Environmental Model/Ecological Model 

The ecological model of green human resource 

management (GHRM), often known as an 

environmental model incorporates the concepts of 
environmental sustainability into every facet of HRM 

procedures. By highlighting the relationship between an 

organization's environmental performance and human 

capital, these models seek to produce a "green 

workforce" that supports sustainable development and 

ecological balance. From hiring to firing, GHRM is an 

integrated approach that incorporates environmental 

considerations into all HR policies and practice.
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 Application of green HRM 

models 

 

Ecological Model of Green HRM Practice 
 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 
 

 

  

 

 

 

 

 

 

 

 
 

Organization Objectives 

             and Goals 

Conducive Environment for 
life and work 

 

Availability of natural 

resources(Air, Water, Light, 
Sun light, mine and 

minerals) 

 

Availability of Human 

Resources 

 

Application of green HRM 

models 

 

Well and advanced 

techniques 

 

Basic needs for human being like Air, 

Water and light food, shelter, clothes 

etc. 

Skilled Labour, Employees, Experts, 

Supervisors, Engineers etc. 

Hiring skilled personnel 

 

Prediction a reliable metrological report 
on time related to rain, Tsunami, 

earthquake, Hotness and coldness etc. 

Good earning, moderate lifestyle, Good 
health, availability of basic needs, 

sociable, brotherhood relationship and 

cultural diversity etc. 

Well and advanced transportation in 

Air water and roads 

Well and advanced 

transport 

 

Forecasting a Balanced 

Weather 

 

Greegn HRM Policies and 

Advanced Practices  
 

 

Green workforce 

 

Environmental and 

Ecological Model 
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According to the model, an organization's HR procedures 

ought to take into account its wider environmental 

responsibilities since it functions within a bigger ecosystem. 

The impact that external environmental concerns (such as 

resource scarcity, stakeholder expectations, regulatory 

pressures, climate change, and market demands for 

sustainability) have on organizational behavior and, in turn, 

GHRM initiatives is highlighted by ecological models. In 

response to these demands, organizations implement 
GHRM to strengthen their credibility. 

In promoting GHRM adoption and success, the models 

highlight the significance of internal elements such 

organizational culture, employee attitudes and awareness, 

and top management commitment. 

A systemic approach is promoted by ecological models, 

which acknowledge that GHRM activities are interrelated 

and have a higher overall impact than the sum of their 

separate components. A thorough GHRM approach affects a 

number of results, including financial savings, corporate 

environmental performance, and employee engagement. The 
models promote GHRM as a strategic approach for 

sustainable development and long-term organizational 

resilience, going beyond simple compliance to take a 

proactive approach to environmental stewardship. 

 

c)  Societal Model/Sociological Model 
A sociological model, sometimes known as a societal 

model, of green human resource management (GHRM), 

studies how institutional frameworks, pressures, norms, and 

broader social values affect the adoption, efficacy, and 

implementation of GHRM techniques in businesses. Beyond 

internal organizational dynamics, it takes into account the 

variables at the macro level that influence how a business 

uses its human capital to achieve environmental 

sustainability. 

Businesses are under increasing pressure to operate 

responsibly as public awareness of pollution, climate 
change, and resource depletion rises. Organizations are 

influenced by this push to integrate environmental factors 

into their HR and other key initiatives. Organizations are 

directly required to implement green practices by 

environmental laws, policies, and international agreements 

(such as carbon emission limits, waste management 

standards, and green construction codes).Following that, 

GHRM plays a crucial function in guaranteeing compliance 

(e.g., incorporating environmental performance into work 

duties, teaching employees on environmental 

legislation).More and more job searchers, especially 

younger ones, are looking for companies that have strong 
environmental and social values. Employers utilize GHRM 

to draw in and keep this "green talent." Workers themselves 

may call for more environmentally friendly procedures at 

work as a result of social and environmental concerns. 

 

d) Economical Model of Green HRM 

Practices 
The concrete and intangible financial benefits and expenses 

related to putting ecologically sustainable HR policies into 

reality are the main emphasis of an economic model of 

green human resource management, or GHRM. It seeks to 

illustrate the "business case" for GHRM by highlighting its 

benefits to an organization's long-term financial stability, 

efficiency, and profitability. Return on Investment (ROI), 

cost-benefit analysis, and competitive advantage are just a 

few of the standard economics and finance principles that 

are frequently used in this paradigm. GHRM procedures can 
result in immediate cost savings by lowering waste, 

operational inefficiencies, and resource usage. In order to 

boost revenue and market share, GHRM can improve brand 

image, draw in eco-aware talent and customers, and even 

open up new markets. GHRM can lessen financial risks by 

making sure that environmental laws are followed and by 

lowering environmental liabilities. Productivity may be 

increased and processes made more efficient by engaged 

and environmentally conscious workers. Despite the 

potential upfront expenses of certain GHRM projects, the 

model highlights the long-term financial gains and value 
generation that surpass these expenditures. The Economical 

Model of GHRM offers a practical viewpoint, emphasizing 

how incorporating environmental sustainability into HR 

procedures is not only morally required but also a wise 

business move that can result in large financial rewards and 

sustained corporate performance. 

e)  Behavioral model of Green HRM 

Practices 
The focus of a behavioural model of green human resource 

management (GHRM) is on how GHRM practices affect 

employee motivations, attitudes, and, eventually, their pro-

environmental actions at work. It explores how employees' 

psychological reactions convert HR initiatives into real 

green activities. Employees are seen as essential to 

accomplishing environmental sustainability objectives in 

this strategy. The performance of the organizational 

environment is influenced by their individual actions taken 
together. GHRM affects behavior in a number of ways, 

including by influencing attitudes, creating opportunities, 

motivating people, and influencing perceptions. According 

to this hypothesis, if workers believe their employer values 

and treats them fairly, they are more inclined to participate 

in pro-social activities (such as PEBs). An organization 

shows its dedication to workers and society by putting 

GHRM practices into effect. Employees might feel 

obligated or reciprocated to support the company's green 

initiatives in exchange. The goal of GHRM, in particular 

green recruitment and selection, is to draw in candidates 

whose environmental values coincide with those of the 
company. Higher levels of commitment, work satisfaction, 

and desire to participate in PEBs can result from a great 

person-organization fit. 

 

f)  Psychological model 
In order to understand how GHRM practices impact 

employees' pro-environmental attitudes and behaviors, a 

psychological model of GHRM explores the cognitive and 
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emotional processes involved. Although they are closely 

connected, the Psychological Model places more emphasis 

on the internal states, perceptions, attitudes, and emotions 

that mediate the relationship between GHRM and real 

environmental performance than the Behavioral Model, 

which is more focused on the behavioral behaviors. GHRM 

techniques such as empowerment and involvement help 

employees feel that they have a personal stake in the 

organization's environmental performance, which leads to 
the development of "green psychological ownership." More 

accountability and proactive green actions may result from 

this. By looking at the individual-level cognitive and 

emotional processes that are triggered and influenced by 

GHRM activities, a psychological model of GHRM explains 

the "black box" that exists between these practices and 

environmental effects. 

 

g) Personality trait model of Green HRM 

practices 
The impact of individual differences in personality traits on 

employees' reactions to GHRM practices and subsequent 

pro-environmental activities at work is examined in the 

Personality Trait Model of Green Human Resource 

Management (GHRM). According to this hypothesis, people 

are more or less responsive to green initiatives and more or 

less inclined to adopt green practices depending on certain 

underlying tendencies or stable features. To find candidates 

with qualities (such as high openness, conscientiousness, 

agreeableness, and proactive personality) that predict greater 

responsiveness to green initiatives and a propensity for pro-

environmental behavior, organizations can use behavioral 

interview questions or personality assessments. GHRM may 

modify green training courses to accommodate various 

personality types. For instance, people with high levels of 
openness may flourish in workshops that focus on 

innovative problem-solving techniques for environmental 

issues, whereas extremely conscientious people may benefit 

from thorough procedural instruction on green duties. 

 

h) 5 T model of Green HRM practices 

The Government of Odisha, India, has created a governance 

structure known as the “5T Model” that centers on five 

fundamental ideas: collaboration, technology, transparency, 

time, and transformation. Its concepts can be successfully 

applied to Green Human Resource Management (GHRM) 

practices in Odisha (and beyond) organizations to promote 

environmental sustainability, even though it is essentially a 

public governance model. 

 

Figure :4 Refers about the 5 T Model of Green HRM 
 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

i) Teamwork for Green Goals: Application of 

GHRM: This "T" highlights cooperation and synergy. 

According to GHRM, it entails creating an 

environment where all workers, regardless of 

department or level, collaborate to achieve 

environmental sustainability. Assembling groups of 

people from various departments (hr, operations, 

marketing, R&D, etc.) to find and carry out 

environmental projects. encouraging staff members to 

take part in energy-saving initiatives, waste-reduction 
programs, environmental audits, and green innovation  

 

 

 

 

challenges. making it very evident that environmental 

performance is not only the duty of a particular "green 

department," but rather a shared responsibility. 

Assuring smooth collaboration between HR and upper 
management to support green projects. 

 

j) Technology (Using Digital Resources to 

Promote Green HRM): The use of GHRM 

involves the use of contemporary technology to 

improve environmental management and 

awareness, decrease resource consumption, and 

streamline HR procedures. 
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Figure:- 3 Refers an advanced green HRM Model for Economical Sustainability 

  

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

Advance Green HRM Practices include putting in place 

digital platforms for hiring (online applications, virtual 

interviews), managing performance (e-appraisals), training 

(e-learning modules on sustainability), and communicating 

with employees (HR portals, intranets). reducing business 

travel by utilizing technology for video conversations and 

teleconferences, as well as encouraging ride-sharing 
applications or infrastructure for electric vehicle charging 

combining environmental management systems (EMS) and 

human resources (HR) data to monitor and set goals for 

employee-related environmental consequences, such as 

energy usage per employee. tracking staff members' efforts 

to sustainability and gamifying green issues through 

applications or online platforms. 

 

18. Transparency (An open approach for the 

Environmental performance)  
 

Making sure that GHRM programs and an organization's 

environmental performance are transparent and accountable. 

letting every employee know openly about the company's 

environmental policies, objectives, and advancements. 

Releasing internal and external data on environmental  

 
 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

metrics on a regular basis, including the contributions of 

employees to sustainability (e.g., energy savings, trash 

reduction figures). 

 

Opening lines of communication so that  
workers can voice their opinions, voice problems, and 

recommend changes to environmental procedures without 

worrying about retaliation. Establishing appropriate 

evaluation standards for employees' environmental 

performance and doing it in a transparent manner. 

 

19. Time (Efficient Implementation of Green 

Projects): 
 

Application of GHRM: putting a focus on the timely and 

effective implementation of environmental projects and 

GHRM strategies. Establishing precise due dates for 

environmental projects (such as finishing green training 

modules or putting in place a new recycling scheme). 
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Employees' green contributions should be promptly 

acknowledged and rewarded in order to sustain motivation 

and promote desired behaviors. Rapidly responding to 

recommendations or worries raised by staff members 

regarding environmental issues .introducing new personnel 

to the company's green culture as soon as possible by 

effectively incorporating environmental consciousness into 

the on boarding process. 

 

a)  Imitation/unfastened -style  model of Green 

HRM Practices 

The "Imitation/unfastened-style version" of green HRM 

practices suggests that agencies adopt green HR projects by 

either mimicking the successful practices of other groups or 

by developing their own, unique strategies tailored to their 

particular context and values. This version permits 

flexibility in implementation, even it enhancing the 

environmental sustainability at present. 

 

b) Other Types of Green HRM Model: 
As per the summit of World Green Summit in 2020 have 

classified four types of sustainable HRM have been 

classified: 1) Socially Responsible HRM, 2) Green HRM, 

3) Triple Bottom Line HRM, and 4) Common Good 

HRM. Type 1 concerns socially responsible HRM 

activities, such as diversity management, training, 

development, as well as health and safety, and work-life 

balance. These models also executed for making 

environmental sustainability. 

 

20. Hypothesis Testing: 
After careful observation to the all the data table and final 

result table the following findings comes to picture that the 

expected hypothesis has justified because all models of 
Green HRM practices in Govt. sectors has tremendous 

impact and significance in administrational, policy making 

,execution and decision making in the real time practice of 

office management or creating on ecological ambiance due 

to its highly positive role in all conditions and sectors of 

Govt. .offices in Odisha .Therefore , the researcher have 

recommend the Null Hypothesis (Ho) to reject and the 

expected hypothesis (He)  has accepted. 

 

21.Research findings: 
From the extensive study of the aforesaid research Paper, 

the following findings have comes to the floor for future 

research and its execution such as : 

a) Green HRM model and its Practices has a tremendous 

impact for creating an ecological and conducive 

environment for work, 

b) Green HRM and Advanced model not only creates a 

better class working environment but also it enhancing 
a best behavioral and psychological relationship in 

between employees  of Govt. office’s  of Odisha. 

c) It helps to increase the economic development of the 

all stake holders and keeps it is sustainability. 

d) It provides a good practice for all stake holders by 

which an ecological working ambience will be created. 

 

 

Conclusion: 

 
In conclusion, the aforesaid discussions are proving that 

enforcing an inexperienced HRM version in the authorities 

quarter can enhance employee engagement, enhance aid 

utilization, and make contributions to sustainability desires. 

When demanding situations exist, consisting of constrained 

budgets and a lack of awareness, the advantages of a greener 

approach to HRM outweigh the limitations. Inclusive of: 

 

a. IT improved worker Engagement and delight Green 

HRM practices, when aligned with worker values, 

can foster an experience of cause and belonging, 

main to better engagement and job satisfaction.  
b. Progressed resource utilization of inexperienced 

practices like power performance and waste discount 

can lead to cost savings and operational performance. 

c. It enhances the Environmental overall performance 

of green HRM tasks, contributes to a reduction in the 

organisation's environmental footprint, and helps the 

achievement of sustainability desires.  

d. Innovation and competitive benefit, wherein a 

subculture of environmental duty fostered through 

green HRM can lead to revolutionary answers and a 

competitive advantage. 
e. Finally, it focuses on diverse  desires for control, ai,d 

and education for successful implementation, which  

calls for strong management help, good enough 

schooling for employees, and clean documentation of 

green practices. 
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Abstract 

Moonlighting employees hold multiple jobs at the same time. Due to the increased financial burdens associated with raising 

children, buying a house, and many other reasons, Employees tend to move onto a second job due to insufficient income or hours 

from their primary job; married workers are more likely to work multiple jobs. It is also understood that in most cases, unskilled 

workers will moonlight due to insufficient wages and among professional employees specifically IT services, they tend to 

moonlight due to their expertise in a specific domain and prefer to do more than one job to gain income out of their area of 

expertise. In this research work, a convenience sampling had used for testing the response of the respondents on a 5 point Likert 

scale starting from range 1 -5  (One-to  five-point) such as one refers Strongly Agree  to five Strongly dis- agree. we have 

developed a questionnaire, that included a combination of query types, such as open-ended, long-form, or short-ended questions 

where in respondents can provide us the data without any difficulty. Convenience sampling has been adopted for collecting the 

data from  Smart city , Bhubaneswar and Greater Hyderabad, is also an IT hub in the state of Odisha and Telangana, India. A total 

of 591 completed questionnaires were returned, yielding a response from the 630 questionnaires distributed. Statistical analyses 
were conducted using SPSS 23.0. The study analyzed the relationship between dependent and independent variables using 

structural equation modeling (SEM). 

 

Keywords: Moon Lighting Green HRM Services (MLGHRM) Moonlighting Behavior (MB), Employees of IT services (EoITS), 

Expertise in Earning 

 

1.  Introduction 

Moonlighting behaviour has become increasingly prevalent 

among employees in various industries, including the 

Information Technology (IT) sector. The IT sector, in 

particular, presents unique challenges and opportunities for 

individuals who engage in moonlighting activities. There are 

many motives of moonlighting behaviour among especially 

in services sector (IT services) employees. It is also to be 

understood about what are primary motivations that 

employees in this sector are showing interest in 

moonlighting and the drawbacks of the primary job also one 
of the important reason among others apart from varied 

reasons and it is also learned that most of the employees look 

for good work life balance, greater employee experience and 

wellbeing. Moonlighting also likely to result in conflicts of 

interest and decreased productivity. Many people began 

working from home after the pandemic for a variety of 

reasons, including better utilization of skills, financial 

benefits, and professional and personal growth. 

 

2. Problem statement 

Green HRM practices in IT services industry undergone 

massive changes post Covid-19 and one of such is 

moonlighting. Most of the employees are unaware or rather 

in a stat e of confusion regarding the concept of 

moonlighting as such the focus is on moonlighting of 

employees and impact on their primary work. This study 

would provide insights into the theme and identify the 

appropriate factors influencing moonlighting Green HRM 

practices and behavior of employees at  various corporate 

sector specifically in IT services. 

 

3. Review of Literature 

Moonlighting Green HRM is a practice intends to employees 

of different Corporate  Sector or working secondary jobs has 

become a common trend in IT services sector as a result of 

remote work and personal requirements. Dickey, H., Watson, 

V., Zangelidis,A.[1] ‘To "moonlight" is to work at many 

mailto:madhusmitadash@soa.ac.in
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different things at once. Employees often take up side gigs 

in order to supplement their income, obtain expertise in a 

new industry, pursue a passion, or fill a need for their own 

well-being that they may not be able to find in their primary 

position. Wisniewski, R., Kleine,P.[2] Male employees are 

more likely to engage in moonlighting,  

 

According to a study of a sample of school teachers. 

Banerjee,S.[3] It has been found that men and women 

approach moonlighting very differently. Depending on the 

nature of their primary professions, more and more workers 

in business organizations are partaking in such activities, 

which aid workers in developing new abilities. Betts [4] 

divides them up into monetary strategies and character-based 
strategies. Moonlighting is primarily seen as a revenue 

source from an economic perspective. Dispositional theories 

argue that extra work is more likely than the need for it. The 

idea of deprivation was the first dispositional framework. 

The economic and social status of moonlighters is 

stigmatized. Aspiration theory is the second dispositional 

framework. People who work a second job are seen as 

exceptional because they have loftier goals and more 

determination. Paxson, C. H., and N. Sicherman [5] that 

people who work two jobs spend an extra 11 to 12 hours per 

week doing so, compared to people who just work one 
(usually, the second job takes up about 13 to 14 hours per 

week). Even if the average number of hours worked has 

decreased marginally for those with multiple jobs in the 

United States and the European Union as a result of the 

current economic slump, more than a quarter of all working 

hours in the EU and the United States are spent at a second 

job. Smith et al., [6.7] Working several jobs may raise the 

likelihood of being hurt for a number of reasons. For one, it 

might be difficult to get adequate rest when you're trying to 

keep up with all your obligations. Basner et al. [8] using 

information from the American Time Use Survey (ATUS), 

researchers discovered that those who worked many jobs had 
to put in more hours at each job and get less sleep than those 

who worked just one to make the same amount of money. 

Asarma,J.S.V.G. [9] 

 

The likelihood that an employee may quit an organization is 

influenced by a number of factors, including their level of 

devotion to the company and their career advancement 

opportunities inside it. Without proper A Study of 

Organizational Commitment and Moonlighting Practices of 

SME 537 motivation, the employees of SMEs progressively 

lose interest in their work and their performance suffers. 

Staff in this situation have a hard time making ends meet 

without access to robust human resources programs, and as a 

result, they resort to increasingly inefficient methods of 

obtaining basic necessities. Sabron & Hassim [10] concluded 

that public sector employees had high rates of moonlighting 
engagement. They examined the employee‘s perception on 

moonlighting practices in for Malaysian public sector 

hospitals. The study was conducted to determine the 

environment, personal and behavioural factors that are 

related to the employees practicing moonlighting. 

 

 The findings obtained that personal factor and environment 

factor had a positive and significant relationship towards 

employee‘s engagement in moonlighting and concluded that 

it is complex to implement moonlighting in an organization 

for employers and it is also time consuming. The results also 

state that environment factor and personal factor influences 

employee more to be engaged in moonlighting and 

recommended that government should offer part time basis 

admin job also so employees can learn new things. Lilja [11] 

is the first to explicitly explore both motives for 

moonlighting and to implement the resulting different 

functions, correcting for the simultaneity bias committed 
when one includes hours worked on the primary job as a 

determinant. Public Pain and Private Gain: An Analysis of 

Moonlighting by Public Health Professionals, the study 

found that public health professionals frequently hold 

different roles to gain position and monetary benefits. The 

reasons such as additional source of income, moonlighting 

allows employee to make more, which shrinkages the 

pressure on the employer to increase the wages. Therefore it 

decreases the financial burden on the organization, broad 

exposure and opportunity to work in different roles and 

projects, opportunity to grow skill set, widened professional 
network, having enough money to weather financial 

turbulence like layoffs, to progress the living standard, to 

fight with monotony, to follow passion, moonlighting for 

Startup. Most employees moonlight in their free time after 

their first job to supplement their income Ara and Akbar [12] 

explained the effect of moonlighting practices on job 

satisfaction of public universities teachers in Pakistan. They 

identified four factors that are skill diversity, blocked 

promotion, job autonomy, and additional income responsible 

for moonlighting among university teachers. They explicated 

that there is a substantial impact of moonlighting on job 

satisfaction. Kaukab Ara and Aisha Akbar.[13] ,in this Study 
the author has examined that moonlighting have an impact 

on satisfaction of job where it comes from pay scale; 

appraisal/promotions, skills, all are tested in this study. The 

study concludes that because of lack of pay scale, skills, 

promotions, appraisal which lead to reduced level of 

satisfaction in job. Shweta [14] studied the different aspects 

of moonlighting of employees. She analyzed various issues 

related to moonlighting and explained the need to understand 

why employees moonlight. According to Byrne, Gabriel 

Montes-Rojas Sarmistha Pal[15]Public Pain and Private 

Gain: An Analysis of Moonlighting by Public Health 
Professionals, the study found that public health 

professionals frequently hold different roles to gain position 

and monetary benefits. The reasons such as additional source 

of income, moonlighting allows employee to make more, 

which shrinkages the pressure on the employer to increase 

the wages.  

 

Therefore it decreases the financial burden on the 

organization, broad exposure and opportunity to work in 
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different roles and projects, opportunity to grow skill set, 

widened professional network, having enough money to 

weather financial turbulence like layoffs, to progress the 

living standard, to fight with monotony, to follow passion, 

moonlighting for Startup. Most employees moonlight in their 

free time after their first job to supplement their income. 

Ashwini et al.,[19] it is also understood that many 

individuals may be unable to make ends meet with their full-

time job alone and may turn to a second job to supplement 
their income Rispel et al., [ 20], moreover some individuals 

may commit to career advancement to gain additional skills 

or experience that can help them advance their primary 

career George and George[21], and in today’s economy, 

many people face job insecurity, moonlighting can provide 

an additional source of income, and a safety net in the case 

of job loss and lack of job security may be one of the reasons 

for employee intentions toward moonlighting Kisumano and 

Wa-Mbaleka, [22],flexibility is another reason for 

moonlighting, as some individuals who have job flexibility 

may moonlight for additional income Kimmel,[23] 
moonlighting can also create conflicts of interest, mainly if 

the second job is in a similar area to the primary job. 

Additionally, it can also lead to time management and work-

life balance issues (Baldwin Jr. and Daugherty 

[24]moonlighting can be a valuable opportunity for 

individuals to gain additional skills and income, but it is 

crucial to consider the potential implications and manage 

time and responsibilities effectively Sussman[25]. Research 

reported that the relationship between employee job 

satisfaction and moonlighting intentions, with organizational 

commitment serving as a mediator. While job satisfaction 

has a very strong positive impact on organizational 
commitment, job satisfaction also has a mediating effect on 

the relationship between job satisfaction and intentions to 

moonlight. Seema et al. [26] 

 

4.  Objectives of the study 

● To understand the conceptual framework of 

moonlighting 

● To identify the factors of primary employment 

that causes employee moonlighting 

 

5. Research Methodology: 

In this research work , there are some methods has been used 

in order to justify the problem and taken some  initiative 

studies of various  factors of basic  employment that causes 

moonlighting behavior of employees in IT services in 
Hyderabad. 

 

6. Hypothesis 

a) H0: This hypothesis refer, there here is no such 

significant effect  of factors affecting 
employees' moonlighting behavior related to 

Green HRM Practice in different offices of 

Govt.of Odisha  

b)  H1: This hypothesis refers there is no such  

significant effect  of the factors affecting Green 

HRM Practices on employees'  related to their  

moonlighting behavior 

 

This study is based on both analytical and descriptive 

research design with an intention of understanding the 

employee moonlighting and assessing their perception 

towards employed workers on the moonlighting. 

 

The sample: - a snowball sampling technique will be 

used to collect data from the target respondents who are 

working in small companies in Hyderabad of Telangana 

State. 

 

a) Sample size: - Out of 600 respondents administered the 

questionnaires 9 respondents have not given a complete 

responses questionnaire, some of them have given with 

some errors as such the complete filled in questionnaires 

591 respondents who are employees working in IT 

services Population of moonlight employees is unknown. 

 

b)  Sources of data: 

● The primary data has been collected through a sample 

survey method by administering a well-structured 

questionnaire to the employees working in small 

companies in Hyderabad 

● The questionnaire has been reviewed by professionals 

and updated to reflect their feedback. The Cronbach 

Alpha reliability coefficient for the same was determined 

to be.83. The tools employed in primary research have a 

reliability of.70 or higher, as stated by Nunnally (1978, p. 

245). 

● The secondary data has been collected from following 

sources such as books, journals, trade journals, 

publications, syndicated services, newspapers, online 

sources, articles, manuals etc. 

 

6. Presentation of data for Analysis and 

Interpretation: 
6.1 Opinion Survey Model of Respondent’s 

(Demographic)   

Tab-1Age (in years) 

Age range in years Frequency Percentage 

30-35 Years 87 15 

36-40 Years 96 16 

41-45 Years 90 15 

46-50 Years 72 12 

51-55 Years 72 12 

55 Years/Above 78 13 

Total 591 100% 

Source: primary data 
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Analysis: Primarily based on the statistics in Tab-1, we 

understand that of the 591 respondents, sixteen% are 

between the ages of 30 and 35, 15% are among the a 

long time of 36 and forty, 15% are among the a while 

of 41 (forty one)   and  (45) forty five, 12% are between 

the a long time of 46 and 50, 12% are between the a 

long time of 51 (Fifty One)  and 55 (Fifty Five), and the 

remaining 13 % (thirteen) are 55  (fifty five)  and older. 

Tab-2 Gender 

Gender Frequency Percentage 

Male 356 60 

Female 235 40 

Total 591 100% 

Source: Primary Data 

Analysis:   Related to this result table it has been 

observed  that out of 591 respondents 60 percent 

respondents are male respondents and remaining 40 

percent respondents are Male respondents of the study 

sample. 

Tab-3 Qualification 

Educational 

qualification 

Frequency Percentage 

SSC 97 16 

Inter 118 20 

UG 178 30 

PG 78 13 

Diploma 102 17 

Ph.D. 18 3 

Total 591 100% 

Source: Primary Data 

Analysis: From the Tab-3 it is depicted that Out of 591 

respondents 17 percent have studied their SSC, 20 percent 

respondents have studied Intermediate, 30 percent 

respondents have done under-graduation, 13 percent 

respondents have studied PG course, 17 percent respondents 
have studied Diploma course and remaining 3 percent 

respondents have done their Ph.Ds. 

Tab-4 Marital status 

Marital 

status 

Frequency Percentage 

Married 378 64 

Single 213 36 

Total 591 100% 

Source: Primary Data 

Analysis: From the Tab-4 it is depicted that Out of 591 

respondents 64 percent respondents are married and remaining 

36 percent respondents are not married. 

 

 

 

Tab-5 Nature of employment 

Nature of 

employment 

Frequency Percentage 

IT Job 248 42 

Education 129 22 

Business 123 21 

Medicine 91 15 

Total 591 100% 

Source: Primary Data 

Analysis: From the Tab-5 it is depicted that Out of 591 
respondents 42 percent are working in IT companies, 22 

percent respondents are working in educational institutes, 

21 percent respondents are in business studies, and 

remaining 15 percent respondents are in medical field of 

the survey sample 

 

 6.3 Component Evaluation: 

KMO information 

a) Awesome: .90s 

b) Meritorious: .80s 

c) Middling: .70s 

d) Mediocre: .60s 

e) Miserable: .50s 

f) Unacceptable: <.50 

 

6.4 Bartlett’s check of Sphericity 

Examine the hypothesis that the correlation matrix is an 

identification matrix. 

a) Diagonals are ones 

b) Off-diagonals are zeros 

In this example, a tremendous end result indicates 

that the matrix isn't an identification matrix; that is, 
the variables are associated enough to run an EFA 

that is meaningful.) 

 

Table -6 KMO and Bartlett's Examination (Test) 

When anything has a high degree of communality, it 

corresponds with everything else. Greater community 

levels are preferable. Some variables may have trouble 

influencing any factors if their social characteristics are 

low (between 0.0 and 0.4). Check for "Extraction" 

column numbers below that seem insufficient. After 

reviewing the pattern matrix, candidates with low values 

should be considered for deletion. 

The Kaiser-Meyer-Olkin 

Measurement  of 

Sampling Adequacy 

.896 

Bartlett's  

Examination of 

Sphericity 

Approx. Chi-

Square 

1258

0.523 

 df 435 

 Sig. .000 



International Journal on Scientific Research, Engineering, Science, Technology, Humanities and Advanced  

Knowledge of Management (SRESTHAKAM) 

19 

 

VOLUME: 01, ISSUE: 01, MARCH, 2026 ISSN 3139-423X 

Tab-7 Communalities 

 Initial Extraction 

AI1 .421 .435 

AI2 .669 .773 

AI3 .567 .617 

AI4 .554 .600 

AI5 .585 .625 

SE1 .621 .646 

SE2 .690 .715 

SE3 .757 .815 

SE4 .737 .779 

SE5 .717 .752 

BLS1 .672 .632 

BLS2 .771 .773 

BLS3 .823 .862 

BLS4 .847 .890 

BLS5 .667 .669 

WN1 .545 .551 

WN2 .718 .769 

WN3 .687 .727 

WN4 .730 .805 

WN5 .582 .600 

PA1 .565 .614 

PA2 .553 .601 

PA3 .530 .595 

PA4 .510 .556 

PA5 .387 .353 

EM1 .547 .522 

EM2 .690 .733 

EM3 .744 .840 

EM4 .564 .543 

EM5 .628 .610 

 

Extraction Method: Maximum Likelihood. 

Total, 6 factors were extracted, and 66.68% of the independent variables 

could explain the dependent variables) 

 

 

 

 

Tab-8 Total Variance Explained

 

 Initial Eigenvalues Squared Loadings Extraction Sums 

  

A Rotation Sum of 

Squared Loadings 

Factor 
Total 

% of 

Variance 

Cumulative % 
Total 

% of 

Variance 

Cumulative 

% Total 

1 7.971 26.572 26.572 7.312 24.372 24.372 5.259 

2 4.181 13.938 40.510 3.862 12.872 37.244 4.129 

3 2.954 9.845 50.355 2.725 9.084 46.328 4.716 

4 2.602 8.672 59.027 2.355 7.849 54.177 4.705 

5 2.343 7.810 66.837 2.153 7.178 61.355 3.927 

6 1.893 6.309 73.146 1.597 5.324 66.680 4.727 

7 .756 2.521 75.667     

8 .590 1.967 77.634     

9 .529 1.763 79.397     

10 .494 1.646 81.043     

11 .477 1.590 82.633     

12 .440 1.466 84.099     

13 .433 1.443 85.541     

14 .391 1.303 86.845     

15 .366 1.218 88.063     

16 .349 1.164 89.227     

17 .333 1.111 90.338     

18 .321 1.069 91.408     

19 .308 1.028 92.436     

20 .288 .960 93.396     

21 .272 .908 94.303     

22 .262 .874 95.177     

23 .231 .769 95.945     
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24 .220 .732 96.678     

25 .204 .679 97.357     

26 .194 .648 98.005     

27 .184 .614 98.620     

28 .162 .540 99.160     

29 .154 .513 99.672     

30 .098 .328 100.000     

NB: a) the Extraction Method : Maximum Like;i hood Extraction   

 b)  When factors are correlated, sums of squared loadings can’t be added to obtained the total variance of the test . 

Tab-9 Goodness-of-fit Test 

Chi-Square df Sig. 

633.112 270 .000 

 

Inside the above state of affairs, "thing shape" manner the relationships between the variables beneath investigation in the EFA. 

we can have a look at that variables cluster into elements by means of examining the sample matrix underneath; these variables 

"load" onto the corresponding elements. The instance underneath suggests an immaculate aspect shape with excessive loadings 

inside elements, and no big move-loadings across factors (i.e., a number one loading should be at least 0.200 instances larger than 
a secondary loading). This indicates convergent and discriminate validity.  

Tab-10 Pattern Matrixa 

 1 2 3 4 5 6 

AI1     .637  

AI2     .894  

AI3     .787  

AI4     .757  

AI5     .793  

SE1  .788     

SE2  .848     

SE3  .900     

SE4  .885     

SE5  .869     

BLS1 .782      

BLS2 .850      

BLS3 .940      

BLS4 .960      

BLS5 .809      

WN1   .702    

WN2   .881    

WN3   .854    

WN4   .912    

WN5   .766    

PA1      .801 

PA2      .780 

PA3      .774 

PA4      .717 

PA5      .548 

EM1    .626   

EM2    .869   

EM3    .949   

EM4    .737   

EM5    .754   

 

NB: i)The Extraction Method  refers maximum Likelihood  

iib)The Rotation Method  refers Promax, with Kaiser Normalization Method  

 

a. The Rotation Converged in to 6 iterations: 

(As a second choice, you may test out the component correlation matrix, as depicted underneath. issue correlations need to 
be kept below zero 7. If the correlation between the two variables is better than 0.7, then nearly half of  the variance might 

be shared (0.7 * 0.7 = 49%).  
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Table-11  Refers factors Correlated Matrix   

Factor 1 2 3 4 5 6 

1 1.000 .124 .331 .386 .159 .391 

2 .124 1.000 .082 .070 .286 .148 

3 .331 .082 1.000 .266 .247 .381 

4 .386 .070 .266 1.000 .182 .439 

5 .159 .286 .247 .182 1.000 .229 

6 .391 .148 .381 .439 .229 1.000 

 
NB: i) The  Extraction Method  focuses Maximum Likelihood  

ii) The rotation Method refers Promax. With Kaiser 

Normalization 

   

8.  CFA Model 

To confirm the factor structure of your dataset, you can use 

confirmatory factor analysis (CFA), which follows 

exploratory factor analysis. The exploratory factor analysis 

(EFA) looks at the factor structure whereas the confirmatory 

factor analysis (CFA) verifies the factor structure that was 
derived in the EFA. 

 

8.1 The Confirmatory Factor Analysis (CFA) : 
 

 The basic  purpose of a Conformatory Factor Analysis  

(CFA) is to evaluate the suggested measurement model's 

construct validity (Hair et al., 2014). The CFA's assessment 

of construct validity included looking at both convergent 

and discriminate validity. 

 

a) Convergent Validity:  
Table 4 displays the study's measuring model. Individual 

item reliabilities, convergent validity, and discriminate 

validity are the three elements on which Hulland's (1999) 

evaluation of the measurement model rests. Items with the 

loadings below 0.50 are not suggested for inclusion in the 

study (Hair et al., 2014; Hulland, 1999) for calculating 
item reliabilities, which are dependent on item loadings. 

The term "convergent validity" is used to describe the 

degree to which one measure of a latent concept relates 

with different measures of the equal construct (Hair et al., 

2014). 

 

b) Discriminate Validity:  
When the extracted AVE is higher than its correlations 

with all the different constructs, the discriminating 
validity has been established (Fornell & Larcker, 1981). 

that is executed using evaluating the square root of the 

AVE to the correlations of the alternative constructs  

According to Duarte and Raposo (2010), the discriminant 

validity construct stands out from the crowd. 

Discriminant validity is shown by the fact that the square 
roots of all AVEs (diagonal cells) are greater than the 

correlations between constructs. 

 

 

 

9. Testing of the Hypothesis of the 

Structural Model  

 
Hypothesized associations between constructs or latent 

variables form the basis of the structural model. Variance  

of the endogenous buildings and significance of all path 

estimates are used to determine the quality of the 

theoretical model. (Chin, 2010). 

The output of the structural model in SPSS: The 

Structural Model Hypothesis: Tested Results Path t-value 

and p- value Relationship Results Four DV Path H1 AI---

> EM This lends support to Hypothesis. 

 

10.  The Structural Model 

The next step is to evaluate a structural model if a good 

fit has been found for the measurements. The purpose of 

the structural model is to identify which factors have an 

effect on each other. Thus, the structural model's 

objective is to put to the test the underlying premise, 

which is provided in three causal channels to establish 

connections between the variables. According to these 

findings, H1 is an important  

hypothesis. As a result, this theory is plausible. Since this 

is the case, a strong correlation in the anticipated path has 

been established. The positive value of the regression 

coefficient indicating a positive relationship between AI 

and EM suggests that AI aids in the development of EM. 
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Fig-1 Structural Model 

AI: Additional Income  

SE: Skill Enhancement  

BLS: Better Life Style  

WN: Wide Network  

PA: Passion  

EM: Employee Moonlighting
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 NB: Notes for  Default Model : 

Tab-12 Refers about the computation of Degree of Freedomrelated to Default Model  

The Number of Distinct Sample Moments (NDSM): 465 

The Number of Distinct Parameters to be Evaluated (NDPE) 79 

Degrees of Freedom (df) (465 – 79): 386 

   

Findings (Default Model)  

Minimum had achieved Chi-square Chi –Square =658.596   

Degree of Freedom (df) = 386 and Probability level =0.000  

Figure-2 refers the Final SEM Model  

Tab-13 Refers about Regression Weights: (Group number 1 - Default model) 

Employee Moonlighting(EM) Estimate S.E. C.R. P Label 

Additional Income (AI) .060 .033 1.849 .035 

Skill Enhancement (SE) -.018 .029 -.610 .021 

Better Life Style (BLS) .224 .039 5.753 *** 

Wide Network (WN) .049 .032 1.527 .127 

Passion (P) .357 .047 7.554 *** 

 

Estimates (Organization number 1 - Default version), Scalar Estimates (Organization No 1 - Default version), Most probability 

Estimates 

H1: Additional Income has significant impact on employee moonlighting job (@ 5% Level of Significance (.035) Accepted)) 

H2: Skill Enhancement has significant impact on employee moonlighting job (@ 5% Level of Significance (.021) Accepted)) 

H3: Better Life Style has significant impact on employee moonlighting job (@ 1% Level of Significance (.000) Accepted) 

H4: Wide network has significant impact on employee moonlighting job (@ 5 % Level of Significance (.127) Rejected)) 

H5: Passion has significant impact on employee moonlighting job (@ 1% Level of Significance (.000) Accepted)). 
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   Estimate S.E. C.R. P Label 

AI(Additional Income)5 
<--- AI 1.000 

    

AI( Additional Income )4 
<--- AI .942 .048 19.810 *** 

 

AI( Additional Income)3 
<--- AI .922 .046 20.256 *** 

 

AI( Additional Income )2 
<--- AI 1.049 .046 22.932 *** 

 

AI( Additional Income )1 
<--- AI .735 .045 16.246 *** 

 

SE(Skill Enhancement )5 
<--- SE 1.000 

    

SE(Skill Enhancement )4 
<--- SE 1.091 .037 29.155 *** 

 

SE(Skill Enhancement )3 
<--- SE .993 .033 30.472 *** 

 

SE(Skill Enhancement )2 
<--- SE 1.101 .041 26.945 *** 

 

SE(Skill Enhancement )1 
<--- SE 1.019 .041 24.605 *** 

 

BLS(Better Life Style )5 
<--- BLS 1.000 

    

BLS(Better Life Style ) 4 
<--- BLS 1.159 .040 29.131 *** 

 

BLS(Better Life Style ) 3 
<--- BLS 1.164 .041 28.268 *** 

 

BLS(Better Life Style ) 2 
<--- BLS 1.065 .042 25.132 *** 

 

BLS(Better Life Style )1 
<--- BLS .937 .040 23.632 *** 

 

WN(Wide network ) 5 
<--- WN 1.000 

    

WN(Wide network ) 4 
<--- WN 1.028 .044 23.529 *** 

 

WN(Wide network ) 3 
<--- WN 1.078 .048 22.304 *** 

 

WN(Wide network ) 2 
<--- WN 1.134 .049 22.916 *** 

 

WN(Wide network ) 1 
<--- WN .962 .051 18.897 *** 

 

PA( Passion )5 <--- PA 1.000     

PA( Passion )4 <--- PA 1.169 .087 13.390 ***  

PA( Passion )3 <--- PA 1.041 .076 13.630 ***  

PA( Passion )2 <--- PA 1.158 .085 13.702 ***  

PA( Passion )1 <--- PA 1.138 .082 13.797 ***  

EM (Employee <--- EM 1.000     
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Tab-14 Regression Weights: (Group number 1 - Default model) 

   Estimate S.E. C.R. P Label 

AI(Additional Income)5 
<--- AI 1.000 

    

AI( Additional Income )4 
<--- AI .942 .048 19.810 *** 

 

AI( Additional Income)3 
<--- AI .922 .046 20.256 *** 

 

AI( Additional Income )2 
<--- AI 1.049 .046 22.932 *** 

 

AI( Additional Income )1 
<--- AI .735 .045 16.246 *** 

 

SE(Skill Enhancement )5 
<--- SE 1.000 

    

SE(Skill Enhancement )4 
<--- SE 1.091 .037 29.155 *** 

 

SE(Skill Enhancement )3 
<--- SE .993 .033 30.472 *** 

 

SE(Skill Enhancement )2 
<--- SE 1.101 .041 26.945 *** 

 

SE(Skill Enhancement )1 
<--- SE 1.019 .041 24.605 *** 

 

BLS(Better Life Style )5 
<--- BLS 1.000 

    

BLS(Better Life Style ) 4 
<--- BLS 1.159 .040 29.131 *** 

 

BLS(Better Life Style ) 3 
<--- BLS 1.164 .041 28.268 *** 

 

BLS(Better Life Style ) 2 
<--- BLS 1.065 .042 25.132 *** 

 

BLS(Better Life Style )1 
<--- BLS .937 .040 23.632 *** 

 

WN(Wide network ) 5 
<--- WN 1.000 

    

WN(Wide network ) 4 
<--- WN 1.028 .044 23.529 *** 

 

WN(Wide network ) 3 
<--- WN 1.078 .048 22.304 *** 

 

WN(Wide network ) 2 
<--- WN 1.134 .049 22.916 *** 

 

WN(Wide network ) 1 
<--- WN .962 .051 18.897 *** 

 

PA( Passion )5 <--- PA 1.000     

PA( Passion )4 <--- PA 1.169 .087 13.390 ***  

PA( Passion )3 <--- PA 1.041 .076 13.630 ***  

PA( Passion )2 <--- PA 1.158 .085 13.702 ***  

PA( Passion )1 <--- PA 1.138 .082 13.797 ***  

EM (Employee <--- EM 1.000     
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EM(Employee Moonlighting ) 4 
<--- EM .963 .045 21.469 *** 

 

EM(Employee Moonlighting ) 3 
<--- EM 1.175 .051 23.123 *** 

 

EM(Employee Moonlighting ) 2 
<--- EM 1.142 .055 20.924 *** 

 

EM(Employee Moonlighting ) 1 
<--- EM .924 .053 17.597 *** 

 

 

11. Interpretation 

AI (Additional Income )The indicators AI1 to AI5 are 

significantly influenced by the latent variable    AI, with 

estimates ranging from 0.735 (AI1) to 1.049 (AI2). 

 

• The consistent pattern of high C.R. values 

suggests that self-efficacy is a robust predictor of 
these indicators. 

BLS (Better Life Style) 

• The estimates for BLS indicators range from 

0.937 (BLS1) to 1.164 (BLS3), all showing 

significant relationships. 

• BLS4 and BLS3 have notably high loadings, 

reinforcing their importance in measuring behavioral 

learning strategies. 

WN (Wide network) 

• The WN indicators exhibit strong 

relationships as well, with estimates ranging 

from 0.962 (WN1) to 1.134 (WN2). 

• Each indicator shows significant contributions 
to the wellness construct. PA (Passion) 

• The PA indicators have relatively high loadings 

ranging from 1.041 (PA3) to 1.169 (PA4). 

• All indicators are significantly related to 

positive affect, indicating that these measures 

effectively capture this construct. 

EM (Employee Moonlighting) 

Emotional management indicators show a range of loadings 

from 0.924 (EM1) to 1.175 (EM3). 

• The significant C.R.s indicates that these 

measures are valid and reliable in assessing 
emotional management capabilities. 

•  

Table -15 Refers about the standardized Regression Weights : Group No:01 Related to Default Model ) 

   Estimate 

AI(Additional Income)5 <--- AI .792 

AI(Additional Income)4 <--- AI .770 

AI(Additional Income)3 <--- AI .784 

AI(Additional Income)2 <--- AI .874 

AI(Additional Income)1 <--- AI .652 

SE(Skill Enhancement )5 <--- SE .865 

SE(Skill Enhancement )4 <--- SE .882 

SE(Skill Enhancement )3 <--- SE .903 

SE(Skill Enhancement )2 <--- SE .845 

SE (Skill Enhancement )1 <--- SE .802 

BLS(Better Life Style )5 <--- BLS .807 

   Estimate 

BLS(Better Life Style )4 <--- BLS .951 

BLS(Better Life Style )3 <--- BLS .931 

BLS(Better Life Style )2 <--- BLS .862 

BLS(Better Life Style )1 <--- BLS .760 

WN(Wide network ) 5 <--- WN .770 

WN(Wide network ) 4 <--- WN .891 

WN(Wide network ) 3 <--- WN .852 

WN(Wide network ) 2 <--- WN .871 

WN(Wide network ) 1 <--- WN .742 

PA( Passion )5 <--- PA .582 
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PA( Passion )4 <--- PA .744 

PA( Passion )3 <--- PA .767 

PA( Passion )2 <--- PA .774 

PA( Passion )1 <--- PA .784 

EM(Employee Moonlighting ) 5 
<--- EM .795 

EM(Employee Moonlighting ) 4 
<--- EM .711 

EM(Employee Moonlighting ) 3 
<--- EM .898 

EM(Employee Moonlighting ) 2 
<--- EM .884 

EM(Employee Moonlighting ) 1 
<--- EM .698 

 

The standardized regression weights presented in your 

output reflect the strength of the relationships between 

latent variables (AI, SE, BLS, WN, PA, EM) and their 

corresponding observed indicators. Standardized 

weights allow for easier comparison across different 

constructs since it draws and they are scaled and its 

mean is zero  and the standard deviation is 01. Here’s a 

detailed interpretation of the results: 

 

12. Overview of Components 
Each estimate indicates the degree to which a one 

standard deviation change in the latent variable is 

associated with a change in the observed indicator, also 

measured in standard deviations. Higher values indicate 

stronger relationships. 

Group Interpretations 

 

a)AI (Additional Income) 

AI1 to AI5 

The standardized weights for AI indicators range from 0.652 (AI1) to 

0.874 (AI2). 

AI2 has the highest weight (0.874), suggesting it is the most strongly 

related to additional income. 

AI1 has the lowest weight (0.652), indicating it is less 
strongly associated with the latent variable but still 

significant. 

 

 

b)SE (Skill Enhancement) 

SE1 to SE5 

The weights for skill enhancement indicators range from 0.802 (SE1) 

to 0.903 (SE3). 

The highest loading is for SE3 (0.903), indicating it is a critical 

measure of skill enhancement. 

All indicators show strong associations, reflecting that skill 

enhancement is effectively captured by these measures. 
 

c) BLS (Better Lifestyle) 

BLS1 to BLS5 

 In this section, the standardized weight ranges from 0.760 

(BLS1) to 0.951 (BLS4). 

BLS4 has the highest weight (0.951), suggesting it is 

particularly influential in representing better lifestyle 

outcomes. 

The lower weight for BLS1 (0.760) still indicates a 
meaningful relationship but is comparatively weaker.WN 

(Wide Network) 

WN1 to WN5 

The weights range from 0.742 (WN1) to 0.891 (WN4). 

The highest loading is for WN4 (0.891), indicating its 
strong association with having a wide network. All 

indicators show significant relationships, highlighting the 

importance of networking. 

 

d)  PA (Passion) 

PA1 to PA5 

 

The standardized  weights ranges from 0.582 (PA5) to 0.784 (PA1). 

While all indicators are significant, the weight for PA5 

(0.582) suggests it may be less strongly associated compared 

to others, indicating potential areas for further exploration or 

improvement. 
 

e) EM (Employee Moonlighting) 

EM1 to EM5 

 

The weights range from 0.698 (EM1) to 0.898 (EM3). 
The highest loading is for EM3 (0.898), indicating it plays a 

crucial role in understanding employee moonlighting 

behaviors. 

All indicators are significantly related, suggesting that they 

collectively provide a robust measure of this construct. 
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Tab-16 Covariance: ( Group No :-1 )  Refers Default Model) 

   Estimate S.E. C.R. P Label 

Additional Income (AI) 
<--> SE .160 .027 5.929 *** 

 

Additional Income (AI) 
<--> BLS .067 .019 3.450 *** 

 

Additional Income (AI) 
<--> WN .124 .025 4.933 *** 

 

Additional Income (AI) 
<--> PA .074 .017 4.444 *** 

 

Additional Income (AI) 
<--> EM .073 .020 3.675 *** 

 

Skill Enhancement (SE) 
<--> BLS .052 .019 2.718 .007 

 

Skill Enhancement SE 
<--> WN .041 .024 1.701 .089 

 

Skill Enhancement SE 
<--> PA .050 .016 3.133 .002 

 

Skill Enhancement SE 
<--> EM .030 .019 1.562 .118 

 

(Better Life Style 

)BLS 
<--> WN .133 .019 6.818 *** 

 

(Better Life Style 

)BLS 
<--> PA .098 .014 7.057 *** 

 

(Better Life Style 

)BLS 
<--> EM .122 .016 7.615 *** 

 

Wide network 

)(WN) 
<--> PA .121 .018 6.889 *** 

 

Wide network (WN) 
<--> EM .102 .019 5.375 *** 

 

Passion(PA) <--> EM .109 .015 7.458 ***  

e14 <--> e15 .061 .008 7.720 ***  

e26 <--> e27 .070 .014 5.173 ***  

e11 <--> e15 .042 .008 5.166 ***  

e26 <--> e29 -.052 .009 -5.771 ***  
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13.  Result Analysis: 

 

The covariance estimates provided in your output indicate 

the relationships between various latent variables 

(Additional Income, Skill Enhancement, Better Lifestyle, 

Wide Network, Passion, and Employee Moonlighting) and 

their interdependencies. Covariance measures how two 

variables alternate collectively; a high quality value shows 

that as one variable increases, the alternative tends to boom 
as well, at the same time as a poor value indicates an 

inverse relationship. 

 

      This is the estimated covariance between the pairs of 

variables. 

 

• S.E. (Standard Error): This reflects the 

variability of the estimate; smaller values indicate 

more precise estimates. 

• C.R. (Critical Ratio): This is the ratio of the 

estimate to its standard error. Values greater than 1.96 

typically indicate statistical significance. 

• P (p-value): Indicates the significance of the 

covariance estimate. A p-value marked with "***" 
denotes strong evidence against the null hypothesis 

(usually p < 0.001). 

       Group Interpretations Additional Income (AI) 

Covariances: 

• AI <--> SE: 0.160 (p < 0.001) - A 

significant positive relationship indicates that 

higher additional income is associated with higher 

skill enhancement. 

• AI <--> BLS: 0.067 (p < 0.001) - A 

positive but weaker relationship suggests a 

moderate association between additional income and 

better lifestyle. 
• AI <--> WN: 0.124 (p < 0.001) - Indicates 

that increased additional income correlates 

positively with having a wider network. 

• AI <--> PA: 0.074 (p < 0.001) - Suggests a 

positive association with passion, albeit weaker than 

other covariances. 

• AI <--> EM: 0.073 (p < 0.001) - Indicates a 

modest positive relationship with employee 

moonlighting. 

Skill Enhancement (SE) 

• SE <--> BLS: 0.052 (p = 0.007) - A 

statistically significant positive relationship indicates 

that skill enhancement is positively associated with 

better lifestyle choices. 
• SE <--> WN: 0.041 (p = 0.089) - While 

this shows a positive trend, it is not statistically 

significant at conventional levels, suggesting further 

investigation may be needed. 

• SE <--> PA: 0.050 (p = 0.002) - A significant 

positive association indicates that skill enhancement is 

linked to increased passion. 

• SE <--> EM: 0.030 (p = 0.118) - This 

relationship is not statistically significant, suggesting 

a weaker or less reliable connection. 

 

Better Lifestyle (BLS) 

• BLS <--> WN: 0.133 (p < 0.001) - A strong 

positive relationship indicating that better lifestyle 

choices are associated with having a wider network. 

• BLS <--> PA: 0.098 (p < 0.001) - Suggests a 

strong association between better lifestyle 

and passion. 

• BLS <--> EM: 0.122 (p < 0.001) - Indicates a 
significant positive relationship with 

employee moonlighting. 

Wide Network (WN) 

• WN <--> PA: 0.121 (p < 0.001) - A 

strong positive association suggests that having a 

wide network correlates positively with passion. 

• WN <--> EM: 0.102 (p < 0.001) - Indicates 

that a wider network is positively associated with 

employee moonlighting. 

 

Passion (PA) 

• PA <--> EM: 0.109 (p < 0.001) - A 
significant positive relationship indicates that higher 

passion is associated with increased employee 

moonlighting. 

         Error Covariances 

• The estimates for error terms (e14 <--> e15, 

e26 <--> e27, etc.) show significant relationships 

among specific indicators, suggesting that these errors 

may share some common variance or are influenced 

by similar factors: 

• e14 <--> e15: 0.061 (p < 0.001) 

• e26 <--> e27: 0.070 (p < 0.001) 

• e11 <--> e15: 0.042 (p < 0.001) 

• e26 <--> e29: -0.052 (p < 0.001) – This 

negative covariance suggests an inverse relationship 

between these two error terms. 
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Tab-17 Correlations: (Group number 1 - Default model) 

 

 

14,.Result Analysis: 
The correlation estimates provided in your output reflect 

the strength and direction of the linear relationships 
between various latent variables (Additional Income, Skill 

Enhancement, Better Lifestyle, Wide Network, Passion, 

and Employee Moonlighting) as well as the relationships 

among error terms. Correlation coefficients range from -1 

to +1, where values towards +1 suggest a strong 

Estimate: Each estimate represents the correlation 

coefficient between pairs of variables. Positive values 

indicate that as one variable increases, the other tends to 

increase as well. 

 

 

   Estimate 

Additional Income (AI) 
<--> SE .282 

Additional Income (AI) 
<--> BLS .157 

Additional Income (AI) 
<--> WN .234 

Additional Income (AI) 
<--> PA .222 

Additional Income (AI) 
<--> EM .170 

Skill Enhancement (SE) 
<--> BLS .120 

Skill Enhancement (SE) 
<--> WN .076 

Skill Enhancement (SE) 
<--> PA .148 

Skill Enhancement (SE) 
<--> EM .069 

(Better Life Style)BLS 
<--> WN .328 

(Better Life Style)BLS 
<--> PA .385 

(Better Life Style)BLS 
<--> EM .375 

Wide network (WN) <--> PA .381 

Wide network (WN) <--> EM .253 

Passion(PA) <--> EM .426 

e14 <--> e15 .375 

e26 <--> e27 .297 

e11 <--> e15 .217 

e26 <--> e29 -.345 
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14.1 Additional Income (AI) 

• AI <--> SE: 0.282 - A moderate positive 

correlation indicates that higher additional income is 

associated with higher skill enhancement. 

• AI <--> BLS: 0.157 - A weak positive 

correlation suggests a modest association between 

additional income and better lifestyle. 

• AI <--> WN: 0.234 - Indicates a moderate 

positive relationship with a wider network. 

• AI <--> PA: 0.222 - Suggests a moderate 

positive association with passion. 

• AI <--> EM: 0.170 - Indicates a weak 

positive relationship with employee 

moonlighting. 

14.2 Skill Enhancement (SE) 

• SE <--> BLS: 0.120 - A weak positive 

correlation suggests some association between skill 

enhancement and better lifestyle choices. 

• SE <--> WN: 0.076 - Indicates a very weak 

correlation, suggesting little to no linear 

relationship. 

• SE <--> PA: 0.148 - A weak positive 

correlation indicates that skill enhancement is 

somewhat related to passion. 

• SE <--> EM: 0.069 - Suggests negligible 

correlation with employee moonlighting. 

14.3 Better Lifestyle (BLS) 

• BLS <--> WN: 0.328 - A strong positive 

correlation indicates that better lifestyle choices are 

significantly associated with having a wider network. 

• BLS <--> PA: 0.385 - Suggests a strong 

positive relationship between better lifestyle 

and passion. 

•  

 

• BLS <--> EM: 0.375 - Indicates a strong 

positive association with employee 

moonlighting. 

14.4 Wide Network (WN) 

• WN <--> PA: 0.381 - A strong positive 

correlation suggests that having a wide network is 

significantly associated with passion. 

• WN <--> EM: 0.253 - Indicates a moderate 

positive relationship with employee 

moonlighting. 

14.5 Passion (PA) 

Correlation with EM: 

• PA <--> EM: 0.426 - A strong positive 

correlation indicates that higher levels of passion are 

significantly associated with increased employee 

moonlighting. 

Error Correlations 

• The correlations among error terms (e14 

<--> e15, etc.) provide insights into shared 

variance among specific indicators: 

• e14 <--> e15: 0.375 – A strong positive 

correlation suggests that these two error terms share 

significant common variance. 

• e26 <--> e27: 0.297 – Indicates a moderate 

positive relationship between these error 

terms. 

• e11 <--> e15: 0.217 – Suggests a weak 

positive correlation indicating some shared 

variance. 

• e26 <--> e29: -0.345 – This negative 

correlation indicates an inverse relationship between 

these two error terms. 
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Tab-18 Variances: (Group number 1 - Default model)

 

 Estimate S.E. C.R. P Label 

Additional Income (AI) 
.561 .050 11.122 *** 

 

Skill Enhancement 

(SE) 
 

.574 
 

.044 
 

13.026 
 

*** 

 

(Better Life Style )BLS 
.327 .028 11.759 *** 

 

Wide network (WN) 
.501 .046 10.849 *** 

 

Passion(PA) .200 .028 7.279 ***  

Employee Moonlighting (EM)  

.326 
 

.030 
 

10.986 
 

*** 

 

e1 .333 .024 13.781 ***  

e2 .341 .024 14.252 ***  

e3 .298 .021 13.956 ***  

e4 .190 .018 10.643 ***  

e5 .410 .026 15.719 ***  

e6 .194 .014 13.729 ***  

e7 .196 .015 13.098 ***  

e8 .129 .011 12.047 ***  

e9 .279 .020 14.286 ***  

e10 .330 .022 15.103 ***  

e11 .175 .011 15.610 ***  

e12 .046 .005 8.701 ***  

e13 .068 .006 11.061 ***  

e14 .128 .009 14.686 ***  

e15 .210 .013 16.085 ***  

e16 .344 .023 15.145 ***  

e17 .137 .012 11.687 ***  

e18 .220 .016 13.423 ***  

e19 .204 .016 12.684 ***  

e20 .378 .024 15.472 ***  

e21 .391 .025 15.844 ***  

e22 .220 .016 13.899 ***  

e23 .152 .011 13.397 ***  

e24 .180 .014 13.220 ***  

e25 .163 .013 12.964 ***  

e26 .189 .015 12.475 ***  

e27 .296 .019 15.366 ***  

e28 .108 .011 9.926 ***  

e29 .119 .012 10.228 ***  

e30 .293 .018 15.896 ***  
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The variances provided in your output reflect the amount 

of variability in each latent variable and observed 

indicator within the model. Variance estimates are crucial 

for understanding how much each variable contributes to 

the overall model and how they relate to one another. 

Estimate: This represents the variance for each variable. 

A higher variance indicates that there is more variability 

in that variable's scores among the participants. 

• S.E. (Standard Error): This reflects the 

precision of the variance estimate; smaller values 

indicate more reliable estimates. 

• C.R. (Critical Ratio): This is the ratio of the 

estimate to its standard error. Values greater than 

1.96 typically indicate statistical significance. 
• P (p-value): Indicates the significance of the 

variance estimate. A p-value marked with "***" 

denotes strong evidence against the null hypothesis 

(usually p < 0.001). 

Group Interpretations Latent Variables 

1. Additional Income (AI) 

• Variance Estimate: 0.561 (p < 0.001) 

• This indicates a moderate level of variability 

in additional income among participants, suggesting 

that factors influencing additional income differ 

significantly across individuals. 

2. Skill Enhancement (SE) 
• Variance Estimate: 0.574 (p < 0.001) 

• A slightly highervariance than AI suggests 

that skill enhancement experiences also vary 

considerably among individuals, reflecting diverse 

opportunities or motivations for skill development. 

3. Better Lifestyle (BLS) 

• Variance Estimate: 0.327 (p < 0.001) 

• This lower variance compared to AI and SE 

indicates that while there is still variability in lifestyle 

choices, it is less pronounced, suggesting more 

uniformity in how individuals perceive or achieve a 

better lifestyle. 

4. Wide Network (WN) 

• Variance Estimate: 0.501 (p < 0.001) 

• The moderate variance suggests that individuals 

have different levels of networking capabilities or 

opportunities, which can influence their social interactions 

and support systems. 

 

5. Passion (PA) 

• Variance Estimate: 0.200 (p < 0.001) 

• This relatively low variance indicates that 

passion levels may be more consistent across participants, 

possibly reflecting shared interests or values within the 

sample. 

6. Employee Moonlighting (EM) 

• Variance Estimate: 0.326 (p < 0.001) 

• Similar to BLS, this variance suggests variability 

in moonlighting behaviors but indicates that many 

individuals may share similar patterns regarding 

secondary employment. 

Observed Indicators 

The variances for observed indicators (e1 to e30) show varying 

degrees of variability: 

• Indicators such as e5 (0.410), e20 (0.378), and 

e21 (0.391) have relatively high variances, indicating 

significant variability in responses among participants for 

these measures. 

• Conversely, indicators like e12 (0.046) and e28 

(0.108) show low variances, suggesting that responses are 

more consistent among participants for these measures. 
 

15.  Model Fit Summary 
A model that adequately accounts for the correlations 

between variables in the dataset (here, the factor structure 

model) is said to fit the data. In the case of poor model fit, 

there is a large discrepancy between hypothesized 

correlations and observed correlations, whereas a good fit 
indicates that we have taken into account the important 

correlations in the dataset (based on the variables in our 

model). The correlations in the dataset are inconsistent with 

the model we suggest, so our model does not "fit" the data. 

 

15.1 Metrics 

Goodness of fit can be calculated using a number of different 

metrics. Below, we've described the reportable metrics, 

along with the associated thresholds. Both the size of the 

sample and the number of model variables negatively affect 

the goodness of fit. The following ranges are meant only as 

suggestions. 

 

Tab-19 Metrics 

 

16. The Validity and Reliability:  

Reliability Composite (CR), common Variance Extracted 

(AVE), most Shared Variance (MSV), and average Shared 

Variance (ASV). The video tutorial will show you a way to 

calculate those values. under are the thresholds for these 

values: 

Reliability 

a) CR > 0.7 
Convergent Validity 

b) AVE > 0.5 

Discriminant Validity 

c)    MSV < AVE 

17. The Square Root of AVE higher than Inter –Construct 

Correlations  

 

If the variables do not correlate well inside their parent 

factor, then your convergent validity suffers, and the 

observable variables do not provide a satisfactory 

explanation for the latent component. In the case of 

discriminant validity problems, the latent factor is better 
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explained by some other variables (from a different factor) 
than by its own observed variables, and the variables 

within the factor have a lower correlation with those 

outside the factor. 
 

 

Tab-30 Validity and Reliability 

 
CR AVE MSV MaxR(H) PA AI SE BLS WN EM 

PA 0.853 0.539 0.181 0.862 0.734      

AI 0.884 0.605 0.080 0.897 0.222 0.778     

SE 0.934 0.740 0.080 0.938 0.148 0.282 0.860 
   

BLS 0.937 0.749 0.148 0.957 0.385 0.157 0.120 0.865   

WN 0.915 0.684 0.145 0.925 0.381 0.234 0.076 0.328 0.827 
 

EM 0.899 0.643 0.181 0.920 0.426 0.170 0.069 0.375 0.253 0.802 

 

Tab-31 Model fit summary of Structural Equation Model 

Indices Value Suggested value 

Chi-square value 658.596  

P value 0.000 >0.05 ( Hair et al., 

1998) 

GFI .931 >0.90 (Hu and 

Bentler, 1999) 

AGFI .916 >0.90 ( Hair et al. 

2006) 

CFI .978 > 0.90 (Daire et al., 

2008) 

RMR .023 < 0.08 ( Hair et al. 

2006) 

RMSEA .035 < 0.08 ( Hair et al. 

2006) 

 

 

18. Result Analysis:  
 

It is clear from the data in the table that there is a perfect 

fit, since the computed P value is 0.000, which is higher 

than 0.05. In this case, a Goodness of Fit Index (GFI) score 

of .931 and an Adjusted Goodness of Fit Index (AGFI) 

value higher than .916 indicate a satisfactory fit. The 

computed CFI (Comparative match Index) value of 

.978 indicates a perfect match, as do the RMR (Root Mean 

Square Residuals) value of .023 and the RMSEA (Root 

Mean Square Error of Approximation) value of .035, all of 

which are less than 0.08, further confirming a perfect fit. 
 

Conclusion 

1. It is concluded that majority of respondents 

i.e., 30 percent respondents have done their 

under-graduation courses followed by 

intermediate and diploma courses. It indicates 

that most of the graduates prefer 

moonlighting. 

2. It is concluded that majority of respondents 

are who are married are moonlighting 
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3. Majority of the respondents are in the age 

group of 36-40 years, followed by other age 

groups of the study sample who are preferring 

to moonlighting 

4. Majority of respondents are male 

respondents who are moonlighting due to 
requirement from family or follow the 

passion. 

5. It is concluded that maximum number of 

respondents are pursuing IT jobs are willing 

to moonlighting; it can be because of their 

potential to explore with their capabilities. 

6. Six factors have been extracted through factor 

analysis where the underlying factors have 

been put under these six major factors 

influencing moonlighting. 

7. H1: Additional Income has significant impact 

on employee moonlighting job (@ 5% Level 

of Significance (.035) Accepted)) 

8. H2: Skill Enhancement has significant impact 

on employee moonlighting job (@ 5% Level 

of Significance (.021) Accepted)) 

9. H3: Better Life Style has significant impact 

on employee moonlighting job (@ 1% Level 

of Significance (.000) Accepted)) 

10. H4: Wide network has significant impact on 

employee moonlighting job (@ 5 % Level 

of Significance (.127) Rejected)) 

11. H5: Passion has significant impact on 

employee moonlighting job(@ 1% Level of 

Significance (.000) Accepted. 

 

19. Regression Weights 
Observed indicators across the latent variables 

demonstrate strong and statistically significant 

relationships, suggesting that they are effective 

measures of their respective constructs in this 

model. The high estimates and significant C.R.s 

indicate that these variables are important 

predictors in understanding the underlying 

theoretical framework being assessed. 

 

     20.  The Standardized Regression 

Analyses and weights :  

The standardized regression weights indicate that 

all observed indicators across the latent variables 

demonstrate meaningful and significant 

relationships with their respective constructs. 

Constructs such as Skill Enhancement and Better 

Lifestyle show particularly strong associations 

with their indicators, suggesting they are well-

defined and effectively measured within this 

model. 

Conversely, while Passion indicators are 

significant, they may require further refinement or 

additional measures to enhance their 

representation in the model. 

these findings can inform future research 

directions or practical applications by identifying 

which indicators are most influential within each 

construct and guiding efforts toward enhancing 

measurement validity and reliability in related 
studies or interventions. 

 

     21. The covariance estimates 

The covariance estimates reveal several 

significant relationships among the latent 
variables in the moodel. Additional Income shows 

strong positive associations with Skill 

Enhancement and Wide Network, indicating that 

as individuals increase their income, they also 

tend to enhance their skills and expand their 

networks. 

 

Skill Enhancement has meaningful relationships 

with Better Lifestyle and Passion, emphasizing its 

role in promoting overall well-being and 

engagement. 

The Better Lifestyle construct is closely related to 

both Wide Network and Passion, highlighting its 

importance in social connections and personal 

fulfillment. 

The relationships among error terms suggest 
potential underlying factors influencing specific 

indicators. These insights can inform future 

research directions or practical applications by 

identifying key areas of interdependence among 

constructs and guiding interventions aimed at 

enhancing these relationships for improved 

outcomes in related fields such as career 

development, personal growth, and social 

networking strategies. 

 

22. The correlation estimates 
The correlation estimates reveal several key 

relationships among the latent variables in model: 

Additional Income has moderate correlations with 

Skill Enhancement, Wide Network, and Passion, 

indicating that as individuals increase their 

income, they also tend to enhance their skills and 

expand their networks while becoming more 

passionate about their pursuits. 

Better Lifestyle shows particularly strong 

correlations with both Passion and Wide Network, 
suggesting that improvements in lifestyle are 

closely linked to social connections and personal 

fulfillment. 

The strong correlation between Passion and 

Employee Moonlighting suggests that individuals 

who are more passionate about their work or 

interests are likely to engage in moonlighting 

activities. These insights 
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can inform future research or practical applications 

by highlighting key areas of interdependence among 

constructs, guiding interventions aimed at enhancing 

these relationships for improved outcomes in career 

development, personal growth, and social 

networking strategies. 

 

23. The variance estimates 
The variance estimates provide valuable insights 

into how much each latent variable and observed 

indicator varies within your model: 

Higher variances in Additional Income and Skill 

Enhancement indicate diverse experiences and 

influences among participants, highlighting areas 

where interventions could be tailored to individual 

needs. Lower variances in Better Lifestyle and 

Passion suggest more uniform perceptions or 
behaviors in these areas, which may indicate shared 

societal norms or values. 

The variability among observed indicators reflects 

differing levels of agreement or experience with 

specific measures, which can inform future research 

directions or practical applications aimed at 

enhancing understanding and support in these 

domains. Overall, these findings can guide 

interventions by identifying where significant 

variability exists and where more uniformity may 

suggest commonalities worth exploring further in 

both research and practice contexts. 

The Default model shows reasonable fit with some 

discrepancies indicated by its significant chi-square 
value but acceptable CMIN/DF ratio. 

The Saturated model confirms that perfect fit is 

possible, while the Independence model highlights 

that ignoring relationships among variables leads to 

extremely poor fit. 

 

To analyze the relationship between employee 

performance and employee productivity, Structural 

Equation Modeling (SEM) was used. Based on the 

data presented by the conceptual model, we may 

deduce that the following are true: Chi-square = 
658.596, p =.000, GFI =.931, AGFI =.916, CFI = 

.978 and RMSEA = 0.045. G o o d n e s s  of fit 

index values indicates that all requirements for a 

moderately well-fitting model have been satisfied. 
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Abstract: 
At present, many organizations are facing employee sustainability and retention for seeking good quality of Product 

production, which depends upon the Worker-employee-and employer relationship that’s why the application of HR 

tools and its practices are required, and it explores how HR tools can be leveraged to enhance employee well-being 

and promote sustainable practices within organizations. It examines the role of HR in fostering a positive work 
environment through initiatives like work-life balance, flexible work arrangements, mental health support, and 

employee development programs. 

 This article emphasizes the long-term benefits of these HR practices, including increased employee satisfaction, 

retention, engagement, and overall productivity, contributing to organizational success and sustainability. The 

positive outcomes of implementing HR tools for employee well-being include increased employee satisfaction. 

Improved employee retention, enhanced employee engagement, and increased productivity. Again, it positively 

impacts organizational performance, innovation skills, and contributes to corporate social responsibility (CSR). 

Further, this research paper reveals that many HRM models and its practices, like the Ulrich model, HR Value 

Chain, emerging approaches, Agile, and EX-driven models, etc., are to be executed. for real practice and 

acknowledges the critical role of HR in driving sustainability within the organization through the execution of 

Strategic planning and development, Research and data analysis, communication and outreach, proper execution of 
Green HRM policies in different sectors, and monitoring the entire process regularly for real practice  

Finally, the researcher expected that the execution of HR Tools and techniques it create a conducive work 

environment for a healthy work life and enhance employee retention and sustainability in the longer term for every 

organization. This will be increased the economic development and GDP of the country from time to time. 
Key Words: 

Employee-Well Being, (EWB), Retention and Sustainability, (RAS) HRM Models and Practices (HRMMAP), 

Corporate Social Responsibilities (CSR), Strategic Planning and Development (STAD)

 

1. Introduction: 
Inside the Indian company sector, Human Resources 

(HR) techniques are increasingly being implemented 

to enhance employee well-being and promote 

sustainable practices. This involves integrating HR 

techniques with environmental and social 

considerations, main to an extra holistic and 

responsible approach to business. Key regions consist 

of painting-existence balance projects, intellectual 

health aid, employee improvement programs, and 

inexperienced HR practices. Challenges lie in  

 

 

balancing these initiatives with enterprise needs, 

ensuring effective implementation, and addressing 
capacity resistance to change. 

 

2. Literature Review: 
This literature evaluation of the  research topic  

entitled “Application of Human Resource Tools for 

Employee Well-Being and Sustainable Practices 
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on Corporate Sector in India: Emerging Needs & 

Challenges” which explores the utility of Human 

Resource (HR) tools and practices for enhancing 

workers well-being and promoting sustainable 

practices in the corporate zone in India, highlighting 
emerging desires and demanding situations. There are 

1000 respondents targeted for collection of data and 

expected near about 760 respondents will be 

anticipated for the positive aspects of the aforesaid 

research work. The review indicates a developing 

reputation for the importance of integrating well-

being and sustainability into HR techniques to foster 

a wonderful work environment and improve 

organizational performance.  

 

3. Objectives of Research:  

 
The researchers have taken the following objectives 

for justifying the aforesaid research problem, such as: 
a) To study the application of various human resource 

tools and their effectiveness on employees 'well-

being and behavior in different corporate offices in 

Odisha to make them well productive and perform 

in their workplace. 

b) To observe the employees' (human) behavior in the 

workplace and how they adjust themselves in their 

working environment when they are facing heavy 

work pressure, stress, deprived of achieving their 

rights, and needs from their employees. 

c) To study the sustainable HR practices in various 
sectors of the company and the public sector how 

effective for shaping a good practice of well-being 

in work workplace and office in order to create a 

productive production, motivate employees, and 

maintain a sustainable brotherhood relationship 

among employees. 

d) To create the best HR practice and a good 

relationship between employees and employers by 

which shapes a conducive working environment 

for enhancing better quality of production and 

economic development, and its sustainability, as 
well as employees ' well-being in their daily life. 

 

4. Method of Study: 
In this section, the researcher have taken mixed 

methods of study both primary and Secondary 

Method of data collection and target 1000 

respondents , most of data has been collected from 
different employees and employers of corporate 

sector through questionnaire and face to face 

interaction with them but while studying their 

behavioral and social pattern of life, the researcher 

faced lots of problem for understanding their attitude, 

nature, behavior, perception etc. so that, secondary 

method of study taken for collection of various 

information related to employee attitude and 

perception from company websites, published 

sources, psychological journals etc. 

5. Hypothesis: 

In this section, researchers have taken the following 
hypothesis to study the practices of HR Tools, 

whether effective on the employees of the corporate 

sector or not, if effective, how much percentage of its 

effectiveness, and if not effective, why? What are the 

causes behind it? Let us prove it through the 

following hypothesis 

 

 

5.1 Null Hypothesis [Ho]:  
 

There is no effect of HR tools Practices on the 

employees of the corporate sector to improve their 

well-being in their personal, social, and professional 

lives. 

5.2 Expected Hypothesis (He): 
There is a better effect of HR Tools practices on the 
employees of the corporate section, if it is 

systematically and scientifically applied to them, 

employees are becoming sociable, well-behaved, 

positive, workaholic, sociable, and maintained a good 

morality and ethical practice in their daily work life 

and they becomes well being forever. 

 

5.3 Alternative Hypothesis: (Ha) 

There are a number of better possibilities for 
employee well-being when the application of HR 

tools practices through a number of HR models in the 

corporate sector, it leads to economic development of 

the corporate people and country, which will increase 

GDP and its sustainability in India. 

 

6. Concept of HR tools and Practices: 
As the word HR is concerned, it refers to Human 

Resource Management (HRM, or on occasion 

abbreviated to HR) is concerned with all factors of 

the way humans are employed and managed in 

different corporations. The term HRM has largely 

taken over from that of personnel management, 
which took over from preceding terminology, which 

includes exertions or welfare control. 

 

7. What are HR Tools and Techniques? 
HR tools and techniques are manages all middle HR 

approaches from new lease requests to employee 

exists interviews. Based on the requirement, 
companies can either opt for an easy HR software 

program that addresses everyday administrative tasks 

like holiday control, timesheet management, and so 

on. 
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8. Practices of HR tools:  

Human aid Resource Management (HRM) is the 

practice of the subsequent components, such as: 

a) Recruiting  

b) Hiring  

c) Deploying  

d) Dealing with an Organization’s Personnel.  

Thus, HRM tools are the nice practices of human 
resource guidelines in the corporate zone and 

government places of work for creating an 

ecological environment as well as growing a  

 

 

Conducive work culture and surroundings by 
which employees will be highly well-being and 

cultured for executing the HR practices in their 

daily work life, personal and social life style. 

 

Date Table: 1 Practices of Human resource tolls in corporate sector  

HR Tools Practice Sector Number of 

Employees 

(M+F+TG) 

45+45+10) 

 

Support of HR 

Tools Practice 

% of Positive 

response 

a) Recruiting Corporate sector 100 92 92% 

b) Hiring Govt. &PSU 100 94 94% 

c) Deploying Corporate sector 100 91 91% 

d)Dealing with Organization 

Personnel 

Corporate Sector 100 96 96% 

Total  400 373 93.25% 

Source: 

data Collected from Respondents on Direct Questionnaire 

 

Semiotic models of Pie Chart: 

 

            

 

% of Positive response

a)Recruiting

b)Hiring

a)       Deploying

d)Dealing with Organization Personnel

Total
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88%

90%

92%

94%

96%

a)Recruiting b)Hiring a)
Deploying

d)Dealing with
Organization

Personnel

Total

% of Positive response

% of Positive response

Semiotic Models of Line chart of Positive responses 

Semiotic models of barographs of Positive respons

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

From the data Table :1 it is proves that HR tools 

practices in corporate sector and PSU sector  are 

accepted because researcher has taken 400 

respondents  in four segmentation of the HR tools 

such as a) recruiting b) hiring c)deploying and d) 

dealing with Organization Personnel and their 

reposes are 92%,94%,91% and 96% respectably. 

Thus it is proves that HR tools and practices has a 

great impact. 
 

9. Models of HR Tools and Practices in 

Corporate sector: 
Various models of HR practices offer different 

frameworks for managing human capital, each with 

its own focus and benefits. Some popular models 

include the Harvard, Ulrich, Warwick, and Fombrun 

models, each offering a unique perspective on HR's  

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

role within an organization. Additionally, HR 

operating models like the centralized, decentralized, 

and federated models, as well as the business partner 

model, dictate how HR functions are organized and 

delivered. 

10. The Harvard Model of HR Tool 

Practices: 
The Harvard model of Human resource management 

takes a holistic approach to HR. It considers 

personnel as treasured assets and focuses on aligning 

HR in corporate offices in Odisha, which emphasizes 

customization. It reminds HR groups that there is no 

one-size-fits-all answer and encourages considerate, 
strategic decision-making evolved in 1984, the 

Harvard Framework of HRM is a holistic HR running 

model that makes a specialty of overcoming troubles 

related to ancient human beings. 

 

 

 

88%

89%

90%

91%

92%

93%

94%

95%

96%

97%

a)Recruiting a)       Deploying Total

% of Positive response

% of Positive response
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11. Best and Popular Human Resources 

Models: 
To pressure achievement in human’s control, HR 

professionals want dependent procedures that deal 

with real-world challenges. The kinds of HR models 

mentioned here are realistic frameworks that may be 

implemented directly to align HR techniques with 

organizational dreams. Let’s discover two widely 

used fashions—the Harvard model and Ulrich’s HR 

version—and the way they may be used to create 
meaningful outcomes. 

Figure: 2 Refers the Harvard Model of HRM, source from Testlify 2024 

An analysis of Key HR Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

12. The Harvard Model of HR 

Management 

The Harvard version specializes in knowledge of the 

bigger picture of human resource control. It’s no 

longer just about guidelines or techniques; it’s about 

tailoring HR practices day-to-day to fit the 

corporation’s unique circumstances at the same time 

as balancing the desires of numerous stakeholders, 

such as employees, management, and external 

stakeholders. 

 

13. The way it works 

The Harvard model is constructed on two key pillars: 

13.1 Stakeholder Interest: HR day-to-day balances 

the priorities of employees, managers, shareholders, 

and day-to-day. Each group has distinctive 

expectations from HR practices. 

a) Situational every day: every day, like 

organizational culture, economic conditions, 
and industry trends, closely influence HR 

decisions.
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Data Table: 2 

Employees Response models of Various HR Models in corporate Sector:

Corporate 

Sector  

HR Models  Nature of 

survey 

No of 

Respon

dent 

+Ve Respondents % of + Ve 

Response 

Relatio

nship  

 Total = 

600 

Male 

(28) 

Fe

mal

e(2
8) 

(TG

) 

(04) 

NALCO The Harvard 
model. 

Practice of 
HR Tools and 

Techniques in 

Corporate 

sector 

60 25 26 03 54/60=90% Highly 
Positive 

VEDANTA The Ulrich’s HR 
model 

60 24 23 02 49/60=81.67% Positive 

Rourkela Steel 

Plant (RSP) 

The Eight-field 

Model via Paul 

Boselie 

60 25 27 04 56/60=93.33% Highly 

positive 

Reliance 

industries 

Front-Back 

delivery Model 

 

60 27 26 04 57/60= 95.00% Highly 

Positive  

TATA 

consultancy 
Services 

The eight 

additives of the 
model 

 

60 23 26 03 52/60=86,67% Modera

te 
positive 

Bharati Air 

Tel 

The Seven 

Models of HR 

Tools in every 

day Practice 

60 26 24 02 52/60=86.67% Modera

te 

positive 

ADANI 

Group 

HR Transforming  

Model 

60 27 26 03 56/60=93.33% Highly 

Positive 

Infosys AI and 

Automation in 

HR models 

60 21 24 02 47/60=78.33% Lower 

positive 

State Bank of 

India 

Excessive-overall 

performance 

work gadget 

(HPWS) 

 

60 26 25 03 54/60=90,00% Highly 

Positive 

Life Insurance 

Corporation of 

India 

Eight-container 

HR Model  in 

actual life 

60 25 27 04 56/60=93.33% Highly 

Positive 

Total    600 249 254 30 533/600=88.83% Highly 

Positive 

Mean Value   60.00 24.9 25.9 3.0 8.83  

Source: Authors Own source of Information 
collection and Tabulation for result  

In this above data table-2, there are 10 

Corporate sectors are taken for collection of 

employees respond towards execution of HR tools 

and practices for Employee Well being and taken ten 

HR Models. After collection of responses the results 

are analyzed as per the followings.
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Final Result Table for Result Analysis: 

No of Companies  No of Models  Total +Respondents Mean Values  Difference  

10 10 Table 1+table 2 = 

373+533=906 

[Table -1] 

 37.3 

16. 0 

Total =10  Total =10 Total =903/1000 Table-2 

53.3  

Total Mean value 

=90.6 

 

From the final result table it is proves that both the 

corporate sector and PSU, Application of HR Tools 

and practices are highly positive impact and their 

relation is highly co related because of the obtained 

mean value is 90.6 and mean difference is 16.0  

14. The Outcomes of the Model: 

 It focused on employee commitment: 

developing a loyal and prompted staff. 

 Given importance on Competence: making 

sure personnel have the talents to meet 

organizational demands. 

 Creates Congruence: Aligning employee and 

organizational dreams. 

 It provides cost-effectiveness: coping with 

HR practices within budget constraints. 

15. Making use of the Harvard Model in 

actual life styles 

It permits us to take an example of a mid-sized 

manufacturing company experiencing excessive 

worker turnover. Using the Harvard model, HR 

experts can: 

a) Pick out key stakeholders, inclusive of employee 

(who are seeking for higher work-life balance) and 

bosses (centered on maintaining production 

timelines). 

b) Examine situational factors every day, like 
neighborhood hard work, market situations, or 

cultural boundaries affecting retention. 

c) Design strategies to improve employee dedication, 

for example, introducing flexible shifts or imparting 

up skilling possibilities tailored to their wishes every 

day. 

The Harvard version emphasizes customization. It 

reminds HR groups that there’s no one-size-fits-all 

solution and encourages considerate, strategic 

selection-making that balances all perspectives. 

16. Ulrich’s HR model 

David Ulrich’s HR version redefined HR by way of 

those who specialize in roles in preference to 

functions. In place of seeing HR as a merely 

administrative department, this model positions HR 

experts as imperative every day to the commercial 

enterprise’s success through taking over four distinct 

role. 
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17. The 4 Roles of HRM explained. 

1. Strategic associate: Align HR practices directly 

with enterprise targets, making sure HR actively 

supports agency growth and innovation. 

2. Exchange Agent: Lead and manipulate trade 

tasks, assisting personnel and leaders adapt every day 

shifting organizational wishes. 

3. Administrative expert: Optimize HR methods 

day-to-day, ensure smooth operations and 

compliance. 

4 Worker Champion: represents personnel’s 

pastimes, advocating for their well-being, 

engagement, and development. 

18. How HR specialists can apply Ulrich’s 

model 

To photograph a fast-developing tech startup 

expanding into new markets. Right here’s how the 

Ulrich model can guide their HR method: 

 As a Strategic associate, HR can collaborate 
with management day-to-day design a day-

to-day expertise acquisition approach 

focused on hiring experts for the new 

markets. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Performing as an alternate Agent, HR can 

manage the prevailing group through 

training programs to evolve the new 

organizational shape 
 

 Taking on the executive expert role, HR can 

streamline payroll and compliance systems 

daily aid to a geographically dispersed 

workforce. 

 

 Finally, as a worker Champion, HR can set 

up and provide daily packages, day-to-day 

help personnel to manage the transition, and 

provide experienced support. 

Ulrich’s model empowers HR experts every day to 

put on multiple hats, proving that HR isn’t pretty 

much coping with rules however driving 

organizational achievement via energetic, strategic 

involvement. 
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19. The eight-field Model via Paul 

Boselie: 

The 8-container model, evolved by HR expert Paul 
Boselie, offers a complete way to daily optimize  

human resource control. This version emphasizes the 

interaction between external influences, internal HR 

practices, and commercial enterprise effects, 

supporting HR professionals in creating techniques 

that might be balanced and effective. 

20. The eight additives of the model

Figure: 3 Source: Boselie Model of Testlify 2024 

1. An external preferred market Context: includes 

broader economic, prison, and societal factors 

affecting the agency. 

2. An outside population market Context: specializes 

in enterprise-specific day-to-day, like opposition and 

hard work market situations. 

3. An internal corporation Context: Covers the 

organization’s culture, shape, and internal dynamics. 

4. HRM Configuration: refers to the unique HR 

techniques and practices in the area. 

5. Employee Contributions: Assesses the output of 

employees, including competencies, overall 

performance, and engagement stages. 

6. HR outcomes: Measures the effect of HR practices, 

including process pleasure, retention, and 

productivity. 

7. Strategic consequences: Evaluates how well HR 

outcomes align with organizational goals. 

8. lengthy-time period effects: looks at sustainability, 

profitability, and the general fitness of the business 

enterprise. 

22. Daily observe the eight-container 

version in actual life, 

Consider a retail business enterprise suffering from 

worker turnover in the course of height shopping 

seasons. With the use of the eight-field model, HR 

professionals can: 

 Look at external elements every day, just 
like the aggressive hard work marketplace 

and financial situations affecting retail 

hiring. 

 Align HRM configurations by introducing 

bendy shift styles or seasonal bonuses to draw 

skills. 

 Degree HR consequences, such as stepped 

forward retention costs and better process pride. 

 

  Link those upgrades every day strategic results, 

like increased income during top intervals, and 

ultimately, everyday lengthy-time period goals, 
including retaining a robust organization logo in the 

enterprise. 

This model encourages HR professionals day-to-day 

assume holistically, connecting number of practices 

with long-term organizational achievement. 

23. The Seven Models of HR Tools in 

every day Practice: 

The version is split into two classes: 

a) Use in everyday daily life: strategy, 
structure, structures. 

b) Use its soft elements every day: Shared 

Values, abilities, style, staff. 

23.1 The way it works 

1. Approach: make certain HR strategies align with 

the employer’s standard dreams. For instance, if the 

purpose is every day every day is an innovation 

leader, HR ought to prioritize hiring innovative skills. 

2. Shape: check the Organization’s hierarchy and 
reporting traces everyday support its method 

efficaciously. 

3. Systems: Refine approaches like recruitment, 

overall performance control, and payroll day-to-day 

make ensure performance. 

4. Shared Values: Foster a place of job subculture 

that displays the employer’s mission and values. 
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5. Capabilities: pick out and broaden key 

competencies required every day to achieve 

enterprise objectives. 

6. Style: make certain leadership patterns sell 

collaboration and align with enterprise values. 

7. Personnel: awareness on hiring, keeping, and 

developing the right skills. 

The McKinsey 7S model is a conventional 

framework designed to ensure alignment throughout 

seven key factors of an organization. Created for 

commercial enterprise strategy, it’s also rather 

effective whilst implemented in HR control. The 7S 

framework facilitates HR groups’ pressure coherence 

between approach, shape, and way of life, which 

might be important for organizational effectiveness. 

 

The Seven elements 

 
The model is divided into two categories: 

• Hard elements: method, structure, structures. 
• Tender factors: Shared Values, 

competencies, style, personnel. 

 

How it Works 
 

1. Strategy: Ensure HR techniques align with the 

corporation’s basic desires. As an example, if the aim 

is to become an innovation chief, HR has to prioritize 

hiring for creative skills. 

 
2. Shape: examine the corporation’s hierarchy and 

reporting lines to assist its method successfully. 

 

3. Structures: Refine procedures like recruitment, 

performance management, and payroll to ensure 

efficiency. 

 

4. Shared Values: Foster a workplace culture that 

displays the company’s venture and values. 

 

5. Abilities: pick out and increase key abilities 
required to acquire commercial enterprise objectives. 

 

6. Fashion: ensure leadership patterns sell 

collaboration and align with employer values. 

 

7. Workforce: attention on hiring, retaining, and 

developing the right expertise. 

 

Making use of the McKinsey 7S model in real-life 

situations, bear in mind a manufacturing organization 

transitioning to automation. The HR team can use the 

McKinsey 7S model to: 

 
• Align their method by hiring experts in 

automation technologies. 

• Adapt the structure with the aid of growing 

new roles and defining clean reporting traces for tech 

groups. 

• Implement new structures for schooling 

employees to work alongside automation equipment. 

• Strengthen shared values by selling 

innovation and adaptability as middle concepts. 

 

By addressing every element of the version, HR 

ensures the business enterprise isn't only most 
effectively organized for the transition but also 

thriving in the new operational landscape. 

Highly Performance work Schedule (HPWS) 

The excessive-performance work gadget (HPWS) is a 

version that specializes in growing a lifestyle in 

which employees are empowered, engaged, and 

tremendously effective. This framework emphasizes 

the mixing of HR practices to construct an 

environment where in both individuals and 

companies thrive. 

 

24. Key capabilities of HPWS 
 

1. Employee Involvement: Encourages employees to 

take part in decision-making processes, fostering 

ownership and accountability. 

 

2. Skill improvement: focuses on continuous getting 
to know through education and development 

programs to enhance employee capabilities. 

 

3. Performance management: Aligns worker goals 

with organizational desires, ensuring every person is 

operating closer to a shared imaginative and 

prescient. 

 

4. Praise systems: Implement performance-based 

total rewards to encourage personnel and understand 

achievements. 
 

5. Painting layout: systems jobs to encourage 

collaboration and innovation, ensuring that roles are 

significant and impactful. 
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The High Impact -HR Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

            

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure: 3 shows the HR Model of High Impact testing 2024, Source: Testify 

 

25.How to follow HPWS in real existence. 
 

Recall a software agency aiming to boost innovation and 

employee satisfaction. The HR team can use the HPWS 

version to: 

1. Create a comments-pushed performance control 

system that ties character contributions to 

undertaking milestones. 

2. Launch up skilling projects to help builders live 

beforehand to enterprise traits, fostering talent 

improvement. 

3. Offer performance-based total incentives, like 

bonuses for delivering capabilities in advance 

of deadlines. 

4. Design move-functional teams to encourage 

expertise-sharing and employee involvement in 

important decisions. 

5. By adopting HPWS, the agency no longer best 

complements productivity but additionally 

builds an influential and engaged workforce, 

driving long-term fulfilment. 
6. Human resources fashions are not just 

theoretical standards; they're sensible gear that 

HR professionals can use to power 

performance, alignment, and achievement. 
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Every version has specific strengths tailor-made 

to exceptional challenges: 

7. The Harvard version emphasizes balancing 

stakeholder interests and situational elements, 

encouraging customized techniques. 
8. Ulrich’s HR model redefines HR’s function, 

empowering experts to be strategic partners, 

trade marketers, administrative specialists, and 

employee champions. 

9. The eight-box model presents a comprehensive 

approach to researching internal and external 

elements influencing HR practices, ensuring 

balanced choice-making. 

10. The McKinsey 7S model ensures alignment 

throughout approach, systems, and values, making      

it ideal for coping with transitions and fostering 

coherence. 
11. The high-overall performance work machine 

(HPWS) specializes in developing a way of life of 

engagement, productivity, and continuous 

development. 

 

By applying information and those HR frameworks, HR 

specialists can address actual international demanding 

situations, align staff techniques with organizational 

goals, and create thriving places of work. Whether 

you’re navigating change, constructing a high-

performance tradition, or ensuring strategic alignment, 
these fashions provide the roadmap to fulfilment. 

Take these frameworks, adapt them in your particular 

organization, and watch as your people management 

techniques evolve into powerful drivers of enterprise 

growth. 

 

Selecting the right HR version for your 

company 
 

Choosing the right HR model isn’t pretty much 

following developments—it’s about finding a framework 

that aligns with your organization’s precise wishes and 

dreams. With so many powerful HR frameworks to 
choose had, how do you make the right choice? The 

solution lies in comparing key factors and customizing 

the model to fit your employer’s context. Permit to break 

it down into actionable steps: 

 

1. Apprehend your organization’s length and 

structure 

A small business with a lean team could have distinct 

HR wishes from a multinational organization with a 

complex hierarchy. 

For startups, a model like HPWS is probably ideal to 

construct engagement and productivity early. Large 
agencies may gain from Ulrich’s HR version, which 

assigns described roles like strategic companion or 

administrative professional to HR specialists. 

 

27. Examine your enterprise demands 
Industry-precise demands dictate HR priorities. For 

example, tech organizations need agility and innovation, 

whilst manufacturing may focus greater on efficiency 

and compliance. 

Use the 8-container version to assess outside 

marketplace factors and inner wishes, making sure your 

HR strategies mirror the realities of your enterprise. 

28. Define clean organizational goals: 
HR practices need to without delay support enterprise 

targets without delay, whether or not it’s fast boom, 

innovation, or staff stabilization. 

If your goal is cultural transformation, the McKinsey 7S 

model can help align strategy, shape, and shared values. 

For improving talent retention, the Harvard model gives 

a stakeholder-centered approach. 
4. Bear in mind, Organizational tradition 

HR fashions are most effective when they resonate with 

the agency’s culture and values. A misaligned 

framework can create friction in preference for cohesion. 

Examine how the chosen model complements your 

existing lifestyle. As an example, HPWS works properly 

in innovation-pushed corporations, even as the Harvard 

model suits companies emphasizing collaboration and 

inclusivity. 

 

29. Customize the Framework: 

No model works out of the field for every business 

enterprise. Tailoring the framework guarantees it 

addresses your particular demanding situations and 

leverages your strengths. 

Take the principles of your chosen HR model and adapt 

them. As an example: 

a) Combine Ulrich’s HR roles with the cultural 
alignment attention of the McKinsey 7S version. 

b) Use HPWS in tandem with the eight-container version 

to combine external marketplace realities with high-

overall performance practices. 

 

30. Taking action 
When you’ve evaluated those elements, it’s time to put 

your plan into action: 

1. Pilot the version: begin with a branch or group to 

check how nicely the framework works in your context. 

2. Gather feedback: involve personnel and 

management to discover what’s working and what needs 

adjustment. 

3. Refine and Scale: Make important changes 

primarily based on comments, then roll out the tailor-

made version enterprise-wide. 
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31. Final notion: 
Choosing the right HR Model is much less about 

selecting the “excellent” one and greater approximately 

finding the one that fits by thinking about your 

employer’s size, enterprise, desires, and subculture, and 

with the aid of tailoring the version to your precise 

desires, you could create an HR method that’s each 

realistic and transformative. With the proper framework 

in place, your HR crew can be better prepared to 

pressure business achievement and foster a thriving 

workforce. 

 

32. Demanding situations in imposing HR 

Model 
 

Enforcing HR Model can remodel an enterprise’s human 

resource practices; however, it’s not without its hurdles. 

Globally, HR specialists encounter numerous 

commonplace HR implementation demanding situations, 

frequently stemming from resistance, aid limitations, or 

misalignment with organizational goals. Permit 

discovers those demanding situations and techniques to 

overcome them effectively. 

 

1. Resistance to Trade : 
Personnel and managers often withstand new HR 

frameworks, especially in the event that they disrupt 

familiar procedures or demand a shift in conduct. 

Alternatives can be intimidating, main to pushback or a 

lack of purchase-in. 

That is a frequent assignment across industries, from 

manufacturing to the era. Personnel fear losing 

autonomy, at the same time as managers worry 

approximately improved workloads. 

 

33. Mitigation strategies: 
 

a) Talk truly: share the cause and benefits of the brand 

new HR model with all stakeholders. 

b) Involve groups early: engage personnel and 

executives for the duration of the starting stage to foster 
ownership and reduce resistance. 

c) Provide schooling: Equip employees with the skills 

needed to adapt to new strategies. 

d) Lack of Assets: 

Imposing an HR version calls for investments in 

generation, schooling, and skilled personnel. Many 

corporations, especially smaller ones, war to allocate 

enough assets. 

Aid constraints are commonplace in rising markets or in 

the course of monetary downturns, where HR budgets 

are frequently some of the first to be cut. 

 

 

 

34. Mitigation strategies: 
 

a) Start small: Pilot the model with a single group or 

branch earlier than scaling up. 

b) Leverage generation: Use value-effective HR software 

to automate procedures and reduce administrative 

burdens. 

c) Seek management guide: gift a clean ROI to 

leadership to comfortable an extra investment. 

d) Misalignment with commercial enterprise goals, 

whilst an HR model isn’t aligned with the organization’s 

overall goals, it creates disconnects, wasted effort, and 
constrained impact on organizational fulfillment. 

This assignment is regular in companies with siloed 

departments, where HR and business leaders function 

independently. 

Mitigation strategies: 

a) Collaborate with leadership: work closely with senior 

management to align HR strategies with business 

dreams. 

b) Everyday evaluations: constantly determine the 

version’s effectiveness and make adjustments to ensure 

alignment. 
c) Cognizance on Metrics: Use records to illustrate how 

HR consequences guide enterprise objectives, fostering 

credibility and alignment. 

 

35. Overly complex Model of HR 
 

Mitigation strategies: 
a) Simplify: Adapt the version to cognizance only of the 

most relevant elements for your corporation. 

b) Phased Implementation: break the method into 

potential steps to keep away from overwhelming HR 

groups. 

c) Use external know-how: recall hiring experts or 

specialists to streamline implementation. 

 

36. Cultural Misfit 
 

A one-size-fits-all HR model won't align with an 

enterprise’s particular culture, values, or worker 

expectations. 

That is especially obtrusive in multinational 

organizations, in which cultural variations can create 

friction in imposing standardized HR practices. 

Mitigation strategies: 

a)  Customize: Tailor the model to mirror your business 
enterprise’s culture and worker needs. 

b) Localize: For worldwide organizations, adapt the 

version to appreciate nearby and cultural nuances. 

c) Engage employees: searching for input from diverse 

groups to make certain the framework resonates across 

the board. 

Emerging traits in Human Resources fashion 
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As workplaces evolve in response to technology and 

shifting worker expectations, future HR fashions are 

becoming extra dynamic and adaptable. The integration 

of AI, HR analytics, and digital transformation is 

reshaping conventional procedures, whilst the point of 
interest on employee experience and inclusivity is 

driving the development of present-day HR frameworks. 

Permits explore these trends and the way they’re 

redefining evolving HR techniques. 

 

37. AI and Automation in HR models 
 
a) What’s taking place: Artificial intelligence (AI) is 

revolutionizing how HR approaches are controlled, from 

recruitment to worker engagement. Chatbots, predictive 

analytics, and automation equipment are allowing HR 

teams to save time, lessen mistakes, and make data-

driven choices. 

b) The way it’s reworking HR fashions: 

Recruitment models now leverage AI to display resumes 

and discover top skills quickly. 

Performance control frameworks use AI-powered 

insights to provide personalized feedback and 
development plans. 

AI simplifies administrative obligations, permitting HR 

specialists to consciousness on strategic initiatives. 

 

38. How it’s remodelling HR models: 
 

This model focused on far flung-friendly HR models 
focus on virtual collaboration, performance tracking, and 

maintaining engagement across dispersed teams. 

Mastering and development frameworks leverage e-

mastering structures to make training accessible and 

scalable. 

 

39. HR Analytics for Data-Driven Choice-

Making: 
 

a) What’s happening: HR analytics is turning personnel 

data into actionable insights, assisting agencies in 

optimizing their people techniques. Predictive analytics 

identifies tendencies like attrition risks or ability gaps, 
permitting HR teams to proactively deal with challenges. 

b) The way it’s transforming HR models: 

Staff making plans fashions now integrate real-time 

records to address staffing desires and optimize resource 

allocation. 

Engagement frameworks use analytics to tune and 

improve employee pride in measurable methods. 

c) Virtual Transformation in HR Frameworks 

What’s going on: The shift to far-flung and hybrid work 

environments has accelerated virtual adoption in HR. 

Cloud-primarily based structures, collaboration 

structures, and virtual on boarding gear are actually vital 

to modern HR frameworks. 

 

40. Focus on employee enjoyment (EX) 
 

a) What’s taking place: worker revel in is now a central 

subject matter in present-day HR frameworks. Groups 

are designing models that prioritize engagement, 

wellness, and professional development to draw and 

retain pinnacle expertise. 

b) The way it’s reworking HR models: 

HR fashions now encompass equipment for non-stop 
feedback, bendy work options, and well-being packages. 

Experience-pushed frameworks are built to assist 

personnel at every point of their lifecycle—from 

recruitment to retirement. 

Five. diversity, fairness, and Inclusion (DEI) 

c) What’s happening: DEI is now not an upload-on—it’s 

a cornerstone of evolving HR strategies. Agencies are 

rethinking HR fashions to construct greater equitable 

offices that remember diversity. 

d) How it’s transforming HR models: 

Recruitment frameworks are being designed to take 
away bias and boost representation. 

• Performance and development models now 

encompass metrics for fairness and inclusivity the road 

before hand 

 

41. Key themes and Findings: 
 

Worker well-being: 

Present day HR practices increasingly attention on 

employee well-being, recognizing its impact on activity 

satisfaction, overall performance, and standard 

organizational achievement.  

 

2. Sustainable HRM: 
Sustainable Human Aid Management (SHRM) integrates 

environmental and social considerations into HR 
practices, promoting each worker's well-being and 

organizational sustainability.  

 

3. HR's function: 
HR departments are crucial in using and disseminating 

sustainable initiatives, fostering a tradition of well-being, 

and acting as a bridge between management and 

employees' emotional and intellectual desires.  

 

4. Rising wishes: 

Corporations are dealing with increasing demands for 

intellectual fitness guides, diversity, equity, and 

inclusion (DEI), and the moral use of generation in well-

being control.  
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5. Demanding situations: 
Implementing powerful well-being initiatives may be 

difficult, which includes addressing the stigma around 
mental health, measuring program effectiveness, and 

ensuring accessibility for all employees.  

 

6. Sustainable Practices: 

HRM can make contributions to sustainability via 

various practices, including promoting strength 

conservation, waste reduction, and sustainable 

procurement.  

 

7. In experienced HRM: 
In experienced HRM practices, consisting of training 

employees on sustainability and integrating 

inexperienced concepts into HR tactics, are gaining 

traction in India.  

 

8. Impact on overall performance: 
SHRM practices, including those associated with worker 

well-being and sustainability, can improve each worker's 

performance and the overall organizational performance.  

 

42. Unique HR Tools and Practices: 
a) Education and development: 

HR can offer schooling packages targeted at 

sustainability, well-being, and skills development.  

 

b) Performance control: 

Integrating sustainability and well-being dreams into 

performance value determinations can power desired 

behaviours.  

 

c) Reward and Reputation: 

Worthwhile personnel for his or her contributions to 

sustainability and well-being initiatives can make 

stronger effective behaviours. 

  

d) Employee Engagement: 
Developing a tradition of open communication, empathy, 

and proactive mental health support can beautify 

employee engagement.  

 

e) Properly-being takes a look at-in: 
Regular check-ins by means of HR experts can 

determine worker well-being and become aware of areas 

for aid.  

 

43. Future research directions: 
 

Long-term outcomes of faraway paintings on well-being: 

Further studies are needed to recognize the lengthy-time 

period impacts of remote work on employee well-being 

and the way HR can adapt its strategies. 
 

a) AI-Pushed HR analytics: 

Exploring the capability of AI in HR analytics for well-

being control, while addressing ethical concerns, is 
important. 

b) Pass-cultural views on properly-being 

interventions: 
In addition, research is needed to understand the cultural 

nuances of well-being and tailor interventions 

accordingly.  
 

44. Hypothesis Testing:  
 

After carefully analysis of the aforesaid data table one 

and two and final result table, the researcher have come 

to conclusion that the HR tools and Practices are highly 

correlated to each and every companies and it  creates a 
better relationship of employee well -being in their in all 

segmentation of their work life and professional life even 

social life.  

 

Thus, the Null Hypothesis (Ho) not sustain in their 

statement for justify and expected hypothesis (He) are 

proved on their relationship with one another of other 

alternative hypothesis (Ha) with the level of significance 

of 0, 01 and 0, 05 degree of alpha and the mean 

difference is 16.0 . 

Henceforth, the null hypothesis has been rejected and 

the alternative hypothesis has been accepted.   

 

45. Conclusion: 
 

The literature highlights a developing want for HR to 

integrate worker properly-being and sustainable practices 

into its core features within the Indian company region 

with the aid of adopting a holistic technique and 

leveraging various HR tools, agencies can foster a high 

quality work environment, improve worker nicely-being, 

and make a contribution to a more sustainable future. 

 

Adopting sustainable HR practices is becoming 

increasingly important for Indian organizations to attract 
and maintain skills, beautify their logo image, and make 

contributions to a greater sustainable destiny, even as 

challenges exist, the advantages of stepped forward 

worker well-being, a high quality paintings 

surroundings, and a reduced environmental footprint 

make it a profitable endeavor by means of embracing 

innovation, fostering collaboration, and addressing 

capability resistance, HR can play a pivotal role in using 

sustainable exchange within the corporate area. 
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Abstract 

 
Cities in developing countries are trying to reuse their wastewater to save the environment. To encourage this, they are using 
clever financial tools like digital "water credits." Blockchain technology is a great way to keep these digital credits secure and 

honest. However, there is a catch: some blockchains use massive amounts of electricity, which defeats the purpose of being eco-

friendly. Methods: This study uses a mix of math models and decision-making tools to find the most efficient blockchain setup. 

We specifically used a step-by-step evaluation framework to weigh the pros and cons of different blockchain methods. Results: 

We tested our models using the real-world goals of the Odisha 2026 Treated Used Water Policy. We compared three main 

blockchain types: Proof of Work (PoW), Proof of Time (PoT), and Proof of Authority (PoA). Our findings show that PoA is the 

clear winner. It drastically cuts down on energy use and processing time while keeping the local city networks safe and secure. 

Conclusion: Our research gives city planners a simple, numbers-based guide for choosing the best blockchain technology. By 

picking the right system, cities can upgrade their water networks to be both financially smart and truly good for the planet. 

 

Keywords: Wastewater Reuse, Blockchain Technology, Decision-Making, Energy Efficiency, Circular Economy, Smart Water 
Management. 

 

1. Introduction 

To survive and thrive in the future, we must adopt 

what environmental experts call a "circular economy." 

In a perfectly circular economy, nothing is ever truly 

thrown away. Instead, we must carefully collect our 

dirty wastewater, clean it thoroughly using advanced, 

modern technology, and use it again and again. This 

concept is not just a nice, futuristic idea; in many 

developing and rapidly industrializing areas, it is 
quickly becoming a strict, unavoidable law. 

Governments are creating bold, aggressive new 

policies to force cities and businesses to stop wasting 

water. 

A perfect, real-world example of this is the newly 

announced Policy on Reuse of Treated Used Water 

(TUW) of Urban Odisha, 2026. This ambitious 

policy was created by the state of Odisha in India to 

tackle the severe, growing water stress in rapidly 

expanding cities like Bhubaneswar, Cuttack, 

Rourkela, and Sambalpur. Right now, the daily 

reality is staggering: the state produces about 1,104 

million liters of wastewater every single day. 

However, it currently only has the physical 

machinery and infrastructure to clean about 190 

million liters of that dirty water. The vast majority of 

the wastewater is simply lost, polluting the local 

environment. To fix this massive problem, the new 

2026 policy demands that absolutely all city 

wastewater must be collected and treated by the year 
2030. Furthermore, the government has set an 

incredibly ambitious, long-term goal aligned with 

their "Vision Odisha 2036" master plan: by the year 

2036, at least fifty percent of all that treated 

wastewater must be actively reused by society. This 

means a massive, historic upgrade in both physical 

water pipes and digital tracking systems is urgently 

needed right now. 
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2. Literature Review:  

 
The Promise and Peril of Digital Tracking: 

It is one thing to build massive plants to clean the 

wastewater; it is an entirely different and much harder 

challenge to get people to actually use it. Many 

factory owners, local farmers, and residential 

apartment managers are hesitant to switch from using 

natural, cheap fresh water to using treated wastewater. 

To convince them to change their daily habits, 

governments must offer strong, undeniable financial 

rewards. Under the new Odisha policy, the 
government has brilliantly created the "TUW Tariff 

Model". This economic model legally guarantees that 

recycled water will always be sold at a significantly 

lower price than regular drinking water. 

But the policy goes even further by offering direct, 

tangible financial rewards. Farmers who agree to use 

treated water for irrigating their crops receive digital 

"water credits," while factories and residential 

apartment buildings receive direct cash rebates, 

viability gap funding (VGF), and significant utility 

discounts. However, managing these financial rewards 

for millions of different people and businesses is 

incredibly difficult. If the government relies on old-

fashioned paper records, easily altered spreadsheets, 

or standard computer databases, the system can be 

quickly hacked. Records can be altered, and dishonest 
people might claim financial rewards they did not 

actually earn. 

This is exactly where blockchain technology comes 
into the picture. Blockchain is essentially an 

unhackable, permanent, and totally transparent digital 

notebook. Every single time a drop of water is cleaned 

and delivered to a factory, a smart sensor sends a 

secure message to the blockchain. The blockchain 

securely records the transaction forever and 

automatically sends the financial reward or water 

credit directly to the user's account. Because multiple 

computers constantly check every transaction, no 

single person or corrupt official can cheat the system. 

But there is a major, highly concerning catch. 

Researchers have recently discovered a severe 

problem with the most famous and widely used types 

of blockchain systems, such as the Proof of Work 

(PoW) system used by the Bitcoin network. These 

traditional systems require thousands of massive, 
powerful computers around the world to compete 

against each other to solve incredibly difficult, 

ultimately meaningless math puzzles just to record a 

single transaction. Because all these giant computers 

are running at maximum power twenty-four hours a 

day, they burn massive, mind-boggling amounts of 

electricity. This creates a frustrating, dangerous 

paradox. The entire purpose of cleaning and reusing 

wastewater is to protect the environment and save 

natural resources. If the digital tracking system we use 

burns massive amounts of fossil fuel electricity to 

operate, we completely destroy the environmental 

benefits we were trying to achieve. We end up wasting 

precious energy just to save water. 

3. Objective of the Study 

Our comprehensive study was explicitly created to 
solve this exact energy-versus-finance problem. We 

absolutely cannot abandon blockchain technology, 

because we desperately need its perfect security, 

transparency, and automation to manage city funds 

and distribute water credits fairly. But we also cannot 

accept the massive, budget-destroying electricity bills 

and severe environmental damage caused by 

traditional blockchains. Therefore, we built a simple, 

highly practical, and incredibly logical guide to test 

and compare different modern blockchain setups. 

Our ultimate goal is to find the perfect digital system. 

We want to identify a blockchain network that keeps a 

city's money completely safe, processes vast amounts 

of data in the blink of an eye, and does not drive up 

the electric bill or harm the planet. By finding this 
perfect, harmonious balance, we can help rapidly 

growing cities modernize their public water networks 

successfully, efficiently, and affordably. 

4. Materials and Methods  

 

4.1. System Architecture and Financial 

Planning 

Before we could even begin to pick a digital software 

system, we first had to draw a clear, comprehensive 

map of the entire city water network. We needed to 

deeply understand how the physical, muddy world of 
water pipes connects to the invisible, digital world of 

computer servers. Our map includes the starting points 

where dirty water comes from, such as household 

toilets, kitchen sinks, and industrial factory drains. 

The map then follows the water through miles of 

underground pipes to specialized sewage treatment 

plants. 

In eastern regions of India like Odisha, where land 

space within crowded cities is very limited, engineers 

often use specific, highly compact cleaning 

technologies. One very popular method is the Moving 

Bed Biofilm Reactor (MBBR). This amazing 

technology uses thousands of tiny, free-floating plastic 

wheels inside a massive tank of water. Friendly, 

waste-eating bacteria grow on these plastic wheels and 
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naturally consume the organic pollution in the water. 

Another popular space-saving method is the 

Sequencing Batch Reactor (SBR), which performs all 

the cleaning steps in one single, timed tank. Once the 

water is fully cleaned by these systems, the Odisha 

2026 policy dictates that it must be sent back out into 

the world. It is piped to farmers for crop irrigation, to 
massive steel factories for cooling towers, to local fire 

departments for emergency use, and to city workers 

for washing dusty roads and watering public parks. 

We built a logical framework to keep the total costs of 

this massive, city-wide operation as low as physically 

possible. In city planning and engineering, costs are 

always divided into two main categories. The first is 

Capital Expenditure, universally known as CAPEX. 

This is the massive, one-time upfront cost of buying 

the land, pouring thousands of tons of concrete, laying 

pipes, and building the water treatment plants. For 

example, building a medium-to-large plant capable of 

handling millions of liters of water can easily cost 

upwards of one crore rupees to build. 

The second, and arguably more important category, is 

Operational Expenditure, or OPEX. This is the daily, 

monthly, and yearly cost of keeping the plant alive 

and running. It includes the continuous salaries of the 

workers, the cost of the special chemicals used to 
disinfect the water, and most importantly, the massive 

electricity bills required to run the heavy water pumps 

and aeration blowers 24 hours a day. A large plant can 

easily cost over 1.5 Lakhs every single month just in 

electricity and basic maintenance. 

Our primary goal was to ensure that adding a highly 

advanced digital blockchain network did not cause the 

city's monthly OPEX to explode out of control. We 

had to carefully balance the physical, unavoidable 

costs of cleaning the water with the new digital costs 

of paying for the blockchain's computer servers and 

the electricity they consume. 

The simple, elegant relationship between the physical 

water pipes, the smart quality sensors, and the digital 

blockchain ledger is shown clearly in Figure 1 below. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: How the Physical Wastewater System 

Connects to the Digital Blockchain 

 

4.2. Decision-Making Tools Explained 
Simply Picking the absolute best blockchain for a city 
is very much like a family trying to buy a new car. 

You cannot have everything perfectly in one package. 

If you want a car that is incredibly fast and powerful 

(like a luxury sports car), it will probably consume a 

massive amount of fuel and be incredibly expensive to 

buy and maintain. If you want a car that is incredibly 

safe, heavy, and practically indestructible (like an 

armored tank), it will be very slow and terrible for 

normal city driving. You have to balance speed, 

safety, and fuel efficiency based on what your family 

actually needs for their daily life. 

To make a smart, completely unbiased choice for city 
planners, we used a highly structured, two-part 

decision-making approach. We removed all the 

complex equations that normally clutter these studies 

and focused purely on the core logic of these trusted 

management tools. 

Step 1: Finding Out What Matters Most (The 

NSFDSS Approach) 

The first tool we used is called the Non-Structural 

Fuzzy Decision Support System, or NSFDSS for 

short. While the name sounds highly complicated and 

intimidating, the core idea is wonderfully simple and 

deeply human. When human beings make choices, we 

rarely use exact, rigid numbers in our heads. If you 

ask a city mayor how important network security is, 
they won't say "it has a mathematical value of 0.84." 

They will use fuzzy, descriptive words and say "it is 
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very important" or "it is somewhat important." The 

NSFDSS tool takes these "fuzzy," descriptive human 

words and helps organize them into clear, ranked 

priorities. 

The process works in three simple, logical steps: 

 Breaking it Down: First, we take the massive, 

confusing problem of "choosing the right blockchain" 

and break it down into small, bite-sized pieces. We 

identified four main pieces that matter to a city: 

Energy Consumption (how much electricity the 

system uses), Speed (how fast it records a transaction), 

Security (how hard it is for hackers to break in), and 

Decentralization (how many different people around 

the world control the network). 

 Side-by-Side Comparison: Next, we compare these 

pieces side-by-side, two at a time. We ask tough 

questions like: "When a city has a very tight budget 

and struggling citizens, is saving electricity more 

important than having total, global decentralization?" 

 Finding the Big Picture: Finally, the tool looks at all 

our comparative answers and combines them to reveal 

the ultimate priorities. It tells us exactly what features 
city planners truly care about the most when they are 

forced to make tough, real-world choices. 

Step 2: Ranking the Options (The TOPSIS 

Approach) 

Once we knew exactly what the city cared about, we 

moved to the second tool, known as TOPSIS 

(Technique for Order Preference by Similarity to Ideal 

Solution). Again, the logic behind this tool is 

brilliantly simple and intuitive. 

Imagine you are trying to find the perfect house to 

buy. The absolute "perfect" house would be incredibly 

massive, located right in the center of the city, 

absolutely beautiful, and cost almost nothing. 

However, we all know this perfect house does not 

actually exist in the real world. On the flip side, the 

absolute "worst" house would be tiny, falling apart, 

located hours away from town, and ridiculously 

expensive. 

The TOPSIS method simply asks us to mathematically 

imagine both the impossible perfect scenario and the 

absolute worst-case scenario. Then, we take our real-

world choices—in our specific case, the different 
types of blockchain technologies—and we measure 

them against these two extremes. We want to find the 

option that sits as close as humanly possible to the 

perfect dream, and as far away as possible from the 

worst nightmare. 

We used this logical method to score three very 

different, prominent blockchain styles: 

 Proof of Work (PoW): The oldest, most famous 

style, used by Bitcoin, which relies on millions of 

computers competing aggressively to solve useless 

puzzles. 

 Proof of Time (PoT): A newer style that tries to save 

energy by forcing computers to literally "go to sleep" 

and wait random amounts of time before they are 

allowed to record a transaction. 

 Proof of Authority (PoA): A highly controlled, 

efficient style where only a small, hand-picked group 

of known, trusted officials are allowed to record 

transactions on the network. 

 

5. Results 

 

5.1. Discovering What Matters Most to 

Cities 
Our first tool, the fuzzy decision system, revealed a 

stark, harsh reality about managing public utilities in 

developing nations. When you are managing an 

overwhelming 1,104 million liters of muddy 

wastewater every single day, you absolutely cannot 

afford to run expensive, energy-draining digital 

experiments. 

The results showed that for a city's water department, 

saving energy is the absolute, undeniable top priority. 

It accounted for nearly half of the entire decision 
weight. Why is this so crucial? Because the physical 

water treatment plants—with their massive MBBR 

aeration tanks and giant sludge pumps—already 

consume massive amounts of electricity just to 

operate. Adding a digital tracking system that also 

consumes massive amounts of electricity would 

completely drain the city's remaining funds. 

Following closely behind energy is speed, or 

processing time. The modern water network relies on 

thousands of smart, internet-connected sensors 

installed on pipes and factory cooling towers. These 

sensors send live, critical data every single second. If 

the digital ledger is slow, the entire system causes a 

massive traffic jam of data, making it impossible to 

issue instant water credits or quickly detect dangerous 

pipe leaks. 

Security was ranked third. While it is obviously 

crucial to keep financial data safe, municipal water 

credits are strictly meant for local farmers and 
businesses; they are not the same as high-stakes, 

global banking transfers. The risk profile is slightly 
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different. Finally, total network decentralization 

ranked dead last. City governments are, by their very 

nature, centralized authorities. They do not need an 

anonymous, globally open network; they just need a 

reliable, tightly controlled local tool. You can see this 

visual breakdown of priorities in Figure 2 below. 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2: Priority Weights for City Blockchain 

Choices 

5.2. How the Different Blockchains Performed 

Armed with these clear, undeniable priorities, we used 

the TOPSIS ranking method to strictly score the three 

different blockchain systems. We evaluated how well 

they could handle the massive, daily tracking needed 

to fulfill the ambitious Odisha 2026 mandate of 

reusing fifty percent of the city's treated wastewater. 

The results of our comprehensive evaluation are 

presented in Table 1 below. The closer the "Overall 

Perfection Score" is to 1.0, the closer that technology 

is to being the absolute perfect solution for the city. 

Blockchain 

Technology 

Type 

Energy 

Efficiency 

Profile 

Speed and 

Processing 

Time 

Security 

and Trust 

Style 

Overall 

Perfection 

Score 

Proof of 

Authority 

(PoA) 

Excellent 

(Almost 

zero extra 

energy) 

Very Fast 

(Processes in 

under 1 

second) 

Based on 

Known, 

Trusted 

City 

Officials 

0.89 

Proof of 

Time (PoT) 

Okay 

(Moderate 

energy 

Unpredictable 

(Random 

waiting 

Hardware-

Based 

Timers 

0.54 

use) delays) 

Proof of 

Work 

(PoW) 

Very Poor 

(Massive 

energy 

waste) 

Very Slow 

(Takes 

several 

minutes) 

Table 1: Final Ranking of the Three Blockchain 

Options for Municipal Water Systems 

The results paint a very clear, dramatic picture. The 

famous Proof of Work (PoW) system is a terrible, 

highly destructive choice for city water systems. 
Because it requires thousands of computers to burn 

massive amounts of electricity competing in math 

puzzles, its energy consumption is completely 

unacceptable. It would cause OPEX costs to 

skyrocket. Furthermore, because it purposefully takes 

several minutes to confirm a single block of data, it is 

completely useless for a modern city network that 

needs to monitor live, flowing water sensors every 

second. It rightfully scored the lowest on our perfect-

solution test. 

Proof of Time (PoT) performed moderately better, but 

still fell short. It uses significantly less electricity 

because it removes the competitive, energy-burning 

math puzzles. Instead, it forces computers to "go to 

sleep" for a randomly assigned amount of time. The 
very first computer to wake up gets the right to record 

the data. While this saves power, the random waiting 

times create unpredictable, frustrating delays. 

Researchers have noted that these waiting times 

typically range from 0.25 to 0.45 seconds. Sometimes 

a transaction takes a quarter of a second; sometimes it 

takes much longer. When a city is trying to monitor 

dangerous industrial wastewater flows in real-time, 

unpredictable delays are a major safety hazard. 

Therefore, PoT is simply not reliable enough for 

critical infrastructure. 

Proof of Authority (PoA) emerged as the absolute, 

undeniable best choice, scoring incredibly close to our 

imaginary "perfect" system. PoA boldly throws away 

the complicated math puzzles and the silly random 
waiting games. Instead, it relies on a very simple, 

ancient concept: human reputation and known 

identity. In a PoA system, only a small group of pre-

approved, highly trusted users are legally given the 

right to approve transactions. Because there is 

absolutely no massive competition and no waiting 

around, the system is lightning-fast, reliably 

processing data in less than a single second. Most 

importantly, because the computers are not constantly 

struggling to solve puzzles, the system uses virtually 

no extra electricity. It is incredibly cheap, blazing fast, 

and highly secure. 
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6. Discussion 

 
6.1. What This Means for Real-World 

Governance 

The overwhelming, landslide victory of the Proof of 

Authority (PoA) system teaches us a profound and 

very important lesson about deploying high 

technology in developing regions. For years, 
technology enthusiasts and cryptocurrency fans have 

loudly argued that all blockchains must be completely 

decentralized. This means no single government or 

person is in charge, and anyone in the world can join 

the network anonymously. While that concept might 

be wonderful for global digital currencies, our study 

firmly proves that total decentralization is actually a 

massive, expensive disadvantage when managing a 

local, public utility. 

Developing cities do not need a highly complex, 

globally anonymous network to manage their 

neighborhood water pipes. They need a system that is 

blazing fast, highly accountable, and deeply integrated 

with local, established laws. By giving approval power 

exclusively to known, trusted local officials—which is 
exactly how the Proof of Authority system works—

cities get a digital network that operates at lightning 

speed and costs almost nothing to maintain. 

This specific technological setup aligns flawlessly 
with the management structure already outlined in the 

Odisha Treated Used Water Policy of 2026. The 

Odisha government has already thoughtfully 

established a highly organized, multi-tier chain of 

command to manage this new water era. At the very 

top sits the State High Powered Committee (SHPC), 

which makes the major, state-wide pricing rules. 

Beneath them is the State Level Technical Committee 

(SLTC) and the District Coordination Committees 

(DCCs), which actively manage the day-to-day 

operations in local neighborhoods and aggregate local 
water demand. In a Proof of Authority blockchain, the 

"validator nodes" (the actual computers that approve 

the transactions) would simply be operated by these 

exact same, trusted government committees. The 

digital architecture perfectly mirrors the human 

governance architecture. This makes the system 

incredibly easy for the government to adopt, deeply 

understand, and trust. 

6.2. The Socio-Economic Impact on 

Growing Cities 

If implemented correctly, matching the right digital 

technology with the right public policy will 

completely transform the daily lives and economies of 

cities like Bhubaneswar, Cuttack, Rourkela, and 

Sambalpur. 

Currently, during the incredibly hot, unforgiving 

summer months, these fast-growing urban centers face 

severe water scarcity. Fresh, clean drinking water is 

often agonizingly diverted away from homes just to 

keep massive industrial cooling towers running or to 

water vast public parks. By successfully implementing 

a robust, highly efficient wastewater reuse system, the 

government relieves the massive pressure on natural 
rivers and underground aquifers. Fresh, pristine 

drinking water can finally be saved exclusively for 

human consumption and residential homes, vastly 

improving the daily quality of life. 

Economically, the impact is immense and far-

reaching. The policy mandates that treated used water 

must be priced cheaper than fresh drinking water. This 

creates a massive, irresistible financial incentive for 

large factories, steel plants, and power plants located 

near Rourkela and Angul to switch entirely to recycled 

water. It significantly lowers their daily operational 

costs, making the local industries more profitable, 

resilient, and competitive on a global scale. 

Furthermore, the introduction of digital "water credits" 

for the agricultural sector represents a brilliant leap 

forward in supporting local, hardworking farmers. 

Farmers located on the outskirts of the cities can use 

the treated, nutrient-rich wastewater to irrigate their 

crops safely. Every time they use this water, the Proof 

of Authority blockchain instantly records the action 
and issues a digital credit straight to their account. 

These credits act as direct, reliable subsidies, 

drastically lowering the financial burden on the 

farmers while simultaneously ensuring that the city’s 

massive output of 1,104 million liters of wastewater is 

put to productive use rather than polluting the local 

environment. It is a perfect, beautiful circle of 

economic growth and environmental benefit. 

6.3. Comparing Our Findings to Global 

Trends 

When we look closely at global research trends, our 

findings strongly support a growing, powerful 

movement in the scientific community. Over the past 

few years, there has been a massive backlash against 

older blockchain models because of their horrific 

environmental impact. Many recent studies from top 

engineering and management journals have urged 

industries to abandon Proof of Work entirely when 

building sustainable infrastructure. 

However, some global studies have suggested using 

highly experimental, complicated alternatives like 
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Directed Acyclic Graphs or complex staking models. 

Our study powerfully cuts through the noise and 

proves that for public city water grids, simpler is 

vastly superior. A straightforward, reputable Proof of 

Authority system provides the absolute most practical, 

rugged, and reliable solution. It connects smoothly 

with the smart water meters already being installed in 
modern cities. It can issue financial rewards or levy 

harsh penalties against polluting factories instantly, 

without ever getting stuck trying to solve complex 

mathematical puzzles. 

6.4. Study Limits and Future Challenges 

While our findings are highly promising and clear, it 

is absolutely crucial to acknowledge the limitations of 

our study. Real-world execution is always messier and 

more complicated than controlled, theoretical 

planning. 

The primary limitation of our proposed digital system 

is its heavy, unyielding reliance on continuous, stable 

internet connectivity. The smart sensors located at the 

treatment plants and the factories must be able to 

communicate with the central blockchain constantly. 

In many developing and rural areas on the outskirts of 

major cities, internet connections can drop out or 

suffer from severe bandwidth issues. If the sensors go 
offline, the real-time tracking stops entirely, which 

could significantly delay the issuance of water credits 

or dangerously mask a sudden drop in water quality. 

Future engineers must carefully design robust offline-

memory solutions so that sensors can safely store data 

locally during internet outages and upload it securely 

once the connection is restored. 

Secondly, because the Proof of Authority system 

relies entirely on a small group of trusted city officials 

to run the network, it introduces an element of human 

trust back into a digital system. The public must be 

absolutely confident that the officials running the 

computers are completely honest, highly transparent, 

and free from corruption. To maintain deep public 

trust, the government will need to establish strict, 
independent auditing boards that regularly review the 

blockchain’s activity to ensure no official has abused 

their power or altered records illegally. 

Finally, while the blockchain software itself is 
incredibly cheap to run under the PoA model, the 

physical hardware required—such as the advanced 

Internet of Things (IoT) water quality sensors and 

meters—can be very expensive to purchase, install, 

and maintain on a massive scale across thousands of 

factories and farms. The government will need to 

deliberately allocate sufficient Capital Expenditure 

(CAPEX) to heavily subsidize the installation of these 

physical sensors before the digital network can truly 

come to life and flourish. 

However, a brilliant, well-meaning policy will 

inevitably fail if it is built on the wrong technological 

foundation. If a city attempts to manage its new green 

water credits using an old, energy-hungry blockchain 

system, the massive electricity costs will completely 

drain the city's budget and cause severe environmental 

harm. Our comprehensive, step-by-step research 

clearly proves that the Proof of Authority (PoA) 
technology is the absolute smartest, safest, and 

greenest choice available today. 

By utilizing Proof of Authority, local governments can 

take full, confident control of a lightning-fast, highly 
secure digital ledger that requires virtually zero extra 

electricity to run. This allows cities to instantly 

manage water discounts, reliably monitor live 

environmental data, and issue agricultural credits 

without wasting precious taxpayer money or 

contributing to global warming. Moving forward, the 

next vital step is for researchers, engineers, and city 

planners to move out of the planning phase and begin 

aggressively testing this PoA setup in real-world water 

treatment plants. By building small, physical pilot 

projects, we can witness firsthand how this brilliant 

fusion of public policy and green digital technology 
successfully handles the unpredictable, daily 

challenges of real city life. When implemented 

correctly, this approach will absolutely ensure that our 

pursuit of a green, sustainable environment is powered 

by equally sustainable, brilliant innovation. 

7. Conclusion  
Using blockchain to reward people for reusing 

wastewater is a brilliant way to fight climate change 

and improve city living. But if a city picks the wrong 

type of blockchain, the energy costs will be far too 
high. Our research clearly shows that Proof of 

Authority (PoA) is the smartest choice. It offers the 

perfect mix of low energy use, fast processing, and 

solid security. By using PoA, cities can easily manage 

water credits and discounts without draining their 

budgets. In the future, researchers should test this PoA 

setup in real-world water treatment plants to see 

exactly how it handles daily, real-life challenges. 
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Abstract 

At present Scenario, the coronavirus crisis (COVID-19) is having massive impacts on the tourism industry throughout the 

Globe—many of which will be needs to be reshape the industry’s future landscape. What actions should the stakeholders of 

this industry be taking today from a marketing and communications perspective? It is the truth that, no one knows for sure; 
we’re all figuring this out together. However, a business-as-usual approach is almost certainly wrong because there is nothing 

“usual” about this new life we’re all living and what’s happening to the tourism industry right now. In this Study, we focuses 

about the local Tourism development in the Post Pandemic COVID-19 with a sustainable planning and we hope it will be 

effective and again we see the new life than the virtual life on the field of Local Tourism Sector. 

 
Key Words: Sustainable Strategic Planning (SSP), New Virtual Life (NVL) Post –Pandemic Covid -19 (PPC-19), Local 

Tourism Sector (LTS) 

 

1. Introduction: 
Today, tourism places are drawing the attention of 

Global tourist for a happy visit to each and every 
destination. (Tourist Spot) Tourist are coming from 

different places of the world , it may eco -tourism, global 

tourism or local tourism are one of many region that 

requires proper planning and coordination's for a 

sustainable economic  development in the local region . 

In this study, we provides the simple structure and the 

guide lines for a comprehensive tourism planning at a 

community or Organizational Level for promotion of 

local tourism in to a great extent. 

 

2. Literature Review: 
In this section, the researcher have trying to their level 

best research contribution for justifying the taken 

research title “A Sustainable Strategic planning For 

Development Of Local Tourism Market In Post 

Pandemic Covid-19” .here, the researcher have taken 300 

no of respondents response as related with the aforesaid 

research work, due to pandemic effect 214 Countries had 
been affected and near about 9 Cores and more people 

becomes COVID-19 positive and 17 Lakhs of people 

were died. It crashed all the life style of human beings in 

all segmentations. The economic condition and GDP of 

any country is down ward. Thus, the researcher has done 

an extensive study for revive of new virtual life as related 

with tourism sector and expected tourism sector will be 

restored post pandemic if a strategic planning will be 

taken by the state , central govt. local govt. community 

and society. 

 

3. Research objectives: 

The researchers have taken the following objectives in 

order to conduct their research work such as: 

 To know about the COVID-19 effect in tourism 

industry and world economic. 

 To determine a strategic planning for tourism 

development in post pandemic era 

 To execute a strategic planning for a sustainable 

economic development in tourism sector in 
locality. 

 To develop the tourism infrastructure such as 

hotel, bus bay, rail, tram, airport, road, 

communication etc. for enhancing tourism 

sector in to a great extent.  

 

4. Hypothesis: 

 
Ho:  Impact of COVID-19 on the tourism sector 

downward the economic system of the country in a 

negative, which is effect of human life survival. 
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He:  A sustainable and Strategic Planning for 

development of local tourism is highly necessary for 

revive of human life after post pandemic COVID-19. 

 

5. What is Tourism? 
As the word, ‘Tourism’ is Conferenced, it is indicates 

such a beautiful place or places or region which is/are 

attract and motivate to  tourist people towards its Sweet 

Scenic views, memorable things, opportunities and best 

possibilities of future life. It has contains all the resources 

for enhancing the beauty of nature and nurture with a 

strategic planning and investment. 

 

6. Difference in between strategic planning and 

Comprehensive planning? 
A Strategic planning is a Systematic process of 

Identifying objectives, defining and evaluating various 

methods for achieving them. Where as a strategic tourism 

planning is that planning which consider all the tourism 

resources, organizations, markets and programmes within 

a region. 

 

 A Comprehensive planning is a process that determines 

various community goals and future aspirations in terms 

of community development in a particular Society. A 

comprehensive plan typically encompasses large 

geographical areas, a broad range of topics and covers a 

long- term time horizon. 

 

7. Concept of Sustainable Development 
So far as the word sustainable Development is 

concerned, it is a progress that needs of the Present 

without any compromising the ability of future to meet 

their own needs (UNWCED -1987) 
 

8. Resources of sustainable tourism: 

As recourses of a sustainable development of tourism 

Sector in locality is concerned, the following resources 

should be needed such as: 

a) Investment of Capital  

b) Use of required Materials 
c) Knowledge about  

b) Labour 

In the tourism Material include natural and human made 

asset for a sustainable development

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 




