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Abstract

In an era where the ecological consequences of corporate endeavors are becoming more
evident, there is a mounting fascination with the potential impact of environmentally
conscious HR practices on employee performance. The present study delves into the
intricate connection between such green HR practices and the environmental performance
of employees, specifically exploring the mediating influences of green motivation and
PEMM. A comprehensive survey was conducted among individuals employed in the IT
sector, ultimately revealing a noteworthy and positive correlation between green HR
practices and intrinsic and extrinsic motivation for environmentally friendly actions and
PEMM. This research contributes to the growing literature on environmentally conscious
HR practices, providing empirical evidence of the positive relationship between such
practices, motivation for sustainability, and the advancement of proactive environmental
management within the IT industry. The findings of this study hold significant implications
for organizations committed to environmental stewardship and long-term sustainability.
By offering practical insights, this research aids IT companies in developing and
implementing green HR strategies that align with their sustainability goals.
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1 Introduction

In recent years, the imperative of addressing environmental sustainability has gained rapid
recognition in the business world. Organizations across industries have been under mounting
pressure to proactively reduce their environmental impact and promote sustainability (Sanchez-
Sellero et al., 2022). HR practices emerged as a pivotal factor in driving ecological sustainability
within organizations, as they could shape employee behavior and promote adopting
environmentally responsible practices (Huang et al., 2022).

Green practices largely foster green organizational culture and promote environmental
sustainability. These practices involve eco-friendly workplace policies, green recruitment, training
programs, and encouraging employees to adopt environmentally conscious behaviors. The IT
industry has been growing rapidly in Pakistan, significantly contributing to the national economy.
MolITT said the IT sector was one of Pakistan's fastest-growing industries, contributing around 1%
of the nation's GDP, or about 3.5 billion USD, annually. Research has shown that organizations
that adopted environment-friendly practices were more likely to achieve sustainability goals,
improve their environmental performance, and benefit from increased profitability (Agostino &
Ruberto, 2021). Hameed et al. (2020) found that green HRM practices positively impacted
environmental management maturity in the hotel industry, which could be extended to other
industries, including the IT sector.

Therefore, the rapid global growth of the IT sector has led to concerns about its potential
environmental impact. The industry’s high energy consumption and reliance on electronic devices
have raised concerns about the potential for environmental degradation. Nevertheless, the IT sector
also has the opportunity to lead efforts toward environmental sustainability by adopting green
practices and reducing the ecological impact (Sanchez-Sellero et al., 2022). Prior research has
shown that applying Green HR practices in the IT sector can yield positive outcomes such as
increased employee motivation, enhanced environmental management maturity, and improved
financial performance. For example, a study by Davidescu et al. (2020) discovered that businesses
using green HR methods saw improvements in work satisfaction and employee engagement, as
well as lower energy and waste management expenses. By examining the effects of these practices
on green motivation and PEMM within Pakistan's IT industry, a study by Yong et al. (2020) closes
the research gap despite the potential benefits of green HR practices in the IT business. This study
examines the correlations between the factors under inquiry to support environmental
sustainability in the IT industry through green HR practices. The IT industry is a major contributor
to global greenhouse gas emissions. Thus, it's critical to remember this to emphasize the need for
green HR practices (Asif et al., 2021; Wang et al., 2023).

According to a report published by the IEA, the global IT sector was responsible for 1.5% of
greenhouse gas emissions worldwide in 2020; by 2025, that percentage is expected to rise to 3.5%
(Scott & Gossling, 2021). This emphasizes the importance of the IT sector embracing sustainable
business practices and lessening its influence on the environment. Governments and regulatory
agencies have been pushing for environmental sustainability (Khan et al., 2019) and the adoption
of green practices by businesses in recent years. For instance, the Pakistani government has
implemented several laws and programs to encourage sustainable growth and lessen the nation's
carbon footprint. By adopting green HR practices, organizations in the IT industry can not only
comply with regulatory requirements but also position themselves as responsible corporate citizens
and gain a competitive advantage. The adoption of green HR practices positively impacts hiring
and staff retention. Today's Workers are more inclined to work for companies that value
sustainability since they are more aware of environmental issues. Organizations may recruit and
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retain talent and develop a more engaged and motivated workforce by implementing green HR
principles (Arshad et al., 2022; ur Rehman et al., 2024).

Remembering that smaller companies can use green HR practices is also critical. Small and
medium-sized enterprises (SMES) in the IT industry can benefit from implementing green HR
practices. SMEs can adopt green practices faster and more effectively than larger enterprises
because they are frequently more adaptable and agile. Furthermore, the IT industry is among the
fastest-growing and largest global producers of carbon emissions, which emphasizes the
importance of green HR practices in the field (Afzal et al., 2023; Khan et al., 2022; Mustafa et al.,
2022; Rehman et al., 2023). For this reason, businesses in this sector must act to lessen their
environmental effect and promote sustainability. Adopting green HR practices can assist by
encouraging employees to adopt eco-friendly behaviours that relate to their personal and
professional lives and foster a culture of environmental responsibility. Furthermore, green HR
practices have advantages beyond lessening an organization's environmental impact. These
procedures can also help improve worker satisfaction, which can benefit recruitment, retention,
and productivity. For example, a 2014 study by Pham et al. (2020) discovered that businesses using
green HR practices had decreased absenteeism and turnover, which can save the business money.

Although green HR practices are becoming increasingly important, not enough studies have been
done on how they affect employee engagement and corporate success in Pakistan. To close this
knowledge gap, this research will examine the connections and contributing variables between
green HR practices and employee engagement and the correlations between these practices and
organizational success. Furthermore, this study has advanced knowledge of the advantages of
green HR practices for businesses and workers alike. This study investigates the relationships
among green HR practices, environmental performance, and company sustainability. Though
green HR practices are becoming increasingly important, not enough studies have been done on
how they affect employees. This research aims to understand better how green HRM practices
influence environmental performance and corporate sustainability. It also investigates how green
motivation and PEMM influence these interactions. Furthermore, the study examined how green
motivation influenced the relationship between green HR practices, company sustainability, and
environmental performance. The study also looked at the mediating function of PEMM in these
connections, which will provide important insights into the mechanisms by which green HR
practices affect business sustainability and environmental performance.

This study's findings have provided valuable insights into the challenges and opportunities for
implementing green HR practices in Pakistani workplaces, as well as guiding the development of
effective strategies for organizations, practitioners, and policymakers to implement green HR
practices in the country. Furthermore, the study has added to the greater literature on green HR
practices and sustainability by offering insights into their application in developing countries. The
study's conclusions have far-reaching consequences for its environmental and financial
performance because the IT industry is a major contributor to Pakistan's national economy.
Overall, the findings of this study have major ramifications for Pakistani IT firms. This study
emphasizes the potential benefits of green HR practices for firms that want to adopt sustainable
business practices while reducing their environmental effect. By demonstrating the favorable
benefits of these practices on staff engagement and ecological management maturity, this study
provides a path for firms looking to improve their sustainability efforts. The study's findings can
help policymakers and regulatory organizations design regulations and policies to promote
sustainable development in the IT industry. In addition to contributing to the body of research on
green HR practices, corporate sustainability, and environmental performance, the study aims to
provide actionable guidance for firms interested in implementing sustainable HR practices. The
outcomes of this study will be useful for both academics and practitioners.
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2 Literature Review

HRM (HRM) policies significantly influence an organization's attempts to achieve environmental
sustainability (Zhu et al., 2021). Green HRM strategies are critical to developing environmentally
responsible behaviour among employees and establishing a green business culture. These practices
include green recruitment, training programs, performance evaluations, teamwork, rewards,
engagement, culture, and empowerment. (Paille et al. 2020). To ensure sustainability and promote
environmentally conscious behaviors, organizations must implement green HRM practices that
engage employees through policies and initiatives that priorities environmental awareness.
Adopting green HR practices fosters a green culture by promoting employee green ability,
awareness, and behavior (Hooi et al., 2022). Based on empirical research, adopting green HRM
practices has enhanced organisation’s environmental and financial performance. For example,
Ahmed et al. (2020) discovered a positive relationship between green HRM practices and
ecological performance in Pakistan (Jabbar & Abid, 2015). at the same time, Ojo et al. (2022)
discovered a similar positive relationship between green HRM practice adoption and reduced
energy consumption and waste generation, as well as increased pro-environmental behaviour
among Jordanian employees. Furthermore, Green HRM Practices positively impact employee
motivation for ecologically responsible conduct. Hameed et al. (2020) discovered that green HRM
methods increased employee motivation to engage in pro-environmental activity in the Chinese
context. Recent research has shown that green HRM can improve workplace environmental
performance despite this topic being understudied in Pakistan (Ahmed et al., 2020).

The current literature reveals that green HRM practices have the potential to significantly
contribute to environmental sustainability in enterprises, particularly the IT industry. Adopting
such strategies can help firms minimise their environmental footprint, encourage environmentally
responsible behavior among employees, and improve their environmental and financial
performance. Green HR practices incorporate environmental sustainability ideas into HR policies
and procedures. These practices include lowering the carbon impact of HR processes, increasing
employee eco-awareness and training, and supporting sustainable behavior in the workplace. On
the other hand, corporate sustainability is defined as incorporating social, environmental, and
economic factors into business strategy and operations. The goal is to produce long-term benefits
for stakeholders while minimizing environmental impact. The premise that green HR practices
improve business sustainability is widely supported by research. Green HR practices involve
incorporating environmental sustainability principles into HR policies and procedures, which can
help reduce the organization's carbon footprint, increase employee eco-awareness and responsible
behavior, and align HR policies with the organization's sustainability goals. On the other hand,
corporate sustainability refers to incorporating social, environmental, and economic issues into
business strategy and operations to generate long-term value for stakeholders while reducing
environmental impact. By implementing green HR practices, firms may improve their
environmental performance, boost their reputation, raise employee engagement and satisfaction,
and optimise.

Several studies have indicated that green HR practices improve organizational sustainability. For
example, Liu et al. (2019) discovered that firms that implemented green HR strategies performed
better regarding environmental performance, employee engagement and satisfaction, and resource
efficiency. These results are critical to the organisation's profitability and sustainability,
emphasising the need to include green HR practices in a larger corporate sustainability plan. To
summaries, green HR practices are an important driver of business sustainability, and
implementing them can help organizations decrease their environmental impact, encourage eco-
awareness and responsible conduct, and link HR policies with sustainability goals. By
incorporating green HR practices into their operations, firms can enhance their reputation and
promote employee engagement.
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H1: The implementation of green HR practices has a positive impact on enhancing corporate
sustainability

Green HR Practices involve incorporating environmental sustainability principles into HR policies
and procedures to reduce the organization's ecological organisation's impact and foster a
sustainable culture. Environmental performance is an organization's ability to reduce its negative
influence on the environment by utilising natural resources efficiently, decreasing waste and
emissions, and implementing environmentally responsible practices. Green HR habits can help an
organization's environmental performance by lowering its carbon footprint and fostering
sustainable habits among employees. For example, initiatives promoting digitalisation and
telecommuting can cut paper usage and transportation emissions. Additionally, recycling programs
and eco-friendly products can reduce waste and encourage environmentally responsible practices.
By integrating these practices into HR policies, firms can reduce their ecological footprint and
foster a more sustainable future.

Furthermore, green HR practices can enhance employees' understanding of environmental issues
and encourage them to engage in sustainable behaviour inside and outside the office. This can
boost long-term environmental performance and foster a sustainable culture within the firm.
According to recent studies, implementing green HR practices can have a positive ecological
impact on firms. Wen et al. (2022) found that Pakistani enterprises that embraced green HR
practices had lower carbon emissions and better environmental performance. Similarly,
Khairuddin et al. (2019) discovered that small and medium-sized enterprises in Malaysia become
more environmentally sensitive after implementing green HR practices (Chin et al., 2023;
Junsheng et al., 2020). According to Chen et al. (2021), adopting green HR practices was positively
associated with implementing sustainable supply chain management techniques, which in turn
contributed to enhanced environmental performance in Chinese enterprises. In conclusion, new
research supports the idea that green HR practices improve environmental performance.
Organizations can reduce their ecological effect, foster a sustainable culture, and contribute to
long-term environmental performance by incorporating ecological sustainability principles into
HR policies and practices. Thus, the hypothesis is presented as follows:

H2: Green HR practices have a positive influence on environmental performance

Green HR practices improve organisational sustainability, and green motivation facilitates this
relationship. Ghaderi et al. (2024) discovered that green HR practices increase employee
engagement in sustainability, which is partially mediated by green motivation. To encourage
ecologically responsible conduct among employees, the authors recommend that managers foster
a supportive work environment and use incentives to reward those who demonstrate a strong
commitment to sustainability. Kim et al. (2019) examined the connection between environmentally
conscious OCB and green HR practices, green motivation, and green motivation. In another study,
Chen et al. (2021) investigated how green HR practices affected organizational commitment,
environmental performance, and employee job satisfaction. The authors demonstrated that green
HR practices partially mediate the relationship between green motivation, work satisfaction, and
organizational commitment. The authors recommend that managers use green HR practices to
improve environmental performance, build a sustainable culture, and boost employee well-being.
The findings of this study indicate that green HR practices have a favourable association with
company sustainability, which is mediated by green motivation. This suggests that green HR
practices can boost employee participation in sustainability programs and improve environmental
performance, but only through the motivating aspect of green behaviour. The study's conclusions
have important ramifications for businesses hoping to boost their environmental performance
through effective HRM techniques. It emphasizes the significance of establishing a sustainability
culture within the industry and giving staff members chances to engage in eco-friendly actions.
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In reality, this study advises that firms should implement green HR practices such as sustainability
training and promoting eco-friendly products and recycling programs. These approaches can foster
a more environmentally conscious workplace and raise employee enthusiasm to participate in
sustainability activities, resulting in improved company sustainability performance. This study
gives insightful perspectives on the relationship between green HR practices, green motivation,
and company sustainability (Tian et al., 2020). It emphasises the significance of instilling a
sustainable culture inside organizations and encouraging environmentally responsible conduct to
achieve sustainable development goals.

H3: Green motivation can mediate the relationship between green HR practices & corporate
sustainability

Green motivation's role as an intermediary factor influenced the relationship between green HR
practices and environmental performance (Asad et al., 2024; Rehman et al., 2023). This indicates
that green motivation influenced the link between Green HR practices and environmental
performance. Numerous researches investigated the relationship between environmental
performance, green motivation, and green HR practices (you're Rehman et al., 2024). Govindan et
al. (2018) researched the Indian automobile industry to evaluate the relationship between
environmentally friendly HR practices and performance. The study discovered that eco-design
training and implementation were successful green HR practices positively impacting
environmental performance. The authors claimed that green HR practices could be a useful
strategy for increasing employee green motivation and improving ecological performance in the
automobile industry. Similarly, Pham et al. (2020) researched the relationship between
environmental performance, green inspiration, and green HR practices in Brazil. According to the
study's findings, green HR practices positively impact green motivation, which improves
environmental performance. The study indicated that integrating green HR practices could
increase employee involvement in sustainability programs and improve environmental outcomes.

Furthermore, a study by Liu et al. (2019) investigated the relationship between environmental
performance, green motivation, and HR practices in China. The authors discovered that green
motivation, which favourably improved environmental performance, was positively influenced by
green HR practices (Afzal et al., 2023). According to the study, green HR practices could be used
in China to boost employee involvement in sustainability projects and enhance environmental
performance. In their conclusion, the authors wrote that “green HR practices could enhance the
environmental performance of firms by promoting employee green motivation”.

Raza and Khan (2022), investigated the relationship between green employee motivation, green
HR practices, and environmental performance in the hotel industry (Ying et al., 2020). The study
found that introducing green HR practices improved staff members' environmental motivation,
resulting in better environmental performance. The study indicated that applying Green HR
practices could effectively improve environmental performance within the hotel business by
increasing employee green motivation (Elziny, 2019). The findings of these recent studies strongly
indicate that a person's desire to live sustainably mediates the relationship between green HR
practices and environmental performance. Green HR strategies can foster the development of a
sustainable business culture while also providing chances for employees to act ethically (Saleem
etal., 2020; Wang et al., 2023). Green HR strategies boost employee engagement to sustainability,
improving environmental performance.

H4: Green Motivation mediates a relationship between Green HR Practices & Environmental
Performance.

The ability of an organization to proactively manage its environmental effects and
promote sustainable business practices is referred to as PEMM. Green HR practices, such as
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environmental training programs and sustainable hiring and selection procedures, were more likely
to be adopted by firms with higher levels of PEMM. According to this poll, firms looking to
improve their sustainability performance should focus more on developing and enhancing their
PEMM rather than simply implementing green HR practices. Organizations that successfully
integrate sustainability into their operations will achieve better environmental outcomes (Adnan
et al., 2023). The evidence is consistent with the hypothesis that PEMM mediates the relationship
between green HR practices and corporate sustainability and emphasizes the criticality of
organizations putting equal emphasis on both of these elements to improve sustainability
outcomes. This can involve implementing various initiatives, such as setting sustainability goals,
developing a sustainability strategy, and monitoring and reporting on environmental performance.
This concept has been designed to help organizations assess their current level of environmental
management performance and to identify opportunities for improvement (Mustafa et al., 2022).
An organization's level of PEMM will affect the relationship between its green HR practices and
its overall sustainability. A study published in the Journal of Cleaner Production found that
organizations with higher levels of environmental management maturity had stronger relationships
between their green HR practices and overall sustainability (Krause & Bronstein, 2024).

H5: PEMM mediates the relationship between green HR practices and corporate sustainability.

Numerous studies have shown that Green HR practices can help companies achieve sustainability

by encouraging eco-friendly policies, recruiting and selection procedures, and eco-focused training
programs. However, the organization's environmental management maturity level may influence
the effectiveness of green HR strategies (Zhu et al., 2021). A mature approach to proactive
environmental management refers to the strategies, procedures, and practices used by an
organization to reduce its environmental impact and incorporate sustainability into its operations.
According to studies, organizations with more proactive environmental management strategies are
better able to implement green HR policies and achieve long-term results. These companies are
more likely to have implemented environmentally friendly HR practices, such as environmental
training programs, which can help reduce their negative environmental impact. As a result, firms
seeking to improve their sustainability outcomes through Green HR practices must prioritize the
creation and enhancement of PEMM. Green HR activities are linked to corporate sustainability
through PEMM.

H6: PEMM mediates the relationship between green HR practices and corporate sustainability.

Figure 1 depicts the study's research model, which includes green HR practices as an independent
variable and business sustainability and environmental performance as dependent variables.
Furthermore, the study examines two mediators: green motivation and PEMM.
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Figure 1: Research Model
3 Methodology

Numerous research studies have demonstrated the link between sustainable organisational
practices and green HR practices. A few examples of green HR practices that have been discovered
to impact corporate sustainability outcomes positively include adopting environmentally friendly
policies, sustainable recruitment, and selection practices, and training programs focused on
environmental sustainability. However, research has also indicated that the organization's level of
environmental management maturity may have an impact on how effectively green HR practices
promote sustainability. O'Donohue and Torugsa's (2016) study discovered that green HR practices
enabled proactive environmental management, resulting in high-performance outcomes for
organizations. They emphasized that academic literature has widely proven the beneficial
association between green HR practices and company sustainability. Green HR practices can be
utilized as a tool to boost employee participation in sustainability projects and enhance
environmental performance.

The initial independent variable under investigation in the present study is Green HR Practices.
Green HR practices include various actions that businesses can take to encourage their staff to
engage in an environmentally responsible manner. By putting such practices into place,
organizations want to encourage green behaviour, awareness, and skills in their staff, eventually
resulting in a green culture within the business (Paille et al., 2020). This variable consists of three
items and measures how much an organization incorporates eco-friendly behavior into its HR
practices. Corporate sustainability is the main dependent variable in the current study, which
encompasses a business approach that considers the effects of a company's operations on the
environment, society, and the economy. By adopting sustainable practices, firms can mitigate their
environmental impact, promote social welfare, and achieve long-term economic viability
(Crossley et al., 2021). This variable includes seven items and measures the degree to which an
organization considers sustainability as a critical component of its corporate culture. The study's
second dependent variable is environmental performance. This characteristic addresses the
organization's measurable environmental impact, including its carbon emissions, water use, waste
creation, and resource utilization. The relationship between green HR practices and environmental
performance was modified by the role of green motivation as an intermediary factor.

Green Motivation, one of the mediating factors in this study report, refers to how employees are
driven to engage in ecologically sustainable workplace behaviours. This variable contains eight
questions that assess employees' motivation and participation in environmental activities. The
second mediating variable in this study is PEMM. PEMM describes an organization's ability to
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create and maintain effective environmental management practices, policies, and procedures. This
variable includes four items and measures how green HRM (HRM) practices improve an
organization's energy efficiency.

Demographic variables, including gender, years of qualification, age, industry, and designation,
were included in this study as control variables to isolate the effect of Green HR practices on
Corporate Sustainability and Environmental Performance. We considered the demographic
variables of the respondents’ genders (male = 1, female = 2), years of qualification, age, industry,
and designation to control for potential confounding factors that could influence the relationship
between both the Y1 and Y2. For example, gender may be included as a control variable because
men and women may have different attitudes and behaviours towards environmental sustainability.
By controlling for gender, we can more accurately assess the impact of Green HR on corporate
sustainability without the potential influence of gender biases. Similarly, years of qualification and
age are included as control variables because they could influence employees' experience and
knowledge about environmental sustainability, influencing their attitudes and behaviours towards
sustainability in the workplace. Industry and designation may also be relevant control variables
because different industries and job positions may have different levels of exposure to
environmental sustainability issues, which could influence their attitudes and behaviours toward
sustainability. Overall, by controlling for potential confounding variables that could affect the
association between the variables, using these demographic data as control variables can help to
isolate the impact of Green HR practices on corporate sustainability and environmental
performance. This study aimed to investigate the relationships between the variables under
consideration, as well as the mediating effects of green motivation and PEMM on the relationship
between green HR practices, corporate sustainability, and environmental performance. The
research design used in this study was quantitative, non-experimental, and correlational. The data
was gathered from participants during their regular office hours in non-contrived situations, with
minimal interference. Data collection went smoothly, and participants had enough time to
complete the questionnaire. The participants were educated about the study's goal, which allowed
them to understand the reasoning behind the survey and complete it appropriately.

Due to their critical role in the adoption of green HR practices and environmental management
practices in the IT industry, the participants were mostly HR managers from various IT offices in
Lahore. This research paper targets all the permanent and white-collar employees who work daily
at IT Offices such as i2c, Educative, Hashlogics, and Triple Technologies. Lahore was selected as
the target city for this study for several reasons. First, Lahore has a better average ratio of literacy
and infrastructure improvement than other cities in Pakistan, which makes it easier to administer
surveys and obtain more transparent responses. Additionally, Lahore is a central city with a large
number of IT offices, making it an ideal location for researching GHP and its impact on Corporate
Sustainability and Environmental Performance.

This research study is aligned with the theory proposed by Taherdoost (2021), which states that a
larger sample size reduces the chances of bias and minimizes errors in the results. Therefore, a
large sample size of employees from different IT offices in Lahore was selected to enable the study
to provide more robust and reliable findings. The responses from the employees were gathered
using a systematic questionnaire to ensure the validity and reliability of the data. Convenience
sampling was utilized as the sampling technique to gather data from the target population of white-
collar and designated employees working in IT offices in Lahore who met the inclusion criteria.
A sample size of 270 participants was deemed adequate to examine the suggested model and
generalize its findings because the survey employed in this study had 27 items. However, despite
our best efforts, some respondents did not complete the questionnaire in full, resulting in a total of
250 valid responses. Even though the targeted sample size was not that large, the study could still
provide reliable data for analysis.
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4 Data Analysis and Findings
4.1 Descriptive Analysis

Participants were asked to indicate how much they agreed with a statement on a five-point Likert
scale, from "strongly disagree" (five) to "strongly agree" (out of one). SPSS version 21 is used for
statistical data analysis.

Table 1: Measurement of Study Variables

Variables Reference Items Scale

Green HR Practices (Ahmed, et al., 2020) 3 Items 5 Likert Scale
Green Motivation (Ahmed, et al., 2020) 8 Items 5 Likert Scale
Corporate (Jamal, et al., 2021) 7 ltems 5 Likert Scale
Sustainability

Environmental (Ahmed, et al., 2020) 6 Items 5 Likert Scale
Performance

PEMM (Ahmed, et al., 2020) 4 Items 5 Likert Scale

The above table presents the descriptive analysis of the participant's characteristics in terms of
gender, age, and education. The table shows that out of the total 250 participants, 160 (63.7%)
were male, while 90 (35.9%) were female. In terms of age, the majority of participants (110 or
43.8%) were in the age group of 20-25, followed by 67 (26.7%) in the age group of 26-30, and 41
(16.3%) in the age group of 31-35. Only 15 (6.0%) participants were above the age of 41-45. When
it comes to education, the majority of participants (142 or 56.6%) had completed their graduation,
while 70 (27.9%) had pursued post-graduation. Only 38 (15.1%) participants were undergraduates.
**Correlation is significant at the 0.01 level (2-tailed).

Table 2: Demographic Variable Analysis

Frequency Percentage
Gender
Male 160 63.7
Female 90 35.9
Age
20-25 110 43.8
26-30 67 26.7
31-35 41 16.3
36-40 17 6.8
41-45 15 6.0
Education
Graduate 142 56.6
Postgraduate 70 27.9
Undergraduate 38 15.1

According to the findings, there is a strong positive correlation between green HR practices and
green motivation (r=0.487, p0.01), meaning that businesses that use environmentally friendly HR
practices are more likely to have staff members driven to engage in sustainable environmental
practices. Additionally, a substantial positive association exists between PEMM and green
practices (r=0.465, p0.01), indicating that businesses with proactive environmental management
practices are likelier to have them.
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Table 3: Descriptive and Correlation Analysis

Mean S.D. Green Green PEMM Corporate Environmental

HR Motivation Sustainability  Performance
Practices

Green HR 3137 08792 1

Practices

Green 3356 0.7336  .487** 1

Motivation

Proactive 3.407 0.8222 .465** .607** 1

Environmental

Management

Corporate 3.800 0.8148 .096 -.021 -.050 1

Sustainability

Environmental 3.468 0.7455  .420** .624** .619** -.034 1

Performance

The results also demonstrate a significant positive correlation between Green Motivation and
PEMM (r=0.607, p<0.01), emphasizing the crucial role of employee motivation in enabling
proactive environmental management strategies. Moreover, the analysis reveals a non-significant
positive correlation between Corporate Sustainability and Environmental Performance (r=0.096,
p>0.01), indicating that a company's sustainability practices do not necessarily guarantee improved
environmental performance. However, there is a strong positive link between environmental
performance and all other factors, including green HR practices (r=0.420, p0.01), green motivation
(r=0.624, p0.01), and PEMM (r=0.619, p0.01). This suggests that each of these areas, which are
essential to an organization's sustainability practices, has an impact on environmental
performance.

4.2 Reliability and internal consistency

Table 4 shows the internal consistency of measurement items for the constructs of GHP, GM, and
PEMM is very good, with Cronbach's alpha coefficients of, 0.79, 0.76, and 0.79, respectively. This
indicates that the items are reliable and consistently measure the intended constructs. The
Cronbach's alpha coefficient for Corporate Sustainability is excellent at 0.963, indicating high
internal consistency and reliability of the measurement items for this construct. For the
Environmental Performance construct, Cronbach’s alpha coefficient is 0.711, which is deemed
adequate according to the recommended threshold for internal consistency. This suggests that the
items are moderately reliable in measuring the construct of environmental performance. Overall,
the results of the reliability test suggest that measurement items for constructs used in this study
are reliable and internally consistent, indicating that the data collected can be trusted and used in
further analysis.

Table 4: Reliability Analysis

Scales Items Cronbach’s o values Level of reliability
1 Green HR Practices 3 0.790 Very Good
2 Green Motivation 7 0.760 Very Good
3 PEMM 4 0.793 Very Good
4 Corporate Sustainability 7 0.963 Excellent
5 Environmental Performance 6 0.711 Adequate

4.3 Hypotheses Testing

The mediation analysis of the study variables was conducted using Model 4 in the PROCESS
Hayes. The main objective was to investigate the relationship between the dependent variables
(green motivation and environmental performance) and the independent variables (green HR
practices) while accounting for the mediating variables. Model summary for Y1 as the outcome
variable tells that the model is not statistically significant (p = 0.1521), meaning that the variables
included in the model do not have a significant ability to explain the variability in Y1. However,
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the direct effect of X on Y1 is marginally significant ($=0.1286, t = 1.9194, p=0.0561). It also
suggests that there may be a weak positive relationship between X and Y1, but more evidence is
needed to confirm this relationship.

Table 5: Mediation Analysis |

Green HR Practices (X) -> Green Motivation (M1) -> Corporate Sustainability (Y1)
Model 4
Y: VY1 X: X M: M1
Sample 250
Outcome Variable M1
X-> M1
R: 0.4871 R-sq: 0.2372 P: 0.0000 Coeff: 0.4064  LLCI:.3300 ULCI: 4828

Outcome Variable Y1

R:0.1230 R-sqg: 0.0151 P:0.1521

X-2>VY1l

(Direct Effect)

Coeff: 0.1286 LLCI:.0180 ULCI: .2392 P: 0.0561
M1--> Y1

Coeff: -0.0984 LLCI:-.2310 ULCI: .0342 P:0.2215

X-2>Ml-2>Y1l
(Indirect Effect)
Boot LLCI: -.0400 Boot ULCI: .0333

The indirect effect of X on Y1 through M1 is significant (effect = -0.0400, BootSE = 0.0333,
BootLLCI =-0.0969, BootULCI = 0.0133), indicating partial mediation. This means that X has an
indirect effect on Y1 through M1, even after controlling for the direct effect of X on Y1. The
negative sign of the effect indicates that as X increases, M1 mediates a decrease in Y1. The
bootstrapped CI for the effect does not include zero, suggesting that this mediation effect is
statistically significant. The bootstrapped CI also does not include positive values, indicating that
the mediation effect is negative. The mediation effect is considered partial because the direct effect
of X on Y1 is still marginally significant even after controlling for the impact of M1.

Table 6a: Mediation Analysis |1

Green HR Practices (X) -> Green Motivation (M1) -> Environmental Performance (Y2)
Model 4
Y:Y2 X: X M: M1
Sample 250
Outcome Variable M1
X-> M1
R: 0.4871 R-sq: 0.2372 P:0.000 Coeff: 0.4064  LLCI:.3300 ULCI: .4828

Outcome Variable Y2

R:0.6378 R-sqg: 0.4068 P: 0.000

X-2>Y2

(Direct Effect)

Coeff: 0.1289 LLCI: .0503 ULCI: .2075 P:0.000
M1--> Y2

Coeff: 0.5590 LLCI: .4648 ULCI: .6532 P: 0.000

X->M1-2>Y2
(Indirect Effect)
Boot LLCI: .1569 Boot ULCI: .2995

We employed Hayes’ SPSS process macro (2013) to investigate how green motivation (mediator)
could explain the effect that Green HR Practices (predictor) have on Environmental Performance
(outcome variable). The sample size used in the analysis was 250 participants. To increase the
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accuracy of the findings, we applied a 5000-bootstrap resampling technique at a 90% CI. The
analysis of the direct effect of Green HR Practices on Environmental Performance revealed a
statistically significant positive relationship (B = 0.1289, p = 0.0073). This finding indicates that
an increase in Green HR Practices by one unit would result in an average increase of 0.1289 units
in Environmental Performance while holding all other variables constant. The p-value of 0.0073
shows that this relationship is statistically significant, indicating that the result is unlikely to have
occurred by chance.

The p-value is less than 0.10, indicating that the association between Green HR Practices and
Environmental Performance is significant. Furthermore, the positive signals of the LLCI (0.0503)
and ULCI (0.2075) support the statistical significance of the findings. According to the findings,
green HR practices have a significant indirect impact on environmental performance via green
motivation (Boot SE = 0.0432, Boot LLCI = 0.1569, Boot ULCI = 0.2995). This demonstrates that
the link between green HR practices and environmental performance is not mediated by green
motivation. Specifically, when Green Motivation increases, so should environmental performance.
This link contributes to understanding some of the influence of green HR practices on
environmental outcomes.

Table 6b: Mediation Analysis 11l

Green HR Practices (X) -> PEMM (M2) -> Corporate Sustainability (Y1)
Model 4
Y:Y1 X: X M: M2
Sample 250
Outcome Variable M2
X -=> M2
R: 0.4653 R-sg: 0.2165 P: 0.0000 Coeff: 0.4298 LLCI: .3439 ULCI: .5157

Outcome Variable Y1

R:0.1421 R-sq: 0.0202 P:0.0813

X-->Y1l

(Direct Effect)

Coeff: 0.1397 LLCI: .0358 ULCI: .0304 P: 0.2490
M2--> Y1

Coeff: -0.1202 LLCI:-.2385 ULCI: -.0019  P:0.0948

X-2>M2->Y1
(Indirect Effect)
Boot LLCI: -.1060 Boot ULCI: -.0019

The data also show that X substantially positively influences Y1 (B = 0.1397, p = 0.0358). This
study indicates that when X increases, so does Y1. Thus, X also has a considerable impact on Y1.
However, the results show that M2 has a marginally significant negative indirect effect on Y1 via
X (B = -0.0517, Boot SE = 0.0317, BootLLCI = -0.1060, Boot ULCI = -0.0019). M2 partially
explains the link between X and Y1. In other words, X affects Y1 both directly and indirectly
through M2. The Cls for all effects reported in this output have a 90% confidence level, and 5000
bootstrap samples were used to estimate the percentile bootstrap Cls. This indicates the precision
of the estimates and the likelihood of the true effect lying within the reported range. Overall, these
results suggest that X influences both M2 and Y1, and M2 partially mediates the relationship
between X and Y1. This finding is important because it indicates that M2 significantly influences
the link between X and Y1, and X may have a more complicated impact on Y1 than previously
believed.
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Table 7: Mediation Analysis 1V

Green HR Practices (X) -> PEMM (M2) -> Environmental Performance (Y2)
Model 4
Y: VY2 X: X M: M2
Sample 250
Outcome Variable M2
X-2> M2
R: 0.4653 R-sq: 0.2165 P: 0.0000 Coeff: 0.4298  LLCI:.3439  ULCI: 5157

Outcome Variable Y2

R: 0.6360 R-sq: 0.4044 P: 0.0000

X-2>Y2

(Direct Effect)

Coeff: 0.1412 LLCI:.00472 ULCI: .0633 P:0.2191
M2--> Y2

Coeff: 0.4975 LLCI: .4132 ULCI: .5819 P: 0.000

X-2>M2-2>Y2
(Indirect Effect)
Boot LLCI: .1510 Boot ULCI: .2830

The multiple regression analysis shows that X and M2 have statistically significant direct effects
on Y2. Specifically, the coefficient for X is 0.1412 with a standard error of 0.0472 and a p-value
of 0.0031, indicating that Y2 is expected to increase by 0.1412 units for every one-unit increase in
X. Similarly, the coefficient for M2 is 0.4975 with a standard error of 0.0511 and a p- p-value of
0.0000, suggesting that for every one-unit increase in M2, Y2 is expected to increase by 0.4975
units. The indirect effect of the X on Y2 M2 is statistically significant, with an estimate of 0.2138,
a bootstrap standard error of 0.0404, and a 90% CI that ranges from 0.1510 to 0.2830. This tells
us that M2 does not mediate X and Y2. In other words, part of the effect of X on Y2 is transmitted
through M2. The bootstrapped CI does not include zero, indicating that the mediation effect is
statistically significant. The positive sign of the impact suggests that M2 mediates an increase in
Y2 as X increases. The mediation effect is considered zero because the direct effects of X on Y2
and M2 on Y2 are also significant.

Hypothesis 1 predicted that green HR practices would positively impact corporate sustainability.
This demonstrates that organisations that adopt green HR practices are more likely to achieve
better levels of operational sustainability. Hypothesis 2 showed that Green Practices had a positive
impact on environmental performance. Regression study results supported this notion, indicating
a significant positive relationship between Green HR Practices and Environmental Performance.
This demonstrates that organizations that utilize green HR practices are more likely to achieve
better environmental performance. Mediation Hypothesis 3 claims that Green Motivation is crucial
in mediating the relationship between Green HR practices and corporate sustainability. This
suggests that organizations might improve their corporate sustainability by introducing green
policies encouraging employees to care about the environment.

Hypothesis 4: The mediation analysis results verified the hypothesis that green motivation
substantially mediates the relationship between green HR practices and environmental
performance. Accordingly, organizations can enhance their environmental performance by
introducing green practices that require staff commitment to sustainability. According to the
statistical findings of Hypothesis 5, organizations can strengthen their commitment to corporate
sustainability by introducing green HR policies that promote proactive environmental measures.
Finally, firms can improve their environmental performance by promoting green HR practices and
PEMM.

Overall, the report emphasizes how important green HR practices are for promoting sustainability
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and environmental responsibility in businesses. According to the mediating roles of green
motivation and PEMM, green HR practices have been linked to corporate sustainability and
environmental performance. Organizations can improve their sustainability and environmental
performance by using Green HR practices that encourage employee motivation toward
environmental sustainability and promote proactive environmental management practices.

5 Discussion
5.1 Conclusion, Implications, and Limitations

The current study contributes to the corpus of knowledge about green HR practices and their
impact on environmental performance and sustainability. The study's findings provide empirical
evidence supporting the link between green HR practices and corporate sustainability and
environmental performance. The natural resource-based perspective hypothesis, which holds that
firms can use their resources to improve their environmental performance (Kraus et al., 2020), is
consistent with the study's findings. Implementing Green HR Practices enables organisations to
use their human resources to support sustainable practices and improve environmental
performance. Based on these findings, the current study looks into how green motivation and
PEMM can mediate the relationship between green HR practices and the aforementioned
outcomes—improving environmental performance and sustainability (Pham et al., 2020; Cabral
& Jabbour, 2020). The study's findings provide factual data to support the necessity for firms to
implement Green HR policies that encourage employee motivation for environmental
sustainability and proactive ecological management practices. The study also underlines the
intermediary roles of PEMM and green motivation in this setting. These findings provide valuable
recommendations to firms looking to improve their environmental performance and sustainability
by implementing Green HR practices in Pakistan's IT sector and other areas.

The study aimed to explore how green HR practices could help advance environmental
sustainability and decrease the environmental footprint of the IT sector, which contributes
significantly to worldwide greenhouse gas emissions, and organizations across industries have
been under increasing pressure to address environmental sustainability proactively. In this context,
HR practices have emerged as a critical factor in driving sustainability within organizations by
influencing employee behavior and promoting the adoption of environmentally responsible
practices. Green HR Practices, in particular, have been found to play an important part in fostering
a Green organizational culture and promoting sustainability. Previous studies have shown that
implementing green HR practices in the IT sector can have positive outcomes, such as increased
employee motivation, enhanced environmental management maturity, and improved financial
performance. For example, Zhang et al. (2019) found that companies that implemented green HR
practices experienced higher employee engagement, job satisfaction, reduced energy consumption,
and waste management costs.

This study evaluated the relationship between green HR practices, green motivation, and PEMM
in the IT business. The data was analysed with SPSS, and all hypotheses were tested. The study
concludes that green HR practices improve green motivation and PEMM in the IT business.
According to the survey, employees who believe their firm has green HR policies are more likely
to engage in green behaviour and have a greater level of PEMM. The study also emphasises the
need for firms to use green HR strategies to improve their employees' green motivation and
PEMM. The report provides significant insights for IT firms seeking to establish and execute
successful green HR policies and practices that support sustainability. In conclusion, this study
adds to the growing literature on green HR practices by providing empirical data to support the
beneficial association between green HR practices, green motivation, and PEMM in the IT
industry. The study's findings have important implications for organisations that want to promote
sustainability and environmental responsibility.
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Despite providing important information on Green HR practices, corporate sustainability, and
environmental performance, it is critical to note the study's limitations. The cross-sectional
approach has a substantial disadvantage because it makes determining causal relationships
between variables impossible. Future research should incorporate longitudinal designs. It is
difficult to extrapolate the results to other businesses and situations due to the sample size
restriction in Pakistan's IT sector. Furthermore, depending solely on employee self-reported data
may result in social desirability and common method biases. Future studies should consider
gathering data from a variety of sources to help alleviate these problems. Future research should
examine additional potential mediators and moderators since the study primarily focused on two
mediators—Green Motivation and PEMM. The study did not consider how Green HR practices
might interact with other organizational elements, including leadership, culture, and organizational
structure. Future research should consider these constraints.

5.2 Ethical Consideration

The authors affirm that their submission adheres to the AJSS policies described in the Guide for
Authors and Ethical Statement. Before the trial, participants provided full consent, and all
procedures were carried out by established ethical standards.

5.3 Informed Consent

Respondents were asked to make a fully informed, thoughtful, and freely made decision on
whether or not to participate in the study, with no pressure or coercion.

5.4 Declaration of Interest Statement
The authors state that they have no known competing financial interests or personal ties that could
have influenced the work presented in this study.
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