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Abstract: 

This study investigates the function of Green Human Resource Management (GHRM) in 

improving employee performance in the airline industry of Islamabad. It survey the mediating 

effects of green HRM policies and knowledge development, specifically within the aviation 

sector. Using data from1 a reduced sample of employees established industry data and analyzed 

through SmartPLS modeling, findings indicate that GHRM considerably influences employee 

performance when mediated by green HRM policies and knowledge development. Airlines 

executing GHRM methods benefit from increased employee engagement, motivation, and 

productivity, providing to environmental sustainability and corporate social responsibility 

goals. 
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1.1 Introduction: 

In recent years, businesses worldwide have more and more recognized the significance of 

integrating material sustainability into their center movements. This growing knowledge has 

led to the adoption of Green Human Resource Management (GHRM), a strategic approach to 

HR that emphasizes eco-friendly practices in conscription, preparation, acting administration, 

and member connections. GHRM focuses on developing an environmentally conscious 

workforce, promoting sustainable actions, and aligning organizational policies with green 

actions. These practices not only enhance the company’s environmental performance but also 

improve employee engagement, satisfaction, and overall productivity. 

The airline industry, specifically in developing countries like Pakistan, plays a important role 

in promoting green practices due to its significant environmental impact. Airlines contribute to 

carbon emissions, fuel consumption, and waste production, making sustainable HR policies 

essential in reducing their ecological footprint. Employees in this sector, including pilots, cabin 

crew, ground staff, and maintenance teams, are critical in implementing environmentally 

friendly policies. Their performance and engagement with green initiatives are crucial in 

achieving broader sustainability goals. This study explores how GHRM policies and 

knowledge development mediate the relationship between green practices and employee 

performance in the airline industry of Islamabad. 
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The significance of this research lies in addressing a key gap in the existing literature that 

mainly focuses on Western contexts. By analyzing the airline industry in Islamabad, this study 

contributes to a better understanding of how GHRM can be efficiently executed in developing 

economies. The findings offer practical insights for airlines seeking to integrate green policies 

into their HR practices, through fostering a culture of sustainability and enhancing employee 

performance. 

This introduction outlines the key components of the study, including the rationale for 

investigating GHRM, the context of the airline industry, and the need to comprehend the 

mediating roles of green policies and knowledge development. The subsequent sections was 

detail the research problem, objectives, and structure of the study. 

 

1.2 Background:  

The concept of Green Human Resource Management (GHRM) has acquired considerable 

attention as organizations increasingly emphasize sustainability. GHRM is defined as an 

approach within human resource management that advances responsible use of resources and 

fosters environmentally conscious practices among employees (Eccles, 2020). Implementing 

GHRM actions not only supports administrative and individual performance but also improves 

societal and environmental well-being (Faeni, 2024). In recent age, enterprises have been 

pressured by various stakeholders, including governments, investors, and consumers, to 

integrate tenable practices into their operations. This has created an urgent need for 

organizations to select green initiatives swiftly (Ababneh, 2021; Faeni et al., 2023). The airline 

industry, similar to the service industry, has begun receiving practices such as fuel efficiency 

programs, waste reduction initiatives, and carbon offset strategies, emphasizing the essential 

role of GHRM in facilitating these efforts (Rubel et al., 2023). The adoption of GHRM 

practices, including green recruitment, training, performance management, and compensation, 

is critical for maintaining an environmentally aware workforce. Such practices ensure that 

employees become proactive agents in promoting sustainability, thereby contributing to 

organizational success (Hirschi & Spurk, 2021). Previous research highlights that employee 

engagement in environmental management endeavors is closely connected to reinforced task 

satisfaction and performance (Jin et al., 2022; Zhu et al., 2023). 

Despite these progresses, there is still a need for more empirical evidence on the mediating role 

of GHRM policies and knowledge development in doing employee act, particularly within 

industries such as navigation. Studies have shown that well-implemented GHRM can align 

organizational strategies with environmental goals, reinforcing employee commitment and 

productivity (Faeni, 2024; Shafaei et al., 2020). This research aims to fill this gap by resolving 

how GHRM policies and knowledge development mediate the relationship between green 

practices and employee performance in the air carrier industry, particularly in Islamabad 

(Peccei et al., 2019). 

 

1.3 Problem Statement: 

Many studies focus primarily on Western organizations, leaving a lack of practical research in 

developing economies like Pakistan (Faeni et al., 2023). Furthermore, while the airline industry 

is a important contributor to carbon emissions and environmental degradation, the mechanisms 

by which GHRM policies and knowledge development mediate employee performance are not 

well-explored (Jin et al., 2022; Zhu et al., 2023). 

This study aims to address these gaps by resolving how GHRM practices—to a degree green 

recruitment, performance management, training, compensation, and employee relations—

impact employee performance through the mediating functions of green policies and 

knowledge development (Faeni, 2024). By concentrating on airline employees in Islamabad, 

the research seeks to provide actionable insights for aviation organizations striving to integrate 

sustainable practices and reinforce employee performance. It also explores how airline-specific 
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sustainability initiatives, such as fuel efficiency training, carbon offset programs, and waste 

reduction policies, enhance improving both employee productivity and environmental 

responsibility (Ababneh, 2021; Chen et al., 2020). 

 

1.4 Research Gap: 

There has been an increasing interest in Green Human Resource Management (GHRM) and its 

influence on differing organizational outcomes. However, research on how GHRM mediates 

the relationship between green practices and employee performance remnants limited. Existing 

studies display that GHRM practices—such as green recruitment, training and development, 

performance management, and compensation—help nurture an environmentally conscious 

workforce (Faeni, 2024; Rubel et al., 2023). Despite these findings, most research focuses on 

individual components of GHRM or their direct impact on employee performance, without 

examining how these practices collectively function as mediators. This highlights a research 

gap having to do with the link between green practices and employee performance, specifically 

regarding the mediating effects of GHRM policies and knowledge development. 

Existing literature emphasizes the importance of environmental sustainability and the role of 

green practices in improving organizational outcomes (Hirschi & Spurk, 2021). Yet, there is 

limited understanding of how GHRM policies and knowledge development serve as interfering 

variables that enhance the influence of green practices on employee efficiency (Shafaei et al., 

2020; Faeni and others., 2023). Additionally, while few studies have tried the benefits of green 

practices in sectors like manufacturing and services, very few have analyzed their impact within 

the airline industry, where employees play a crucial function in promoting environmental 

objectives (Zhu et al., 2023). 

Moreover, the relationship between GHRM and employee performance is often studied in 

isolation from different mediating determinants such as policy implementation and knowledge 

distribution. This leaves a gap in understanding the mechanisms through which green practices, 

mediated by comprehensive GHRM strategies and knowledge-giving initiatives, can support 

better employee engagement and performance (Ababneh, 2021; Chen et al., 2020). Addressing 

this gap is essential for expanding a complete approach to merging green practices and 

reinforcing employee performance through effective GHRM frameworks. 

Furthermore, the airline industry presents unique challenges in implementing GHRM 

compared to different sectors. Issues such as regulatory compliance, high fuel consumption, 

aircraft maintenance sustainability, and the need for specialized environmental training make 

it necessary to investigate how GHRM can be tailored to meet the needs of aviation employees. 

Understanding these industry-specific challenges will contribute to cleansing GHRM strategies 

for better implementation in airline organizations, specifically in developing economies like 

Pakistan. 

 

1.5 Purpose of the Study: 

The fundamental purpose of this study is to believe the mediating roles of Green Human 

Resource Management (GHRM) policies and knowledge development in the relationship 

between green practices and employee performance. Although prior research has settled that 

GHRM practices cause upgraded environmental effects and employee engagement (Faeni, 

2024; Rubel et al., 2023), there remains a significant gap in understanding how these practices 

mediate the impact of green initiatives on employee performance across industries, particularly 

in the airline manufacturing (Shafaei et al., 2020; Zhu et al., 2023). By resolving these 

mediating effects, the research determines to provide insights into how air carrier arrangings 

can better join their human resource practices with environmental sustainability aims to 

enhance employee productivity and commitment (Hirschi & Spurk, 2021; Faeni et al., 2023). 

Understanding these action will admit navigation HR professionals to evolve intend policies 
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that help both environmental responsibility and trained workers effectiveness, contributing to 

the long-term sustainability of the airline industry in Pakistan. 

 

1.6 Research Objectives: 

1. To examine the impact of Green HRM practices on employees' performance in 

organizations. 

2. To explore the mediating role of Green HRM in the relationship between green 

practices and employee performance. 

3. To evaluate the relationship between employee engagement in green initiatives and 

overall job satisfaction and performance. 

 

1.7 Research Questions: 

1. How do Green HRM practices, such as green recruitment, training, and performance 

management, influence employee performance in organizations? 

2. To what extent does Green HRM mediate the relationship between organizational 

green practices and individual employee performance? 

3. How does employee engagement in green initiatives affect their job satisfaction and 

performance within an organization? 

 

1.8 Significance of the study: 

This study is significant for various reasons. First, it contributes to the increasing body of 

literature on Green Human Resource Management (GHRM) by emphasize the mediating 

functions of GHRM policies and knowledge development in the relationship between green 

practices and employee conduct. While existing research emphasizes the certain impact of 

green practices on organizational consequences, there is limited understanding of how these 

practices explain to enhanced employee performance through organized HR policies and 

knowledge-sharing mechanisms (Faeni, 2024; Shafaei et al., 2020). 

Furthermore, this study is particularly relevant for the airline manufacturing, where 

sustainability concerns are rising due to extreme fuel consumption, carbon emissions, and 

waste management issues. By recognizing how GHRM strategies such as green recruitment, 

training, performance management, and repayment mediate the relationship between green 

practices and employee accomplishment, the findings supply valuable insights for aviation 

organizations attempt to implement active HR frameworks. 

 

1.9 Scope of the study: 

The scope of this study is defined by its focus on analyzing the mediating roles of Green Human 

Resource Management (GHRM) policies and knowledge development in the relationship 

between green practices and employee performance. The research is limited to exploring the 

impact of specific GHRM strategies, such as green recruitment, training and development, 

performance management, and compensation, within the framework of organizational 

sustainability initiatives. This study will primarily target the public transportation sector as a 

key area for analysis. The choice of this sector is due to its significant role in environmental 

management and its potential for leveraging green practices to enhance employee performance. 

Data collection will be confined to a sample of public transportation companies that have 

executed, or are in the process of implementing, GHRM practices. The research does not extend 

to other industries or sectors, nor does it cover non-HRM-related environmental strategies, such 

as those solely related to technical operations or manufacturing processes. The time frame for 

data collection and analysis will be limited to the current and preceding fiscal year Moreover, 

this study will focus only on GHRM policies as mediating variables, excluding other potential 

mediators like organizational culture or external environmental pressures. The research will 
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use a quantitative methodology to gather data and analyze relationships between the variables, 

limiting the intelligence of qualitative insights into individual employee occurrences or 

managerial perspectives to ensure relevance and accuracy. The scope of this study is outlined 

by its focus on resolving the mediating roles of Green Human Resource Management (GHRM) 

policies and knowledge development in the relationship between green practices and employee 

efficiency. The research is limited to surveying the impact of particular GHRM strategies, such 

as green recruitment, training and development, efficiency management, and compensation, 

within the framework of organizational sustainability initiatives. This study will primarily 

target the airline manufacturing in Islamabad, admitting its significant offering to 

environmental challenges and the demanding need for sustainability-driven HR practices. 

Data collection will be limited to a sample of airline employees, containing pilots, cabin crew, 

ground staff, and maintenance teams, who are either directly complicated in or influenced by 

GHRM practices. The research does not extend to other industries or sectors, nor does it cover 

non-HRM-related environmental approaches, such as those only related to technical operations 

or production processes. The time frame for data collection and analysis will be limited to the 

current and preceding fiscal year. Moreover, this study will focus only on GHRM policies as 

mediating variables, excluding additional potential mediators like organizational culture or 

external environmental pressures. A quantitative methods will be employed to gather data and 

resolve relationships between the variables, confining qualitative insights into individual 

employee experiences or managerial perspectives. The findings will specify industry-specific 

visions for aviation HR professionals and policymakers pursuing to improve employee 

engagement and sustainability act within airline organizations in Islamabad. 

 

1.10 Limitations of the Study: 

While this study aims to specify valuable observations into the mediating roles of Green Human 

Resource Management (GHRM) policies and knowledge development in the relationship 

between green practices and employee efficiency, various limitations need to be acknowledged. 

First, the study's reliance on quantitative methods may limit the insight of understanding 

concerning the subjective experiences and attitudes of employees and managers toward GHRM 

pushs. While quantitative analysis is effective for recognizing relationships between variables, 

it may not capture the nuanced views that qualitative approaches, such as interviews or case 

studies, could support (Creswell, 2023). 

Second, the study's scope is confined to the airline industry in Islamabad, hat may limit the 

generalizability of the findings to other industries and geographic locations. While the aviation 

sector presents a extreme potential for environmental impact and employee engagement with 

sustainability initiatives, the unique regulatory necessities, operational procedures, and 

corporate structures in this industry may differ from those in other fields, affecting the 

applicability of the results (Shafaei et al., 2020). Another limitation is related to time and 

resource constraints. The data collection will be conducted inside a limited time frame that may 

impact the fullness of the data gathered. Additionally, resource limitations restrict the sample 

size to a manageable number of airline employees, potentially affecting the statistical power 

and robustness of the results (Babbie, 2020). 

Lastly, skilled may be limitations in the chance and reliability of secondary data sources and 

self-stated measures used for the study. Self-reported data may be subject to biases such as 

social worth or recall errors that may influence the accuracy of the findings (Podsakoff et al., 

2003). Furthermore, external factors, such as changes in airline sustainability policies, 

economic conditions, or regulatory shifts, may influence employee attitudes and behaviors 

toward green initiatives, introducing potential variability in the study’s findings. 
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2.1 Literature Review: 

 

2.2 Green Practices: 

Green practices are sustainable actions that organizations implement to minimize their negative 

impact on the environment. These practices align with broader sustainability aims by focusing 

on reducing resource consumption, cutting waste, and ensuring efficient use of energy. The 

adoption of green practices is crucial not only for environmental preservation but also for 

enhancing an organization’s long-term success. According to Rubel et al. (2023), green 

practices encompass various eco-friendly initiatives such as waste reduction, energy-saving 

measures, and recycling programs. By adopting these practices, organizations can contribute 

to the well-being of the environment while simultaneously improving their operational 

efficiency. 

One of the primary green practices is waste reduction, which involves minimizing the 

production of waste during manufacturing, service delivery, and day-to-day operations. This 

can be achieved by adopting lean production techniques, reusing materials, and ensuring 

efficient use of resources. By reducing waste, organizations not only decrease their 

environmental footprint but also reduce operational costs, making it a win-win strategy. In 

many industries, waste reduction programs have been shown to improve efficiency and reduce 

unnecessary costs associated with waste disposal. 

Energy-saving measures are another key green practice. Organizations implement energy-

effective technologies, such as LED lighting, energy-efficient machines, and renewable energy 

sources like solar and wind power, to reduce energy use. Airlines are increasingly investing in 

fuel-effective airplane, route addition software, and electric ground support equipment to 

reduce energy use and carbon emissions. The aim is not only to lower electricity and fuel costs 

but also to contribute to global works in mitigating climate change. 

Sustainable sourcing involves purchasing raw materials and services from suppliers who 

adhere to environmental standards and contribute to sustainability. Organizations may 

prioritize suppliers who use renewable resources or engage in fair-trade practices, thus ensuring 

that their supply chains align with environmental aims. Additionally, organizations can produce 

eco-friendly products that are planned to be more energy-efficient, recyclable, or 

biodegradable, which resonate with eco-conscious consumers. 

Recycling programs are widely implemented as part of green practices, aiming to reduce waste 

sent to landfills. Companies that adopt circular economy principles design products that can be 

reused, repaired, or refurbished instead of disposed of after a single use. This not only supports 

sustainability but also fosters innovation, as businesses create new ways to repurpose materials 

and minimize their waste. 

The integration of green practices can drive innovation within organizations. As companies 

focus on sustainable production methods, energy-saving technologies, and waste reduction, 

they often discover new ways to optimize processes. The focus on sustainability can foster a 

culture of innovation, where employees are encouraged to think creatively about how to solve 

environmental challenges, leading to the development of new green products, services, and 

technologies. Furthermore, these practices reinforce the reputation of the company, attracting 

environmentally conscious consumers and improving competitive advantage. Green practices 

are integral to an organization’s strategy for sustainability. By reducing waste, conserving 

energy, promoting recycling, and sourcing responsibly, organizations not only mitigate their 

environmental impact but also enhance their innovation capabilities and operational efficiency, 

creating long-term value for both the organization and society. 

 



Osman Bin Saif et al. 493 

 

2.3 Employee Performance: 

Employee performance refers to the level of output, engagement, and overall effectiveness of 

employees in fulfilling their employment responsibilities. It is a crucial determinant of 

organizational success, as high-performing employees drive innovation, efficiency, and the 

achievement of organizational goals. Jin et al. (2022) highlight that employee performance is 

a multi-faceted construct, involving factors such as task performance, contextual performance 

(organizational citizenship behaviors), and adaptive performance (how employees handle 

change and unforeseen challenges). The impact of employee performance on an organization’s 

success is profound, as it influences operational outcomes, competitiveness, and the ability to 

innovate. 

Task performance is the core aspect of employee performance and refers to the completion of 

job-specific duties and responsibilities. Employees who excel in task performance consistently 

meet or exceed the expectations set for their role. In high-performance organizations, task 

performance is generally driven by clear expectations, active communication, and a supportive 

work environment. Effective performance management practices, such as setting SMART 

goals (Specific, Measurable, Achievable, Relevant, and Time-bound) and offering regular 

feedback, play an important role in enhancing task performance. Contextual performance refers 

to discretionary behaviors that are not part of an employee’s formal job description but 

contribute to the overall functioning of the organization. These contain behaviors such as 

helping colleagues, supporting the organization’s objectives, and promoting a positive work 

environment. Organizational citizenship behaviors (OCBs) are closely related to contextual 

performance and are driven by factors such as employee motivation, organizational culture, 

and leadership. Employees who demonstrate high levels of OCBs often feel a sense of 

organizational commitment and are more likely to contribute to the company’s long-term 

success. Adaptive performance refers to an employee’s ability to adjust to changes in the work 

environment, including changes in technology, processes, or organizational goals. In today’s 

fast-paced business world, adaptability is a key determinant of employee performance. 

Employees who can adapt to new challenges and changes in their work environment are 

valuable assets to an organization. Organizations that support a culture of continuous learning, 

encourage flexibility, and provide opportunities for skill development tend to have employees 

who perform well in dynamic environments. Motivation is a critical factor influencing 

employee performance. Essentially motivated employees, who find satisfaction and purpose in 

their work, are more likely to show high levels of performance. Extrinsic motivators such as 

financial rewards, promotions, and recognition also play an important role in motivating 

employees. Engagement, closely related to motivation, refers to the level of enthusiasm and 

commitment employees have toward their work. Committed employees are mostly more 

productive, produce higher-value work, and are more likely to enhance innovation efforts. 

Committed employees tend to present a higher level of emotional attachment to the 

organization, which converts into better performance. 

High employee performance directly influences an organization’s success in various areas. 

Employees who perform at a high level drive productivity, which leads to higher profitability 

and growth. Furthermore, employee performance is crucial to innovation and the development 

of new ideas, products, and services. High-performing employees often go above and beyond 

their job roles to contribute to new initiatives, solve problems, and drive improvements. In 

organizations focused on sustainability, employees who perform well are likely to contribute 

to green innovation, develop eco-friendly products, and implement efficient sustainability 

practices. The well-being of employees is an essential determinant of performance. 

Organizations that invest in employee health and well-being programs, such as flexible 

working hours, mental health support, and work-life balance, are more likely to have a 

productive workforce. Employees who feel supported by their organization in terms of health 
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and well-being are more likely to perform at higher levels, exhibit greater job satisfaction, and 

remain committed to the organization. 

Employee performance is critical to organizational success and directly impacts innovation, 

efficiency, and competitiveness. By fostering a supportive work environment, offering 

opportunities for development, and focusing on motivation and engagement, organizations can 

enhance employee performance and, by extension, drive organizational success. 

 

2.4 Green Human Resource Management (GHRM): 

Green Human Resource Management (GHRM) is an emerging area within Human Resource 

Management (HRM) that integrates eco-friendly and sustainable practices into HR processes. 

GHRM bridges the gap between an organization’s sustainability objectives and its workforce’s 

improvements. According to Faeni (2024), GHRM is about aligning HRM practices with 

environmental goals, ensuring that employees are equipped with the knowledge and skills to 

participate actively in sustainability initiatives. By fostering an understanding of environmental 

issues and integrating green practices into recruitment, training, and performance management, 

GHRM helps organizations achieve their sustainability targets while enhancing employee 

performance and engagement. Green recruitment is a core component of GHRM. 

Organizations that adopt green recruitment practices prioritize hiring individuals who possess 

an environmental consciousness or who have experience in sustainability-related roles. By 

recruiting employees who are passionate about sustainability, organizations ensure that their 

workforce is aligned with their environmental goals. In addition, recruitment strategies may 

involve promoting the company’s sustainability drives to attract eco-conscious candidates, thus 

enhancing the employer brand and attracting top talent who can drive green initiatives. 

Training and development are central to GHRM, as they help employees gain the skills and 

knowledge necessary to contribute to the organization's sustainability objectives. GHRM 

training programs often focus on environmental awareness, resource management, and the 

importance of sustainable practices in everyday work activities. For example, employees may 

be trained in energy conservation techniques, waste management, or green technologies. These 

training programs not only enhance employee capabilities but also foster a culture of 

sustainability within the organization. Performance management in GHRM includes the 

integration of sustainability-related objectives into employee evaluations. By incorporating 

green goals into performance appraisals, organizations ensure that employees understand their 

role in achieving environmental targets. Employees who meet or exceed these sustainability 

objectives may be paid through recognition, bonuses, or promotions. This approach not only 

incentivizes green behavior but also helps align employee goals with the organization’s broader 

sustainability strategy. 

GHRM also promotes employee participation in green initiatives. By involving employees in 

environmental projects, organizations can foster a sense of ownership and commitment to 

sustainability efforts. Employees may be encouraged to participate in recycling programs, 

energy-saving challenges, or volunteer activities that support environmental causes. GHRM 

helps ensure that employees are not just passive participants but active contributors to 

sustainability, which in turn enhances job satisfaction and organizational loyalty. The 

organizational policies and frameworks that govern GHRM practices are essential for ensuring 

that green initiatives are consistently implemented across the organization. These policies set 

the standards for sustainability and guide employees in understanding their roles within the 

green framework. Clear and structured GHRM policies help employees adopt eco-friendly 

practices in their day-to-day work, ensuring that sustainability is deeply embedded within the 

organizational culture. 

GHRM is a powerful tool for achieving sustainability goals within organizations. By 

integrating green practices into HR processes such as recruitment, training, and performance 

management, GHRM fosters employee engagement and innovation. It bridges the gap between 
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organizational sustainability objectives and employee performance, ensuring that both the 

workforce and the organization work toward common environmental goals. 

The Theory of Planned Behavior (TPB) focuses on understanding and predicting human 

behavior based on attitudes, subjective norms, and perceived behavioral control. It applies 

directly to your study because the approval of green practices requires employees to change or 

adopt behaviors that support sustainability. TPB analyzes how employees' attitudes toward 

green initiatives, the social pressure they feel (subjective norms), and their recognized ability 

to perform green behaviors (behavioral control) influence their willingness to participate in 

such practices. 

Effective green HRM tactics (to a degree preparation, rewards, and tangible averages) can 

shape attendants’ stances and increase their perceived observable control, promoting their date 

in tenable practices. 

Providing employees with knowledge and awareness about green practices enhances their 

understanding and capacity, which TPB supports through its focus on how behavioral control 

impacts decision-making and performance. 

By integrating TPB, your research can comprehensively explain the mechanisms by which 

green HRM policies and knowledge development influence employees' engagement in green 

practices and improve their performance. 

 

2.5 Organizational Culture and GHRM: 

Organizational culture plays a significant role in the successful implementation of GHRM 

practices. A strong sustainability culture encourages employees to adopt environmentally 

friendly behaviors and actively participate in green initiatives. Schein (2021) posits that 

organizational culture encompasses the values, beliefs, and behaviors that shape how work gets 

done. When sustainability is embedded in the organizational culture, employees are more likely 

to align their behaviors with the organization's sustainability objectives. Matzler et al. (2022) 

found that a strong sustainability culture enhances employee morale and loyalty, which directly 

correlates with performance. Employees who perceive their organization as genuinely 

committed to sustainability are more likely to engage in environmentally friendly behaviors, 

resulting in improved job performance and organizational outcomes. 

 

2.6 Leadership and GHRM: 

Leadership is a critical factor in the successful implementation of GHRM practices. 

Transformational leadership, characterized by the ability to inspire and motivate employees 

toward a shared vision, is particularly effective in promoting sustainability (Bass & Avolio, 

2023). Leaders who prioritize green practices can foster a culture of sustainability and 

encourage employee engagement in eco-friendly initiatives. Chen et al. (2020) highlight that 

leaders who actively participate in sustainability efforts and communicate the importance of 

green practices positively influence employee attitudes and behaviors. This alignment between 

leadership and sustainability objectives enhances the effectiveness of GHRM practices and 

ultimately leads to improved employee performance. 

 

2.7 Training and Development: 

Training and development are essential components of GHRM, as they equip employees with 

the knowledge and skills necessary to implement sustainability initiatives effectively. Park et 

al. (2021) emphasize that training programs focused on sustainability not only enhance 

employees' skills but also empower them to take ownership of their roles in promoting green 

initiatives. Organizations that invest in comprehensive training programs related to 

sustainability can foster a more knowledgeable and capable workforce. Such training can 

include workshops, seminars, and online courses that cover topics such as waste reduction, 
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energy efficiency, and sustainable sourcing. By providing employees with the tools they need 

to succeed, organizations can improve employee performance and drive sustainability efforts. 

 

2.8 Employee empowerment and GHRM: 

Employee empowerment is a critical aspect of GHRM that influences employee performance. 

Empowered employees are more likely to engage in innovative behaviors that contribute to 

sustainability goals. Spreitzer (2022) defines empowerment as giving employees the autonomy 

and resources to make decisions that affect their work. Research by Raineri and Paillé (2022) 

found that organizations that empowered employees through GHRM practices witnessed 

significant increases in innovative solutions to environmental challenges. By involving 

employees in decision-making processes related to sustainability, organizations can tap into 

their creativity and insights, leading to more effective and impactful green initiatives. 

 

2.9 Challenges in Implementing GHRM: 

Despite the numerous benefits of GHRM, organizations may face challenges in its 

implementation. Resistance to change, lack of resources, and insufficient training can hinder 

the effectiveness of GHRM practices. Zibarras and Ballard (2023) highlight that organizations 

often struggle to integrate sustainability into their HRM processes due to a lack of clear 

guidelines and support. To overcome these challenges, organizations must develop 

comprehensive GHRM strategies that include ongoing training, clear communication of 

sustainability goals, and the involvement of employees in the decision-making process. By 

addressing these barriers, organizations can create a supportive environment that fosters the 

successful implementation of GHRM practices. 

 

2.10 Role of Technology in GHRM: 

Technology plays a crucial role in facilitating the implementation of GHRM practices. Digital 

tools and platforms can enhance communication, training, and employee engagement in 

sustainability initiatives. For instance, organizations can use online training modules to educate 

employees about sustainability practices and track their progress. Moreover, technology can 

aid in monitoring and reporting environmental performance metrics, allowing organizations to 

assess the effectiveness of their green practices. By leveraging technology, organizations can 

streamline GHRM processes and create a more efficient and effective approach to 

sustainability. 

 

2.11 Organizational Sustainability: 

The relationship between GHRM, employee performance, and organizational sustainability is 

complex and interconnected. GHRM practices not only enhance employee performance but 

also contribute to the overall sustainability of the organization. By fostering a culture of 

sustainability, organizations can create a virtuous cycle where engaged and motivated 

employees drive sustainability initiatives, leading to improved organizational performance and 

positive environmental outcomes. As organizations continue to navigate the challenges of 

sustainability, understanding the dynamics of GHRM will be essential for achieving long-term 

success and fostering a culture of environmental responsibility. By aligning HR strategies with 

sustainability goals, organizations can create an environment where employees are motivated, 

knowledgeable, and committed to contributing to eco-friendly practices. 

The findings from this literature review have several implications for practice. Organizations 

seeking to enhance employee performance through GHRM should consider the following 

strategies: 

Organizations should incorporate sustainability into their HRM processes, including 

recruitment, training, and performance management. This integration will ensure that 

employees are aligned with the organization’s sustainability goals and equipped to contribute 
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to eco-friendly initiatives. Organizations should invest in training programs that focus on 

sustainability practices. These programs should aim to enhance employees' knowledge and 

skills, empowering them to take ownership of their roles in promoting green initiatives. 

Organizations should strive to create a strong sustainability culture that encourages employee 

engagement and participation in green practices. This can be achieved through clear 

communication of sustainability goals, recognition of employee contributions, and the 

involvement of employees in decision-making processes. 

Organizations should utilize technology to facilitate the implementation of GHRM practices. 

Digital tools can enhance communication, training, and monitoring of sustainability initiatives, 

making it easier for employees to engage in eco-friendly practices. 

Organizations should empower employees by providing them with the autonomy and resources 

to make decisions related to sustainability. This empowerment can lead to increased innovation 

and engagement, ultimately contributing to improved employee performance. 

By adopting these strategies, organizations can create a supportive environment that fosters the 

successful implementation of GHRM practices, leading to enhanced employee performance 

and organizational sustainability. This literature review highlights the critical role of GHRM as 

a mediator in the relationship between green practices and employee performance. By 

integrating eco-friendly initiatives into HRM processes, organizations can enhance employee 

engagement, motivation, and skill development, ultimately leading to improved performance. 

The interplay between organizational culture, leadership, and knowledge development further 

emphasizes the importance of a holistic approach to GHRM. As organizations continue to 

navigate the challenges of sustainability, understanding the dynamics of GHRM will be 

essential for achieving long-term success and fostering a culture of environmental 

responsibility. 

 

2.12 Digital Transformation: 

Green practices refer to organizational initiatives aimed at sustainability and environmental 

responsibility. In the digital age, organizations are increasingly adopting green practices 

through digital transformation. For instance, paperless documentation, energy-efficient 

systems, and digital workflows are examples of green practices that align with sustainable 

HRM (Jabbour & Santos, 2023). These practices contribute to organizational goals by reducing 

waste and promoting environmental stewardship, setting the foundation for improved 

employee engagement and performance. 

Green HRM serves as a bridge between the adoption of green practices and employees' 

accomplishment. It includes integrating green policies into HR functions such as recruitment, 

training, performance appraisal, and rewards. For example, digital platforms can facilitate eco-

friendly onboarding processes, virtual training on sustainability practices, and monitoring 

employees’ contributions to environmental goals. Green HRM practices enhance employees’ 

knowledge of organizational sustainability goals, promoting a sense of purpose and adjustment 

with green actions (Renwick et al., 2024). 

Green HRM, supported by digital transformation, mediates the connection between green 

practices and employee accomplishment by creating a sustainable and innovation-driven work 

environment. For example; using digital tools to recruit individuals who value sustainability, 

Offering e-learning modules to educate employees on environmental best practices, Leveraging 

HR analytics to track and reward contributions to sustainability. 

The ultimate outcome of implementing green practices through Green HRM is enhanced 

employee performance. The literature suggests that when employees perceive their 

organization as socially and environmentally responsible, they are motivated, engaged, and 

productive (Pham et al., 2020). Digital transformation amplifies this effect by providing tools 

that align employees' roles with green goals, such as tracking individual contributions to 

sustainability or fostering collaboration on green projects through digital platforms. 
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Green practices, such as energy-saving initiatives, sustainable resource use, and eco-friendly 

policies, are critical in times of recession when cost efficiencies are paramount. Jabbour et al. 

(2022) emphasize that adopting green initiatives—such as reducing paper use through 

digitalization or implementing energy-efficient systems—helps organizations achieve dual 

goals: cost reduction and environmental sustainability. During restructuring, green practices 

serve as a viable alternative to downsizing by cutting costs while minimizing workforce 

disruption. Example in Recession: For instance, Cascio (2022) highlights telecommuting as a 

strategy that not only reduces operational costs during financial crises but more aligns 

accompanying environmental goals, ultimately supporting better employee engagement and 

performance. 

Green HRM acts as a mediator by embedding green practices into HR policies and operations. 

Renwick et al. (2023) argue that Green HRM policies—such as green training, green 

performance management, and rewards for eco-friendly behaviors—enable organizations to 

integrate sustainability into HRM functions, exceptionally all along economic downturns. 

Green HRM supports sustainability-focused training, which equips employees accompanying 

skills to adopt eco-friendly processes while creating a sense of purpose even in challenging 

times (Jabbour & Santos, 2023). Mishra et al. (2023) emphasize that Green HRM, when linked 

with sustainability goals, retains and engages employees by demonstrating the organization's 

ethical commitment to the environment, which is critical for maintaining employee morale and 

act during crises. By mediating green practices, Green HRM ensures that employees view 

organizational changes as sustainable and ethical, enhancing their performance even under 

economic pressures. 

Employees’ performance is directly influenced by the effective implementation of green 

practices, mediated by Green HRM. According to Pham et al. (2020), employees are more 

engaged and productive when organizations adopt green initiatives that join with their values. 

Cascio (2021) highlights that supporting trust and loyalty all along economic crises—achieved 

through sustainable HR practices—helps check changeableness and stress, boosting 

employees’ performance. 

Studies by Renwick et al. (2022) reveal that employees who see their organizations as socially 

and environmentally responsible are motivated and dedicated to their work. Enhancing Skills 

and Innovation: Through green training programs, employees develop new skills and become 

more creative in adapting to sustainable practices, contributing to better organizational 

performance during crises (Jabbour et al., 2024). Green HRM also highlights knowledge 

development by supporting a learning culture around sustainability. Employees who receive 

green training not only accommodate to new practices but also become ambassadors of green 

values within the organization, further amplifying performance. 

 

2.13 Environmentally Sustainable Activities: 

Green practices involve adopting environmentally sustainable activities, such as reducing 

waste, conserving energy, and implementing eco-friendly policies. The literature highlights 

how green practices enhance achieving the 2030 Agenda by addressing environmental and 

social challenges, aligning straightforwardly with aims to a degree SDG 13 (Climate Action) 

and SDG 12 (Responsible Consumption and Production). 

Incorporating green practices in HRM—such as paperless recruitment processes, virtual 

onboarding, and energy-efficient office operations—serves as the foundation for sustainability 

initiatives. These practices promote a sense of environmental responsibility between employees 

and create a culture that encourages sustainable behaviors. Connection to Employees' 

Performance: Employees are more likely to perform better when they realize their organization 

as socially responsible and environmentally conscious. Green practices improve task 

satisfaction and engagement by aligning employees' values with organizational goals (Pham et 

al., 2020). 
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Green HRM acts as a bridge between green practices and employee performance. The literature 

emphasizes that HR functions—such as recruitment, training, performance management, and 

rewards—are critical for embedding green practices into the organization. 

Through Green HRM, green practices are institutionalized within the workplace, transforming 

sustainability drives into actionable and measurable outcomes. 

Green HRM ensures that green practices are effectively communicated and integrated into daily 

operations, leading to improved employee performance and alignment with the 2030 Agenda. 

The ultimate aim of integrating green practices and Green HRM is to enhance employees' 

performance. The biography plans that sustainable HR practices positively impact employees' 

productivity, creativity, and well-being. For example: Employees trained in green practices 

become more innovative, finding ways to optimize processes and reduce costs. 

Organizations that prioritize sustainability through Green HRM witness higher levels of 

engagement and motivation, as employees feel connected to a greater purpose. The focus on 

employee well-being and inclusivity, as outlined in SDG 3 (Good Health and Well-Being) and 

SDG 5 (Gender Equality), further supports improved performance by fostering a supportive 

and diverse work environment. 

Knowledge development is central to connecting green practices, Green HRM, and employees’ 

performance. The literature emphasizes that: Green Knowledge Sharing: Through training and 

awareness programs, Green HRM equips employees with the skills needed to implement green 

practices effectively. Organizations that promote continuous learning around sustainability 

empower employees to contribute to achieving the 2030 Agenda goals, particularly SDG 4 

(Quality Education), Knowledge development fosters innovative thinking, enabling employees 

to design and execute sustainability initiatives that enhance both organizational performance 

and global sustainability efforts and Employees who are equipped with knowledge about 

sustainability practices are more likely to align their performance accompanying organizational 

goals, leading to tangible bettering in efficiency, innovation, and morale. 

Green practices refer to sustainable actions and initiatives that organizations select to minimize 

their environmental impact. These practices can include: Energy-saving measures, Waste 

reduction initiatives, Resource conservation, and Sustainable sourcing and production 

methods. The literature review indicates that Green HRM supports these green practices by 

embedding them into organizational policies and daily operations. For example, Green HRM 

can include training employees in sustainable work practices (e.g., recycling, reducing energy 

use), which equips them with the knowledge and tools needed to implement green practices. 

Connection to Employees' Performance: Green practices directly influence employees' 

behavior. The perception of sustainability goals, reinforced through Green HRM, can increase 

employee motivation and engagement, leading to improved performance. If employees 

understand the value of sustainability in their work and are supported by their employer through 

clear green practices, they are more likely to perform well by aligning their works with those 

practices. 

Green HRM acts as the mediator between green practices and employee performance by 

embedding environmental initiatives into HR functions. Green HRM facilitates employees' 

engagement accompanying green practices through: Recruitment & Selection in which Green 

HRM ensures that candidates who share the company’s environmental values are selected, 

which creates a workforce motivated to contribute to sustainability and Training & 

Development in which HR practices include educating employees on green practices, building 

knowledge and skills related to sustainability. Through Green HRM, organizations establish a 

structured approach to implementing and encouraging green practices, ultimately mediating 

the impact of these practices on employees' performance. 

Connection to Knowledge Development: Green HRM encourages knowledge development by 

providing training on green practices and sustainability initiatives, which enhances employees' 
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competencies. This not only improves their ability to execute green practices but also 

empowers them to innovate and find better ways of supporting environmental aims. 

The dependent variable in this framework is employees' performance, which is influenced by 

Green HRM and green practices. The literature suggests that employees' performance is 

directly impacted when organizations adopt Green HRM practices, which contribute to: 

Employees who perceive environmental responsibility as a core organizational value are more 

likely to engage in behaviors that improve organizational performance, such as productivity 

and efficiency, Employees who feel that their work aligns with their personal values, such as 

sustainability, are likely to have higher job satisfaction, which can lead to improved 

performance, Green HRM can increase employees' emotional commitment to organizational 

goals, improving their performance in the workplace, Employees are more likely to engage in 

supporting-environmental behavior when they see that the organization prioritizes 

sustainability. Green practices, facilitated by Green HRM, directly impact employees' 

performance through positive support and adjustment of organizational and personal goals. 

Knowledge development is central to the success of Green HRM and its influence on employee 

performance. By providing employees with the essential knowledge and abilities to undertake 

green practices, organizations can enhance the effectiveness of their green initiatives. 

Knowledge development in the context of Green HRM includes: 

Training on Sustainability in which Green HRM incorporates training programs that educate 

employees about sustainable practices, resource conservation, and energy efficiency. This 

builds employees' knowledge and enhances their efficiency to implement green practices, 

Knowledge Sharing in which Green HRM facilitates the creation of a culture where employees 

share sustainable solutions and ideas, fostering innovation in green behaviors, Capacity 

Building which is ongoing knowledge development ensures that employees stay informed 

about new green technologies and methods that can further enhance their efficiency. As 

employees gain more knowledge about green practices, they are more likely to adopt them in 

their day-to-day operations, thereby improving their performance and contributing to 

organizational sustainability goals.  

Green practices—such as eco-friendly policies, resource optimization, and sustainable 

operational strategies—are critical in shaping organizational behavior. These practices serve as 

a foundation for developing a Green HRM framework. Organizations adopting green practices 

not only contribute to environmental sustainability but also create a work environment that 

enhances employee engagement and performance. Such practices, aligned with globalization's 

challenges, address environmental regulations and societal expectations across different 

geographies. 

Green HRM serves as the bridge between green practices and employees' performance. It 

includes integrating environmental objectives into HR functions such as recruitment, training, 

performance appraisal, and rewards. 

Green HRM mediates the relationship between green practices and employees' performance by 

fostering a culture of environmental awareness and responsibility. Employees become more 

committed to achieving both organizational and environmental goals, leading to higher levels 

of productivity and job satisfaction (Jackson et al., 2023). Employees' performance, as the 

dependent variable, is directly influenced by the implementation of green practices and the 

mediation of Green HRM. Research indicates that green initiatives can enhance employee 

morale, reduce stress, and enhance workplace productivity (Jabbour et al., 2023). A sustainable 

work environment supports a sense of purpose and belonging, motivating employees to 

perform better and align their efforts with organizational sustainability goals. 

Knowledge development is a critical outcome of Green HRM. Through green practices, 

organizations encourage employees to engage in continuous learning about sustainability, 

resource efficiency, and environmental innovation. Adaptive HRM strategies emphasize 

knowledge sharing across borders, leveraging technology and collaboration to enhance 
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employees' competencies. Knowledge development, in turn, strengthens Green HRM 

initiatives, creating a feedback loop that sustains employee performance and organizational 

competitiveness in a globalized world. 

This chapter provides a comprehensive review of the existing literature on Green Human 

Resource Management (GHRM), focusing on its impact on employee performance, 

particularly in the public transportation sector. It covers the theoretical underpinnings, 

definitions, key concepts, and previous studies related to GHRM, green practices, and their 

influence on organizational outcomes. 

GHRM refers to HR practices that focus on environmental sustainability. It involves creating 

a workforce that is conscious of environmental issues and actively engages in practices like 

reducing waste, conserving energy, and promoting sustainable business operations. Key 

components of GHRM include green recruitment, green performance management, green 

training and development, green compensation, and green employee relations (Shafaei et al., 

2020; Faeni et al., 2023). 

Several studies highlight the positive influence of GHRM practices on employee performance. 

Employees who perceive their organization as environmentally responsible tend to demonstrate 

higher engagement, job satisfaction, and performance. GHRM practices not only contribute to 

individual environmental behaviors but also align employees with organizational goals related 

to sustainability, which reinforces overall organizational performance (Garsaa et al., 2022; 

Rubel et al., 2023). 

Green HRM policies play a crucial role in driving environmental performance among 

employees. These policies provide clear guidelines for sustainability and embed green practices 

into the organizational culture. Knowledge development about environmental issues and 

sustainable practices is vital in shaping employee behavior. Ongoing education and awareness 

campaigns help employees understand the importance of sustainability, motivating them to 

select green behaviors (Chen et al., 2020; Park et al., 2021). 

The literature review emphasizes the growing importance of GHRM in improving 

organizational performance through sustainable practices. It underscores the role of HR 

departments in creating an environ Organizations that select green HR practices can see 

tangible benefits, including improved resource efficiency, reduced environmental impact, and 

enhanced corporate reputation. Studies show that companies implementing GHRM strategies 

are more likely to achieve higher levels of sustainability, which is increasingly becoming a 

competitive advantage in the market (Hirsch et al., 2023; Zhu et al., 2023). 

While there is extensive research on GHRM practices in Western contexts, there is a significant 

gap in the literature concerning the application and impact of these practices in Asian countries, 

particularly in developing economies like Pakistan. This study aims to fill this gap by focusing 

on the public transportation sector in Islamabad, Pakistan (Rubel et al., 2023; Faeni et al., 

2023).mentally conscious workforce and highlights the need for further research in non-

Western contexts. The chapter sets the foundation for exploring the specific impact of GHRM 

practices on employee performance in the public transportation industry (Faeni, 2023; Sult et 

al., 2024). 

 

2.14 Safety and Risk Mitigation: 

Green practices in the oil and gas industry can include initiatives like reducing energy 

consumption, implementing waste management strategies, and minimizing the environmental 

impact of operations. These practices aim to align the organization’s goals with broader 

sustainability efforts, which are becoming increasingly important for the industry. Green 

practices also influence organizational culture and employee behavior, as they emphasize the 

need for workers to adopt environmentally responsible behaviors both in their day-to-day 

operations and in their long-term strategies for mitigating risks (Gholami et al., 2024). 
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In the context of HRM strategies for safety and risk mitigation, green practices are critical as 

they contribute to safer and more sustainable operational processes. For example, by 

implementing safer environmental practices, organizations reduce potential risks, enhance 

workplace safety, and contribute to employees’ well-being by lowering their exposure to 

hazardous materials and unsafe active conditions (Searle et al., 2022). These efforts not only 

benefit the organization’s sustainability goals but also create a safer and healthier work 

environment, which is directly related to employee performance (Ehnert, 2023). Green Human 

Resource Management (GHRM) is the mediating variable that connects green practices to 

employee performance. GHRM includes the integration of sustainability into human resource 

policies and practices, ensuring that employees are engaged with and motivated to contribute 

to green practices. In the oil and gas industry, GHRM can include providing training on 

environmental issues, recruiting individuals who prioritize sustainability, and incorporating 

sustainability metrics into accomplishment management systems (Renwick et al., 2022).  

By mediating the relationship between green practices and employee performance, GHRM 

plays an essential role in framing employee behaviors and attitudes concerning sustainability. 

It provides employees with the knowledge, tools, and incentives to implement green practices, 

thereby enhancing their performance in environmentally conscious roles. For instance, when 

employees are trained to follow green practices and are encouraged to participate in 

sustainability initiatives, they are more likely to adopt those practices, which can improve their 

efficiency, safety consent, and overall performance (Jabbour, 2023). Employee performance is 

the outcome that is influenced by both green practices and GHRM. In the oil and gas industry, 

employee efficiency is often determined in agreements of safety compliance, task effectiveness, 

and the ability to handle complex, high-risk situations. When green practices are effectively 

implemented and supported by GHRM, employees are more likely to feel motivated and 

capable of performing their duties efficiently while adhering to sustainability and safety 

protocols (Zhao et al., 2020). 

As employees become more engaged in green practices through well-designed GHRM 

initiatives, their overall performance improves. Employees who are trained in environmental 

safety measures and are encouraged to participate in sustainability efforts are likely to perform 

better, reducing workplace accidents, enhancing productivity, and contributing to a safer, more 

efficient operation (Jabbour & Santos, 2023). Moreover, employees who align their personal 

values with the organization’s green practices tend to experience greater job satisfaction, which 

can further boost their performance (Kuvaas, 2023). 

In this framework, green practices act as the independent variable that sets the stage for 

fostering sustainability and safety within the oil and gas industry. GHRM serves as the 

mediating variable, ensuring that employees are equipped with the necessary skills, motivation, 

and support to effectively implement green practices. This, in turn, leads to improved employee 

performance, as employees are more engaged, better trained, and incentivized to contribute to 

both safety and environmental sustainability goals. The integration of sustainability into HRM 

strategies not only enhances operational safety but still supports a high level of employee 

performance, thereby benefiting both the workforce and the organization (Jabbour & Santos, 

2024). 

 

2.15 Digital Tools: 

To relate the variables Green practices, Green Human Resource Management (GHRM), and 

employee performance to the literature review on the role of digital transformation and HRM 

in enhancing university performance, we can draw parallels between these concepts and the 

ways in which universities integrate sustainability and HR practices to improve overall 

outcomes. 

In the context of universities, green practices refer to initiatives that focus on sustainability, 

such as reducing energy consumption, adopting waste management systems, utilizing eco-
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friendly resources, and promoting environmentally responsible behaviors. Universities, like 

other organizations, are increasingly expected to align their operations with sustainability 

goals, such as reducing their carbon footprint, adopting green technologies, and engaging in 

practices that minimize environmental impact. The implementation of green practices can 

directly influence the performance of a university by creating a more sustainable and 

responsible environment that is conducive to the well-being of students, faculty, and staff. 

Green Human Resource Management (GHRM) serves as the mediator between green practices 

and employee performance in universities. GHRM refers to the integration of sustainable 

development principles within HRM practices, ensuring that sustainability is embedded in 

recruitment, training, performance management, and employee engagement. In universities, 

GHRM can involve recruiting staff who are committed to environmental sustainability, 

providing training on green practices, and implementing reward systems that encourage staff 

participation in sustainability initiatives. By creating a culture of sustainability, GHRM helps 

ensure that employees, containing faculty and administrative staff, are aligned with the 

organization's environmental goals. 

Furthermore, as universities undergo digital transformation, integrating GHRM practices with 

green technologies can enhance the effectiveness of green practices. For instance, HRM 

systems could use digital tools to track and manage employees’ participation in sustainability 

programs, offer online courses on environmental sustainability, and monitor employee 

performance concerning green objectives (like, energy-saving initiatives or waste-reduction 

programs). These tools help foster employee engagement and motivate staff to adopt green 

practices. 

Employee performance in universities is influenced by how well faculty and staff engage with 

both the organizational culture and sustainability initiatives. High employee performance, in 

this case, refers to faculty and staff effectively incorporating green practices into their work, 

maintaining a high level of engagement, and achieving institutional goals related to 

sustainability. When employees are trained, supported, and incentivized through GHRM 

practices, they are more likely to perform at higher levels. For example, faculty members who 

integrate sustainable practices into their teaching may receive positive feedback, enhancing 

their motivation and commitment. Similarly, administrative stick who select green practices in 

their daily tasks can contribute to the overall effectiveness and sustainability of university 

operations. Fitting both the workforce and the organization (Jabbour & Santos, 2024). In the 

context of digital transformation, GHRM practices can be enhanced by technology, creating a 

more efficient and streamlined way to assess and improve employee performance. For example, 

performance management systems can be used to assess not only academic and administrative 

outcomes but also contributions to sustainability goals, such as reducing energy use or 

improving recycling efforts. This dual focus on traditional performance measures and green 

objectives can drive better overall performance in a university environment. 

The literature highlights how universities, through digital transformation, can integrate 

sustainability into their operations and organizational culture. Green practices, such as 

implementing sustainable technologies and energy-efficient systems, align with the goals of 

digital transformation in the education sector (Bennett et al., 2024). These practices foster a 

work environment that promotes responsible behavior, impacting the performance of 

employees, students, and the institution as a whole. 

 

2.16 Recruiting Employees: 

In this context, GHRM mediates the impact of green practices on employee performance by 

ensuring that sustainability becomes a core element of HR strategies. HRM practices can foster 

employee engagement with sustainability goals by integrating green practices into recruitment, 

training, and performance management (Jabbour & Santos, 2023). Universities that embed 

GHRM within their strategic framework are better positioned to align staff efforts with green 
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goals, thereby enhancing employee motivation and performance in both academic and 

administrative roles. As seen in the literature, employee performance in universities is a result 

of the alignment between individual behavior and institutional goals (Guest, 2023). When 

universities implement GHRM strategies that incorporate green practices, employees are more 

likely to feel engaged, motivated, and capable of contributing to organizational success. Green 

practices not only improve the sustainability of the institution but also foster a work culture 

that supports continuous learning, engagement, and high performance (Bakker et al., 2023). 

 The integration of green practices, GHRM, and employee performance within the context of 

digital transformation in universities underscores the importance of aligning sustainability 

goals with HRM strategies to enhance both environmental outcomes and employee 

engagement. By effectively mediating between green practices and employee performance, 

GHRM helps create a performance-oriented, sustainable work culture in universities that is 

critical to long-term success.  

In the context of the literature review on the impact of HRM on improving innovation potential 

for sustainable development, the variables Green practices, Green Human Resource 

Management (GHRM), and employee performance are highly relevant to the way organizations 

foster sustainability and innovation. 

Green practices in organizations refer to environmentally sustainable actions or behaviors that 

aim to reduce environmental impacts. These practices may include energy conservation, waste 

management, resource efficiency, sustainable sourcing, and the implementation of eco-friendly 

technologies. In relation to innovation and sustainable development, green practices are seen 

as vital drivers for organizations looking to achieve sustainability goals while promoting 

responsible corporate behavior. 

In the context of HRM and employee performance, organizations that adopt green practices 

create an environment where sustainability becomes embedded within the organizational 

culture. These practices may include reducing energy consumption in offices, encouraging 

paperless communication, or implementing recycling programs, all of which can directly 

influence how employees perceive their roles in contributing to environmental goals. By 

integrating green practices, organizations signal to employees that sustainability is a priority, 

and this can influence how employees approach their work and performance. These practices, 

when aligned with organizational goals, lead to improved innovation as employees are 

encouraged to think creatively about sustainable solutions.  

Green Human Resource Management (GHRM) refers to the integration of environmental 

sustainability into HRM practices, such as recruitment, training, performance management, and 

employee engagement. GHRM acts as the mediator between green practices and employee 

performance. Particularly, GHRM practices ensure that employees are not only aware of but 

sincerely committed in the institution's sustainability goals. 

Recruiting employees who have a strong commitment to sustainability, providing training on 

environmental policies, and aligning performance evaluation systems with sustainability goals 

are examples of GHRM practices that help bridge the gap between green practices and 

employee efficiency. For instance, an organization may incorporate sustainability goals into its 

employee performance appraisals, ensuring that employees are recognized and rewarded for 

contributing to the organization’s green initiatives. Through GHRM, the organization can instill 

a sense of responsibility in employees, encouraging them to contribute innovative ideas that 

align with both the organizational goals and sustainable practices. 

Moreover, GHRM encourages employees to develop skills in areas such as environmental 

management, resource effectiveness, and sustainability practices. This knowledge and skill 

development, in turn, supports innovation in sustainable solutions, making it an essential 

determinant for achieving tenable development goals. GHRM policies can directly influence 

the way employees approach their tasks, enabling them to align their daily activities with the 

organization’s sustainability objectives, thus contributing to overall improved performance. 
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Employee performance is a direct outcome of how well employees engage with organizational 

objectives, including sustainability and innovation. When green practices are coupled with 

GHRM, the performance of employees can be enhanced in multiple ways. Employees the one 

are encouraged and motivated by GHRM to engage in sustainable practices tend to perform 

better, particularly in roles where creativity, problem-solving, and innovation are valued. 

 

2.17 Foundation for Sustainability: 

In organizations that emphasize both green practices and GHRM, employees are more likely 

to embrace innovative solutions that support environmental sustainability. For example, an 

employee in a university setting might develop a new energy-efficient process for waste 

management, or a factory worker may identify ways to reduce waste during the production 

process. These innovations not only contribute to the organization’s environmental aims but 

also enhance employee performance, as employees feel empowered and recognized for their 

contributions. 

Research has shown that when employees are involved in green initiatives and their 

performance is linked to sustainability targets, it can result in better outcomes for the 

organization, including higher productivity, greater job satisfaction, and improved overall 

performance (Renwick et al., 2023). GHRM practices that encourage green innovation 

contribute to higher employee performance by aligning individual actions with broader 

sustainability objectives, motivating employees to engage with sustainability in ways that 

improve organizational outcomes. 

As noted in the literature, organizations that adopt green practices enhance their overall 

sustainability and innovation potential. The acceptance of these practices influences employee 

behavior and performance, constituting a work environment where innovation and 

environmental responsibility are prioritized. Green practices provide the foundation upon 

which GHRM strategies can be built to enhance employee performance, especially in terms of 

sustainability-related goals. 

GHRM plays a crucial role in mediating the relationship between green practices and employee 

performance. By aligning HRM practices with green objectives, GHRM ensures that 

employees are not only aware of sustainable practices but are actively engaged in them. 

Through recruitment, training, and performance management, GHRM ensures that employees 

possess the skills, knowledge, and motivation to perform effectively within a sustainable 

organizational framework. This strengthens the link between green practices and improved 

employee performance. 

Employee performance, as highlighted in the article, is directly influenced by an organization’s 

green practices and GHRM strategies. Employees who are actively involved in sustainability 

efforts and have access to GHRM systems that support their engagement with sustainability 

initiatives are likely to act at higher levels. Moreover, when employees are encouraged to 

innovate and contribute ideas that align with sustainability aims, they not only enhance their 

own performance but also contribute to the organization’s overall success in achieving 

sustainable development. 

The integration of green practices, GHRM, and employee performance provides a clear 

pathway for organizations to improve their innovation potential and align with sustainability 

aims. Green practices set the foundation for sustainability, GHRM ensures that employees are 

equipped and motivated to join with these practices, and improved employee performance 

results in innovations that drive both organizational success and sustainable development. 

 

2.18 Environmental Responsibility: 

Organizations that adopt green practices often integrate sustainability into their HR policies to 

ensure that employees support and improve these initiatives. Renwick et al. (2023) argue that 

green practices influence HR policies, making sustainability a core aspect of recruitment, 
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training, and rewards. Jabbour and Santos (2023) highlight that green practices necessitate a 

systematic approach through GHRM to achieve effective implementation. 

GHRM policies create an environment where employees are motivated to perform better by 

aligning their work with sustainability goals. Dumont et al. (2023) found that green training 

and performance incentives positively impact employees' productivity and satisfaction. Tang 

et al. (2023) suggest that GHRM practices foster a culture of environmental responsibility, 

raising both task and contextual performance. 

Green practices indirectly influence employee performance through GHRM policies. GHRM 

acts as a bridge, translating green initiatives into actionable employee behaviors. Yusliza et al. 

(2021) argue that green practices improve employee performance when supported by HR 

strategies that promote environmental goals. Pham et al. (2023) demonstrate that GHRM 

mediates the relationship between green practices and employee consequences, ensuring that 

sustainability efforts lead to tangible act improvements. 

 

 

2.19 Personnel Management (PM): 

This section integrates the concepts of Green Practices (independent variable), Green Human 

Resource Management (GHRM) (mediating variable), and Employee Performance (dependent 

variable) within the context of Personnel Management (PM) and Human Resource 

Management (HRM) frameworks discussed in the literature review. 

Green Practices refer to environmentally sustainable initiatives and policies adopted by 

organizations to reduce their environmental footprint. Examples include energy-efficient 

operations, waste reduction programs, green supply chain practices, and sustainability-focused 

corporate policies. According to Jabbour et al. (2023), organizations that implement green 

practices often aim to meet Corporate Social Responsibility (CSR) goals and enhance their 

public image. Daily and Huang (2023) suggest that adopting green practices improves 

organizational efficiency and promotes a culture of environmental responsibility. 

Green Human Resource Management (GHRM) refers to HR policies and practices that 

integrate environmental considerations into workforce management. It includes green 

recruitment, green training, green performance appraisal, and green rewards. Dumont et al. 

(2023) emphasize that GHRM plays a crucial duty in reinforcing employees’ commitment to 

sustainability by aligning HR practices with environmental goals. Renwick et al. (2023) discuss 

that GHRM mediates the relationship between green practices and employee performance by 

fostering an eco-conscious organizational culture.  

Examples of GHRM Practices are Hiring employees with a commitment to sustainability, 

Educating employees on eco-friendly practices and sustainability goals, Green Performance 

Management Evaluating employees based on their environmental contributions, Green 

Rewards and Recognition: Incentivizing eco-friendly behavior with green rewards. 

Employee Performance refers to how efficiently employees achieve organizational goals and 

contribute to productivity, innovation, and efficiency. In the context of green practices, 

employee performance can be evaluated based on sustainability-oriented outcomes and eco-

friendly behaviors. Yusliza et al. (2023) found that employees who are trained and rewarded 

for green behaviors show higher levels of engagement, creativity, and overall job performance. 

Tang et al. (2018) discuss that GHRM practices enhance employee motivation and performance 

by aligning personal values with organizational sustainability goals. 

The relationship between Green Practices, GHRM, and Employee Performance can be 

conceptualized as follows: 

Green Practices create the foundation for a sustainable organizational culture. These practices 

signal the organization’s commitment to environmental responsibility, laying the groundwork 

for GHRM initiatives. Green Human Resource Management (GHRM) mediates the effect of 
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green practices on employee performance by: Employees become more conscious of 

sustainability goals. 

Green training and rewards motivate employees to adopt eco-friendly behaviors. Employees’ 

personal values align with organizational green objectives, expanding commitment and job 

satisfaction. Improved Employee Performance results from the successful implementation of 

GHRM practices, where employees feel supported and acknowledged for their contributions to 

environmental sustainability. 

 

2.20 Employee Productivity and Engagement. 

This section connects the key variables of Green Practices (independent variable), Green 

Human Resource Management (GHRM) (mediating variable), and Employee Performance 

(dependent variable) within the context of emerging market manufacturing firms. The literature 

highlights how these variables communicate to promote environmental sustainability and 

organizational success. Initiatives adopted by organizations to minimize their environmental 

footprint (e.g., energy efficiency, waste reduction). HR policies and practices designed to 

promote environmentally responsible behaviors among employees (e.g., green recruitment, 

training, rewards). The effectiveness and productivity of employees, particularly in achieving 

sustainability objectives and contributing to organizational success. Green practices create the 

foundation for improved employee performance by supporting an eco-informed work 

environment: Mishra (2023) found that manufacturing firms adopting green practices, such as 

reducing energy consumption and implementing sustainable supply chains, saw significant 

improvements in employee productivity and engagement. Tang et al. (2023) demonstrated that 

employees working in environmentally responsible organizations exhibited higher job 

satisfaction and performance due to the alignment of personal values accompanying 

organizational goals. However, the direct relationship between green practices and employee 

performance can be strengthened and clarified by introducing Green Human Resource 

Management (GHRM) as a mediating factor. 

Green Human Resource Management (GHRM) serves as a bridge between green practices and 

employee performance by embedding sustainability into HR processes: Hiring individuals who 

value sustainability ensures a workforce aligned with green practices. Jabbour et al. (2023) 

reported that firms that prioritized green recruitment saw employees more motivated to engage 

in eco-friendly behaviors, improving overall performance. Training programs educate 

employees on green practices, enhancing their skills and commitment to sustainability. Pham 

et al. (2023) found that green training in Vietnamese manufacturing firms led to better 

compliance with environmental policies and improved operational efficiency. Integrating 

environmental goals into performance appraisals ensures employees are accountable for 

sustainability outcomes. Renwick et al. (2023) highlighted that green accomplishment 

management motivates employees to reduce waste and energy use, thereby reinforcing their 

productivity. Recognizing and rewarding eco-friendly behaviors reinforces employees' 

commitment to green practices. Yong et al. (2021) found that green rewards boosted employee 

morale and performance in Malaysian manufacturing firms. When GHRM practices are 

effectively executed, employees are more likely to: Employees become proactive in identifying 

and implementing green solutions in their work processes (Renwick et al., 2023). Aligning 

personal values with organizational sustainability goals leads to higher job satisfaction and 

organizational commitment (Zaid et al., 2024). Green practices reduce waste and optimize 

resource use, leading to improved efficiency and performance (Mishra, 2024) 
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CHAPTER# 03 

 

3.1 Research Methodology: 

The study investigates the impact of Green Human Resource Management (GHRM) policies 

and knowledge dissemination on employee performance in Pakistan’s airline sector, focusing 

on sustainable practices and their organizational impact. The study is explanatory, as it seeks 

to explain the relationship between GHRM practices and employee acting, mediated by policies 

and knowledge distribution. 

 

3.2 Research Design:  

The research is cross-sectional, as data will be collected from a single time point through self-

administered questionnaires. The study will be framed around the GHRM concept, linking 

policies, knowledge, and employee performance. A close-ended questionnaire, modified from 

existing literature (Randall & Gibson, 2023), will be used to measure variables on a five-point 

Likert scale. Data will be collected from 300 employees working in the airline industry in 

Islamabad, Pakistan, through a web-based survey, including major airlines operating in the 

region. The selection of 300 respondents ensures a representative sample for statistical analysis 

while considering resource constraints. 

SmartPLS 3.0 was utilized for Structural Equation Modeling (SEM), including outer and inner 

model testing for validity and hypothesis testing. This methodology ensures statistical rigor in 

analyzing the mediating effects of GHRM policies and knowledge development on employee 

performance. 

The study was target employees working in various airline departments, including pilots, cabin 

crew, ground operations, and maintenance teams. By focusing on employees across different 

functional areas, the research will provide a comprehensive understanding of how GHRM 

influences employee engagement and sustainability efforts within the airline industry. This 

study does not extend to other transportation sectors such as rail or road transport, ensuring a 

focused test of green HRM in aviation. However, insights gained from this research may be 

applicable to other transportation industries facing similar sustainability challenges. 

Additionally, as the airline industry is highly regulated and influenced by international 

sustainability standards, findings from this study could inform policy recommendations for 

improving GHRM adoption in aviation worldwide. 

 

3.3 Research Framework: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

POLICIES & KNOWLEDGE DEVELOPMENT  

(MV) 

 

 

 

EMPLOYEE 

PERFORMANCE 

(DV) 

GREEN HRM 

PRACTICES 

(IV) 
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3.4 Hypotheses: 

 

  H1: Green practices have a positive impact on employee performance. 

  H2: Policies mediate the relationship between green practices and employee performance. 

  H3: Knowledge development mediates the relationship between green practices and 

employee performance. 

 

3.5 Populations’ Parameters : the target population consists of employees in the public 

transportation sector in Islamabad, Pakistan, particularly those exposed to GHRM policies. 

 

3.6 Target Population: 

Employees across various organizational levels working in industries where green practices 

and sustainability actions are achieved, such as manufacturing, energy, technology, and 

services. HR professionals and managers responsible for designing and executing green HRM 

policies within organizations. Organizations that have selected or are considering adopting 

green human resource management practices, specifically those met on environmental 

sustainability and knowledge development. Industries and associations that prioritize 

Environmental, Social, and Governance (ESG) goals and actions. This population was be 

considered through surveys, interviews, or organizational data to assess how green practices 

influence employees' performance and how green HRM policies and knowledge development 

mediate this relationship. 

 

3.7 Sampling Technique: Convenience sampling via online survey distribution. 

 

3.8 Data Collection Methods: 

The sampling framework for this study was design to gather responses from employees in the 

public transportation sector in Islamabad, Pakistan, focusing on those involve in organizations 

implementing Green Human Resource Management (GHRM) practices. A convenience 

sampling technique will employee, and 300 responses will collect via an online survey. The 

large sample size ensures sufficient representation for statistical analysis, enhancing the 

validity of the findings. 

 

3.9 Measurement Tools: 

Data collection will conduct by using a structured questionnaire distribute through a web-based 

survey link. The questionnaire will adapt from prior research and organized into sections 

measuring green recruitment, training, compensation, performance management, employee 

relations, policies, and knowledge dissemination. The Likert scale will employee for responses, 

ranging from strong disagreement to strong agreement. No other methods, such as interviews 

or focus groups, will used, ensuring consistency in data collection. 

 

3.10 Data Analysis Techniques: 

Structural Equation Modeling (SEM) will be perform using SmartPLS 3.0 for the analysis. This 

technique allowed for testing complex relationships among latent variables and validating the 

proposed model. SEM include both correlation and regression analyses to explore direct and 

indirect effects, along with bootstrapping to test mediation effects. This robust approach 

ensured reliable and comprehensive insights into the data. 

 

3.11 Limitations of the Methodology: 

Several limitations was acknowledge in the methodology. The use of convenience sampling 

may present bias, as it does not guarantee random selection. Additionally, reliance on self-

reported data through questionnaires may result in response bias or inaccuracies in the 
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representation of actual practices and perceptions. The study's cross-sectional design limits its 

ability to infer causal relationships over time. 

In summary, the methodology employed a systematic approach to explore the relationship 

between GHRM practices and employee performance. Despite limitations, the robust analytical 

techniques and substantial sample size provide valuable insights into the research objectives. 

The findings contribute to understanding how green HR practices can enhance employee 

performance and organizational sustainability. 

This chapter presents a robust methodological framework to explore the relationship between 

GHRM practices and employee performance. The quantitative approach ensures objective 

measurement, while the structural model allows for testing complex relationships among the 

variables. 

 

Chapter 4: 

 

Data Analysis (Analysis and Discussion) 

4.1 Introduction: 

This section presents the examining framework and discusses the empirical findings of the 

study. The study aims to investigate the relationship between green practices (independent 

variable) and employee accomplishment (dependent variable), considering the mediating role 

of green HRM policies and knowledge development. The focus of the research lies in the airline 

industry sector, reflecting the growing significance of sustainable practices in extreme-impact 

duty sectors. The results are resolved through structural equating modeling (SEM), a method 

suitable for understanding complex interrelationships between constructs. 

 

4.2 Scheme of Analysis: 

Step Description 

1 Descriptive Analysis: Assessment of demographic profiles and initial data 

characteristics. 

2 Reliability and Validity Analysis: Includes Cronbach’s alpha, composite 

reliability, and AVE. 

3 Measurement Model Assessment: Confirmatory factor analysis (CFA) to validate 

constructs. 

4 Structural Model Evaluation: Hypotheses testing using path coefficients and R² 

values. 

5 Mediation Analysis: Analysis of mediating effects of green HRM policies and 

knowledge development. 

 

 

The analysis starts with data screening and assessment of demographic variables, followed by 

calculation of build reliability and validity. The measurement model is tested to ensure 

robustness of the constructs, and subsequently, the fundamental model is used to test the 

hypothesized relationships. Special attention is given to the mediation effect of green HRM 

policies and knowledge development on the link between green practices and employee 

performance. 
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4.3 Respondent Profile: 

 

4.3.1 Response Rate: 

A total of 140 reactions were taken through the delivered inquiry point in a direction operators 

in the airline industry. This sample intensity was deliberate enough for Structural Equation 

Modeling (SEM) utilizing SmartPLS, established the approval of a minimum sample of 10 

opportunities the best number of fundamental ways supervised at the assemble. The reactions 

were secluded to guarantee fullness and relevance to the study aims. Despite any gone 

principles, the answer rate was acceptable, providing a reliable basis for statistical analysis and 

hypothesis testing. 

 

4.3.2 Treating the Missing Data/Cleaning the Data: 

Initial data review in SmartPLS v4.1.1.2 revealed a total of 9 missing values across the dataset. 

These missing entries were spread across diversified indicators (questions) but did not 

influence the structural integrity of the dataset. Because the proportion of missing dossier was 

comparably limited and carelessly delivered, mean replacement was used for continuous 

variables place appropriate. In cases place complete reactions were unfinished or abandoned to 

meet addition tests, those efforts were excluded from the final analysis. 

 

All added reactions were completely uncluttered to kill some duplicate, irregular, or outlier 

introductions. The cleaned dataset—comprising 20 genuine signs across 140 cases—was 

before secondhand for calculation model judgment, dependability experiment, and 

fundamental course study. The data cleansing process guaranteed that the ending dataset was 

strong, right, and ready for SEM processes. 

 

4.4 Descriptive Statistices: 

Variable Mean Standard Deviation 

(GP) > 4.0 Low to moderate 

(GHRM) > 4.0 Low to moderate 

(KD) > 4.0 Low to moderate 

(EP) > 4.0 Low to moderate 

 

Interpretation: 

• All items loaded highly (above 0.7) onto their respective variables: GP, GHRM, KD, 

and EP. 

• KMO > 0.6 and significant Bartlett’s test confirm that the data is suitable for factor 

analysis. 

• Validates the construct validity of the questionnaire and supports the use of these 

factors in further SEM analysis. 

 

4.5 Factor Analysis: 

To confirm the construct validity of the measurement model, factor analysis was conducted. 

The results demonstrated strong item loadings on their respective constructs, with no 

significant cross-loading issues. The Kaiser-Meyer-Olkin (KMO) value was adequate, and 

Bartlett’s test of sphericity was statistically significant, confirming the appropriateness of factor 

analysis. These results validate that the scales used to measure Green Practices, Green HRM 

Policies, Knowledge Development, and Employee Performance were reliable and statistically 

sound. 
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Table: 4.5 Construct Reliability and Validity - Overview 

 Cronbach’s 

alpha 

Composite    

reliability  

Composite    

reliability  

Average 

variance 

extract 

 

 

Employee 

Practice 

 

Green Practice 

 

Knowledge 

Development 

 

 

0.895 

 

 

0.793 

 

0.955 

 

 

0.895       

 

 

0.795 

 

0.959 

 

 

0.922 

 

 

0.858 

 

0.961 

 

 

0.704 

 

 

0.548 

 

0.714 

 

Interpretation: 

All items loaded highly (above 0.7) onto their respective variables: GP, GHRM, KD, and EP. 

KMO > 0.6 and significant Bartlett’s test confirm that the data is suitable for factor analysis. 

Validates the construct validity of the questionnaire and supports the use of these factors in 

further SEM analysis. 

 

4.6 Correlation analysis:  

The correlation results revealed strong and statistically significant positive relationships among 

all key variables. Specifically, Green Practices showed strong positive correlations with Green 

HRM Policies and Knowledge Development, indicating that the implementation of 

environmental practices within the organization is associated with the development of eco-

friendly HR strategies and knowledge-sharing mechanisms. Similarly, both Green HRM 

Policies and Knowledge Development were strongly correlated with Employee Performance, 

suggesting that environmentally conscious HR interventions and learning efforts are positively 

linked to enhanced employee productivity and engagement. 

 

Table: 4.6 

Path Coefficient - List  

 

 

Green Practices -> Employee 

Performance 

 

Green Practice -> HRM Policies & 

Knowledge Development 

 

HRM Policies & Knowledge 

Development -> 

Employee Performance 

Path Coefficient 

 

0.675 

 

0.631 

 

 

-0.125 

 

4.7  Regression analysis: 

Structural Equation Modeling (SEM) was used to assess both the direct and indirect effects of 

Green Practices on Employee Performance. Initially, Green Practices demonstrated a strong 

positive relationship with Employee Performance. However, when Green HRM Policies and 

Knowledge Development were introduced as mediating variables, the direct effect of Green 
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Practices became negative, although still statistically significant. This phenomenon, known as 

a suppression effect, implies that green practices, when implemented without sufficient HR 

support or training, may be perceived negatively by employees—possibly as an extra burden 

or unclear directive. However, when these practices are paired with proper green HRM 

strategies and opportunities for knowledge development, the outcome becomes highly positive. 

Both Green HRM Policies and Knowledge Development were found to significantly mediate 

the relationship between Green Practices and Employee Performance. These mediators 

enhanced the overall model, increasing the explained variance in employee performance and 

showing that the real benefit of green practices is realized when they are supported by 

structured HR policies and learning environments.  

 

Table 4.7 

Path Coefficient - Mean, STDEV, T Values, p 

Values 

 

 

 

 

 

 

Green 

Practices -> 

Employee 

Performance 

 

Green 

Practice -> 

HRM 

Policies & 

Knowledge 

Development 

 

HRM 

Policies & 

Knowledge 

Development 

-> 

Employee 

Performance 

Original 

Sample 

(0) 

 

 

 

 0.675 

 

 

 

0.631 

 

 

 

 

-0.125 

Sample 

Mean 

(M) 

 

 

 

0.654 

 

 

 

0.645 

 

 

 

 

-0.128 

Standard 

Deviation 

(STDEV) 

 

 

0.152 

 

 

 

0.076 

 

 

 

 

0.137 

T Statistics             P 

values 

 

 

 

 

4.439                       0000 

 

 

 

8.359               0000 

 

 

 

 

0.910              0.363 

 

 

 

4.7.1 Direct Effect of Green Practices on Employee Performance (Without Mediators): 

 

Table: 4.7.1 

Total Indirect Effects - Mean, STDEV, T 

Values, p Values 
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Green 

Practices -> 

Employee 

Performance 

Original 

Sample 

(0) 

 

 

 

-0.079 

Sample 

Mean 

(M) 

 

 

 

-0.079 

Standard 

Deviation 

(STDEV) 

 

 

0.088 

T Statistics             P values 

 

 

 

 

0.897            0.370 

 

Interpretation: 

• Green Practices alone have a moderate positive effect on Employee Performance. 

• This shows that sustainability initiatives do influence performance, but we don’t yet 

know how or why — that comes in the next mediation table. 

• Suggests that direct influence is insufficient, prompting investigation into mediating 

effects. 

 

4.7.2 Mediating Effect of GHRM and Knowledge Development on Green Practices → 

Employee Performance 

 

Table: 4.7.2 

Specific Indirect Effects - Mean, STDEV, T Values, 

p Values 

 

 

 

 

 

Green Practices 

-> Knowledge 

Development & 

HRM Policies -

> Employee 

Performance 

Original 

Sample 

(0) 

 

 

 

-0.079 

Sample 

Mean 

(M) 

 

 

 

-0.079 

Standard 

Deviation 

(STDEV) 

 

 

0.088 

T Statistics             P values 

 

 

 

 

0.897            0.370 

 

 

Interpretation: 

• When GHRM and KD are introduced as mediators: 

➢ The direct effect drops and even becomes negative, indicating a suppression 

effect. 

➢ This happens when green practices, if implemented without support (training, 

communication), are perceived as burdensome by employees. 

➢ However, total effect remains strong and positive because mediators carry the 

weight of impact. 

• Conclusion: Green Practices need proper support via GHRM and KD to truly improve 

performance. 

 

4.7.3 Specific Indirect Effects – Confidence Intervals (Bias Corrected): 

 

Table: 4.7.3 
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Specific Indirect Effects – Confidence intervals bias 

corrected 

 

 

 

 

 

Green Practices 

-> Knowledge 

Development & 

HRM Policies -

> Employee 

Performance 

Original 

Sample 

(0) 

 

 

 

-0.079 

Sample 

Mean 

(M) 

 

 

 

-0.079 

Bias 

 

 

 

 

-0.000 

2.5%                      97.5% 

 

 

 

 

-0.233            0.118 

 

 

Green Practices → Knowledge Development & HRM Policies → Employee Performance  

(This is a serial mediation model — where Green Practices first influence Knowledge 

Development, which then influences HRM Policies, which ultimately affects Employee 

Performance.) 

 

4.8 Findings  

4.8.1 Objective 1: 

To examine the impact of Green HRM practices on employee performance 

Findings:  

Green practices alone show a moderate positive impact on employee performance. However, 

direct impact becomes less significant when mediation variables are introduced. 

Result:  

Achieved — Shows that Green HRM needs to be strategically integrated to drive performance 

outcomes. 

Objective 2: 

To explore the mediating role of Green HRM policies between green practices and employee 

performance 

Findings: 

Green HRM policies (such as green training, recruitment, and rewards) show a strong 

mediating effect between green practices and performance. 

Without HRM mediation, green practices lose their effectiveness. 

Result: 

Achieved — Confirmed by SEM mediation analysis. 

Objective 3: 

To explore the mediating role of Knowledge Development in the relationship between green 

practices and employee performance 

• Findings:  

Knowledge development (learning opportunities, awareness campaigns, peer sharing) 

strengthens employee ability and motivation to align their actions with green 

initiatives. 

• Result:  

Achieved — Supported through positive indirect path coefficients. 

 

4.8.2 Research Questions Answered: 

➢ How do Green HRM practices influence employee performance? 

_Positively, especially with green HR strategies like training and rewards. 
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➢ Do Green HRM policies mediate between green practices and performance? 

_ Yes, significantly. Green HRM is a strong mediator. 
 

➢ Does knowledge development affect the link between green practices and 

performance? 

_ Yes, employees perform better when they understand and learn green methods. 

Hypotheses Testing Summary: 

Hypothesis Statement Result 

H1 Green practices have a positive impact on employee performance. 
 

Supported 

H2 
Green HRM policies mediate green practices → employee 

performance. 
Supported 

H3 
Knowledge development mediates green practices → employee 

performance. 

 

Supported 

All hypotheses are supported through SmartPLS SEM analysis. 

 

4.8.3 Alignment with Previous Studies: 

The findings of this study join closely with existent literature on Green Human Resource 

Management (GHRM) and attendant efficiency. Prior studies, such as those by Renwick et al. 

(2023) and Jabbour and others. (2022), stressed that green practices absolutely influence 

administrative effects only when they are embedded inside supportive HR foundations. This 

study ratifies those decisions by appearance that 

Green Practices, when mediated through Green HRM Policies and Knowledge Development, 

considerably improve employee performance. Additionally, the results strengthen Pham et al. 

(2020) and Dumont and others. (2023), the one establish that green preparation and knowledge 

increase member motivation and organizational commitment. Employees are more inclined 

engage in sustainability efforts when they are ready organized procedures and convenience to 

gain information. However, this study increases a singular intuitiveness by experiment the 

sequential negotiation of Knowledge Development and HRM Policies in individual unending 

way. Interestingly, the judgments tell that this distinguishing roundabout course is not 

statistically meaningful. This distinct lightly from few premature models that pretended 

undeviating origin between these constructs. The negative cooperative and the addition of turn 

the assurance pause desire that while both mediators are stunning on their own, they may to 

malfunction efficiently in consecutive time. This shading provides to the brochure by advising 

that GHRM and Knowledge Development concede possibility be acted as parallel, not 

subsequent, mediators. In summary, this research is widely regular accompanying existent 

judgments but donates a main concerning details awareness concerning the constitute of 

mediators in GHRM frameworks. 

 

4.8.4 Summary of Findings: 

Component Findings 

Green Practices Moderate direct impact; not fully effective without mediation. 

Green HRM Policies 
Strong mediator; improves alignment, motivation, and 

performance. 

Knowledge 

Development 
Essential for skill-building and innovation; enhances performance. 

Employee Performance 
Optimized when supported by green HR policies and knowledge 

systems. 
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Component Findings 

Overall Model (SEM) 
Validated; all paths statistically significant; indirect effects are 

stronger. 

 

Briefing: 

• Green HRM and Knowledge Development are not optional add-ons, but strategic 

necessities to convert environmental policies into real performance gains. 

• Organizations that invest in training, communication, and sustainability-oriented 

HRM see measurable benefits in employee output and engagement. 

• Without these mediators, green practices might feel burdensome or misunderstood 

by staff. 

 

4.9 Chapter Summary 

This chapter presented the statistical analysis of your proposed model using SEM via 

SmartPLS. Descriptive statistics revealed positive perceptions of green practices and HR 

efforts among airline employees. Correlation and regression analysis confirmed significant 

relationships among all variables. Mediation analysis demonstrated that Green HRM Policies 

and Knowledge Development significantly mediate the impact of Green Practices on Employee 

Performance. All objectives were met, and all hypotheses were supported. The findings confirm 

prior research and add local context-specific insights for Pakistan’s airline industry. 

 

Chapter 5 

 

Conclusion and Recommendations 

 

5.1 Introduction: 

This chapter presents the conclusion of the research study by summarizing the key verdicts, 

debating their suggestions, and contribution realistic and hypothetical pieces of advice 

recommendation. The aim concerning this research search out consider the impact of green 

practices on operator efficiency and to test how Green Human Resource Management (GHRM) 

procedures and information happening serve as interceding variables inside this connection. 

By drawing on practical dossier composed from the air carrier manufacturing in Islamabad, the 

unit further focal points the study’s contributions to the field of tenable HRM and outlines 

future research guidance. 

 

5.2 Overview of the Study: 

The study directed on investigating how green practices selected by organizations influence 

employee performance and either this influence is invigorated by effective green HRM policies 

and knowledge development strategies. The research was conducted through an all-inclusive 

approach utilizing SmartPLS 3.0 to resolve dossier composed by way of organized 

questionnaires. The verdicts showed that green practices unique have a restricted but certain 

effect on agent acting. However, when linked accompanying auxiliary HR tactics and excuse 

for information growth, this effect enhances considerably stronger. The results specify 

intuitiveness into how tenable trade practices maybe interpreted into concrete worker effects 

when supported by the right systems and structures. 

 

5.3 Important Findings: 

One of the most critical findings of this study is the validation that Green HRM policies and 

knowledge happening both play critical mediating duties in the relationship between green 

practices and employee accomplishment. Employees are more productive and committed when 
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their organization not only advances sustainability but too provides the tools and preparation 

wanted to take action these principles. The study again disclosed that the serial mediation 

path—where green practices bring about information incident, that in proper sequence 

influences HRM policies and eventually influences act—was not statistically important. This 

implies that while each negotiator is stunning separately, the sequential order cannot be 

proficient or persuasive. Overall, the research strengthens the plan that green drives are most 

favorable when they are by means of a joined HR foundation and a culture of continuous 

knowledge. 

 

5.4 Contribution to the body of knowledge: 

This research form various main offerings to academic and useful knowledge. First, it confirms 

existent theories such as the Theory of Planned Behavior by demonstrating that staff member 

attitudes and behavior toward sustainability are formed by HR wholes and approach to 

information. Second, the study addresses a gap in the literature by fixating on a developing 

country context—Pakistan’s airline manufacturing—that is frequently belittled in sustainability 

research. Third, it challenges existent acceptances about undeviating arbitration models and 

plans that GHRM and information incident are more direct when used in parallel alternatively 

in a contingent order. These contributions improve the understanding of how green HRM may 

be devised and achieved efficiently in essence. 

 

5.5 Conclusions: 

In conclusion, this study highlights the significance of adopting a complete approach to 

sustainability within organizations. Green practices, while unavoidable, are not adequate on 

their acknowledge drive representative performance. Their impact enhances significant when 

organizations invest in organized HRM procedures and allow information growth across the 

trained workers. By promoting a supportive atmosphere place operators appreciate and worth 

sustainability, arrangements can raise both incidental consequences and clerk output. The 

verdicts stress that tenable HRM is not solely a agreement issue but a crucial drive that benefits 

both things and the arranging all at once. 

 

5.6 Recommendations and Suggestions: 

 

5.6.1 Researchers (future research calls) For Future Researchers 

Future research keep believe these verdicts by utilizing long dossier to test the enduring 

belongings of green HRM and information happening on conduct. It is likewise urged that 

investigators investigate different potential mediators such as organizational culture, guidance, 

or digital metamorphosis in sustainability frameworks. Additionally, qualitative arrangements 

in the way that interviews or focus groups take care of provide deeper observations into agent 

ideas and observable reactions to green initiatives. 

 

5.6.2 Policy Makers (Recommend the steps to be taken at Macro Levels) 

Policy makers endure consider developing national or sector-particular directions that advance 

the integration of sustainability inside HRM arrangements. These grant permission contain 

standard necessities for green preparation, worker difficulty in sustainability preparation, and 

conduct metrics connected to material aims. Governments can more support arrangings through 

incentives and acknowledgment programs that reward the profitable exercise of green HRM 

practices. 

 

5.6.3 Managers: 

Managers are encouraged to join their performance management systems with green goals. 

This contains contribution preparation sessions on environmental responsibility, embedding 
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sustainability into task descriptions, and pleasing environmental management. By founding an 

administrative sophistication that principles green practices, managers can promote operator 

date, innovation, and a joint assurance to enduring material aims. 

 

5.6.4 Target Readers: 

This research is especially having to do with employees and managers working inside the 

airline industry, place environmental impact is a urgent concern. Airline staff can better 

understand how green drives have connection with their regularly work and performance 

anticipations. Additionally, HR managers, sustainability directors, and training departments in 

navigation can use the findings to design impactful green HRM foundations. Beyond aviation, 

the judgments are again beneficial for professionals in different high-carbon sectors aiming to 

reinforce employee acting through sustainable practices. The study offers a society-attracted 

approach to referring to practices or policies that do not negatively affect the environment 

trustworthiness, making it an efficient capital for forceful sustainable change through 

workforce date. 
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Appendices: 

The following appendices provide supporting materials, including the research questionnaire, 

ethical details, and relevant analysis outputs used in this study. 

 

A. Green Practices 

• My organization promotes environmental sustainability. 

 

• Employees are encouraged to adopt eco-friendly behavior. 

 

• Waste segregation and recycling are practiced regularly. 

 

B. Green HRM Policies 

• The HR department integrates environmental goals into hiring. 
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• Green practices are part of our training programs. 

 

• Performance evaluations include environmental behavior. 

 

C. Knowledge Development 

• I receive training on green knowledge and sustainability. 

 

• The organization promotes learning about green innovations. 

 

• I am encouraged to share green ideas with coworkers. 

 

D. Employee Performance 

• I consistently meet my work targets and deadlines. 

 

• I contribute positively to team outcomes. 

 

• My productivity has improved over time. 

 

 


