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Abstract

This study aims at exploring the role of green HR practices as a contributor to the solution of environmental
degradation in developing economies like Pakistan through developing pro-environmental behavior in
employees. The study has been conducted in the industrial sector of Lahore Pakistan. Data was collected
through a survey questionnaire from 273 respondents that comprise HR managers, Leaders, and other
employees. The analyses were performed using SmartPLS 4.0. The reliability statistics and structural
equation modeling were applied. The findings suggest that green HR practices positively and significantly
impact environmental sustainability. It further reveals that employees’ pro-environmental behavior partially
mediates the relationship between green HR practices and environmental sustainability. Hence, green HR
practices along with employees’ pro-environmental behavior have the strongest impact on environmental
sustainability. This is a unique study in the context of Pakistan that explores the importance of green HR
practices to achieve the goals of environmental sustainability by developing environmentally friendly
behavior among employees of the organization. This study would add the body of knowledge to the
literature on sustainability that would help organizations of developing economies particularly Lahore,
Pakistan which is under extreme environmental threat nowadays to reduce environmental degradation
issues to a great extent. Future studies may explore different dimensions of the concept with the different
mediator(s) and moderator(s) in different geographical context.

Keywords: Green HR practices, Employees’ pro-environmental behavior, environmental sustainability.

Introduction

The phrase ‘going green’ is getting popular in this
modern era. It refers to adopting eco-friendly
activities to save the environment form pollution
or other environmental harms. Furthermore, it
means reducing the use of carbon. The use of
carbon has enormously increased over the last
few decades because of rapid industrialization
and a boom in technological progress. It has
adversely affected the world environment. That is

why ‘going green’ has taken attention in the
world(Gazzola et al., 2019; Hermawan et al.,
2018). Pakistan is one of the countries in Asia
where environmental issues have become a life
threat to its inhabitants (Waseem et al., 2014).
This can be assessed by the fact that one of its
cities, Lahore, has been the top most polluted city
in Asia in 2022 ("World's Most Polluted Cities in
2022 - PM2.5 Ranking | AirVisual,” 2022).
According to the Environment Protection
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Department of Punjab (Pakistan), the rapid
increase in pollution in the city area is because of
rapid industrialization and  urbanization
(PunjabGovt., 2020). A clean and pollution-free
environment has become the need of the hour to
save the lives of all livings on the earth on one
hand and to keep our future generation healthy
and strong on the other hand. That’s why, laws
have been made in different countries around the
world for taking steps to save the environment,
and the business organizations taking their social
responsibility have thought it fit to shift their
production to eco-friendly products to save the
environment on one hand and to gain competitive
advantage on the other hand(Zhang & Du, 2020).
Organizations around the globe have a clear focus
on sustaining the environment through CSR
activities and eco-friendly activities. Keeping in
view the changing environmental conditions of
the world, United Nations has issued
environmental sustainability goals to combat this
issue, particularly in developing countries (Zhang
et al., 2021). In this scenario, it lays emphasis on
the organizations to take their responsibility to
combat this issue. For this, green HR practices
can help to improve the situation. The green HR
practices commonly called environment-saving
activities if used properly may develop pro-
environmental behaviors among employees to
achieve environmental sustainability goals
(Jeronimo et al., 2020). This situation calls for the
serious attention of the authorities, scholars and
practitioners to provide a solid solution of this
issue through their valuable contributions to the
research work to achieve the environmental
sustainability goals. Hence, this study will work
as a tool to uncover the hidden secret of applying
green HR practices for developing employees’
green behavior to achieve environmental
sustainability goals.

Industrial sector of Pakistan and green HRM
Pakistan’s industry has been tremendously
increased since it carved out on the map of the

world in 1947. Sixty five percent of its industry is
located in Punjab, a province of Pakistan, that
include textile, tannery, chemical and
engineering, transportation and iron and steel etc.
(GOP, 2021). The industrial sector of Pakistan is
very important for its economic growth and
stability. It contributed 18.8% to GDP during FY
2021(Statista, 2022) and provided 25.79%
employment during FY 2020 (WorldBank,
January 2023) to the people of Pakistan. Major
industries of Pakistan include textile, chemicals,
Leather and tanneries, automobiles, sports and
surgical instruments. Pakistan’s economy
comprises of three sectors i.e. agriculture,
industry and service sector. The second largest
sector is industry. It is considered the backbone
of Pakistan’s economy. With the increase in
industry, industrial waste i.e. dust, smoke, fumes
and toxic gas emission increase rapidly and
pollute environment. According to Environment
Protection Department of Govt. of Pakistan, rapid
industrialization causes a lot to squalor
environment. Therefore, some laws have been
made by the Govt. of Punjab to protect the
environment from harmful activities of the
organizations that have to be strictly followed by
the industrial units and non-compliance of these
laws will lead to penalty or fine to the concerned
organizations (Punjab.Govt, 2017; PunjabGovt,
2020). Ban on polythene bags and launch of
Punjab Green Development Program were the
initiatives of Punjab Govt. in this context
(Punjab.Govt., 2021; PunjabGovt., 2002). Hence,
the industrial organizations have started partaking
to the green activities that would ultimately lead
this region to environmental sustainability.

Purpose and significance of this study

This study will serve its purpose in many ways
and it will be significant for several reasons.
Firstly, the findings of this study will be helpful
to the HR practitioners to achieve the
environment sustainability goals of United
Nations 2015. Secondly, this study will provide a
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solution to the issue of environmental
degradation caused by industries in developing
nations like Pakistan through the best use of green
HR practices. Thirdly, this study will be
significant for identifying the mediating role of
employees’ pro-environmental behavior towards
environmental sustainability. Fourthly, this study
would guide industrialists the importance of
green HR practices for sustainable development.

Literature Review
Traditional HR Practices

Ulrich and Dulebohn (2015) claim that HRM
started transforming from simple ‘administrative
maintenance function’ to ‘core business function’
at the start of 1980s because HR professionals
began to experience this shift for improved
efficiency requirement of the business
organizations. They further add that there are
different factors that caused this transformation
i.e. “globalization and international competition,
de-regulation, employment legislation, decreased
unionization, demographic changes, and the shift
from manufacturing to a knowledge and service-
based economy”. The reason behind this
transformation was the use of new emerged term
i.e. human resource management (HRM) or
Human Resource (HR). Rani and Mishra (2014)
defines HRM as “a set of different but
interconnected activities, functions, and process
that are aimed at attracting, developing, and
maintaining a firm’s human resources”. On the
other hand, HR practices are termed as the
processes and techniques wused by HR
professionals to improve business results and
performance. These include hiring, training,
compensation, performance appraisal, and career
development (Jayne & Dipboye, 2004; Ramlall,
2003). Breaugh (2013) defines hiring as process
of choosing new employees or potential
candidates by an employer out of the one who
applied for a specific post. Wexley (1984) defines
employee training as “planned effort by an

Fifthly, this study would prove itself a successful
move from traditional HRM practices to green
HRM practices in attaining environmental
sustainability. Sixthly, this study would highlight
the role of industries towards environmental
sustainability. Finally, the results of this study
would be generalizable to the developing nations
having the same economic and geographical
background.

organization to facilitate the learning of job-
related behavior on the part of its employees”.
Gerhart (2008) defines compensation as the sum
of fixed and variable pay to influence employees’
current motivational state. Aggarwal et al. (2013)
defines performance appraisal as “a technique
that involves evaluation input from multiple
levels within the firm as well as external
sources”.

Green HR practices and Environmental
Sustainability

As the boost in the industrialization took place, it
gave rise to the pollutants in the environment
around the globe. Air pollution, water pollution
and land pollution increased to a dangerous level.
This raised a serious concern to the authorities to
take action for saving environment for a healthy
future (Magsi, 2014; Rahman & Alam, 2022). As
a result, United Nations took this matter seriously
and added environmental sustainability among
one of its sustainability goals of 2030 (Arora &
Mishra, 2019). Now, the question arises, who can
play a role in sustaining environment? As
discussed earlier, industrialization has caused the
environmental degradation through discharging
harmful pollutants in open environment, the main
responsibility lies on the shoulders of authorities
of the industries to take measures for this. In this
regard, HR professionals can play their part by
using green HR practices (Rimanoczy & Pearson,
2010). Some of these practices include green
hiring, green training, green reward and green
empowerment etc. Green hiring refers to as the
activities or process of adding to your current
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employees with paperless environment that helps
to save environment by avoiding the cutting of
trees that use in paper making process (Darendeli
et al., 2022). Green training refers to as teaching
the skills to the employees through which they
can boost the greening in the organization (Xie &
Zhu, 2020). Green reward refers to as the
monetary or non-monetary benefits awarded to
employees associated on compliance of green
activities in the organization e.g. reducing the
waste and focus on recycling (Massoud et al.,
2008). Green empowerment refers to as the
activities regarding technical, financial and
motivational support to the employees by the
authorities for sustainable development (Tariq et
al., 2014). As green hiring, green training, green
reward and green empowerment practices are
performed by HR professionals, they come under
the umbrella of green Human Resource
Management (GHRM). GHRM deals with
promoting the sustainability of environment
(Ramzan et al., 2020). The notion going green is
becoming very attractive in the business world
because it helps the organizations to reduce cost
and increase revenue. It is also a source of
competitive advantage in the competitive world.
Green Human Resource Management (GHRM)
has also got due attention since last two decades
among the scholars and business organizations
due to natural calamities, pandemics and our own
environment destructive activities (Ali Rahoo &
Ali Khan, 2020). As in the case of Lahore
Pakistan, the city has been constantly top listed
air pollutant country in the world. It faced the
severe issue of smog that made human being to
inhale fresh air. Owing to this issue, the Govt. of
Pakistan took some strict steps and put an
emphasis on the organizations to do their best to
keep the environment clean and healthy. Now,
every business community around the world has
realized the importance of going green and its
duty to keep the environment clean and healthy.
According to Chaudhary (2020), GHRM can play
a vital role in every type of business to overcome

environmental issues by using green HR practices
by giving their employees eco-friendly
awareness, green training, green hiring and green
performance management and compensation.
According to Ojo et al. (2020) and as per the
findings of Jehan et al. (2020), green HR practices
are positively associated to environmental
sustainability.

Employees’ pro-environmental Behavior

According to Afsar and Umrani (2020),
employees’ pro-environmental behavior of
employees refers to the environment protecting
behavior of employees based on pro-social nature
and discretionary nature. Pro-social behavior
includes those activities of employees that are
concerned with individual and organizational
welfare whereas discretionary behavior includes
those activities that are not duty-bound on the
employees rather employees adopt these
activities discretionary. According to Ahmad et
al. (2021), behavior matters a lot to achieve
sustainability goals. In this context, HR
professional can develop a required behavior
among employees through training, reward and
empowerment (Malik & Garg, 2020; Zhang etal.,
2019). When employees tend to show their
behavior towards environment positively, they
are surely contributing to save environment from
degradation (Igbal et al., 2018; Kong et al., 2021).
This shows that the relationship of employee
behavior with the environment sustainability
links green HR practices with it (Cop et al., 2020).
Hence, it mediates the relationship of green HR
practices and environmental sustainability.

Environmental Sustainability

According to Hueting (2010), “a situation in
which natural environmental functions are
safeguarded for future generations”. In common
words, environment sustainability may be
defined as saving environment from harmful
activities such as emitting carbon dioxide in open
air, discharging harmful chemicals in the water
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and causing to blow up the temperature of earth.
With every passing day, technological
advancements, urbanization and industrialization
have shattered the dreams of sustainable human
growth. Rapid industrialization with minimum
efforts to save environment has destroyed the
environment (Parveen et al., 2019). Therefore,
the environment is getting worse than worse
because little efforts have been done so far to
secure it. Environment degradation is not only the
issue of developing nations but developed nations
are also facing this serious issue (Solarin, 2018).
The developed nations have financial and non-
financial resources to tackle this issue but the
developing nations do not have these resources.
That’s why environmental condition is worse in
developing countries like Pakistan. Hence, they
have to focus on their human resource to develop
pro-environmental behavior among employees to
reduce the side effects of environment polluting
activities rather than investing on imported
machinery and equipment. According to Bag et
al. (2021), human resource is a key resource in
developing economies to achieve sustainability in
industry. In this context, green HR practices can
play a significant role in developing employees’
pro-environmental behavior and to sustain
environment. As per the findings of Gilal et al.

Research Model

The research model comprises one independent
variable i.e. green HR practices the practices
include green recruitment, green training, green
reward and green empowerment, one dependent
variable i.e. environmental sustainability and one
mediating variable i.e. employees’ pro-

Research Framework

(2019) , environmental sustainability depends
significantly and positively on green HR
practices.

The Theoretical Background for Modelling

AMO (Ability, Motivation, Opportunity) theory
by Appelbaum et al. (2000) is underpinning
theory of this study. According to this theory,
ability, motivation and opportunity can influence
employee behavior. Based on this notion,
environment sustainable HR practices commonly
called as green HR practices can be used to tend
employees towards developing eco-friendly
behavior. Many past studies also provide the
same theoretical basis as is used for the modelling
of this research work (Ansari et al., 2021; Gill et
al., 2021; Naz et al., 2022; Nisar et al., 2021;
Saeed et al., 2019). According to these studies,
green HR practices develop environmental
behavior among the employees of the
organizations that subsequently helps to maintain
environmental sustainability. This study aims at
testing the said relationship in the industrial
sector of Pakistan to find if there exists a positive
relationship between green HR practices and
environmental sustainability through employees’
pro-environmental behavior.

environmental behavior. The model delineates
mediating  pro-environmental  behavior  of
employees between green HR practices and
environmental sustainability. The researcher’s
purpose is to identify the impact of green HR
practices on environmental sustainability through
creating  environmental  behavior among
employees. Hence, the proposed model is as
under
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Green Recruitment
Green Training

Green Reward
Green Empowerment

Reliability Statistics

The following table no.1 shows the reliability
statistics. It shows the results of Cronbach alpha
for GHRP=0.812, EPB=0.823 and ES=0.833.
The overall value of Cronbach alpha is 0.887. The

5 " Environmental
Sustainability

Proposed Research Framework

minimum acceptable value of Cronbach alpha is
0.6 (Sekaran & Bougie, 2016). Moreover, it
shows that the AVE value of EPB, ES and GHRP
is greater than .5 that also falls in the acceptable
region. Hence, all the values meet the criteria for
reliability of the instrument.

Table No. 1
Cronbach's alpha | rho_A | Composite reliability | Average variance extracted (AVE)
EPB 0.823 0.844 0.872 0.537
ES 0.833 0.836 0.882 0.600
GHRP | 0.812 0.812 0.877 0.640

Data Collection and Analysis
Instrument/Data Collection Tool

The survey questionnaire has been used for this
study to collect data. It has been drawn from past
researches (Ren et al., 2018; Singh et al., 2020;
Tosti-Kharas et al., 2017). The questionnaire
comprises of two parts i.e. demographics and
items for variables of the study. It used five points
Likert scale ranging from strongly disagree to
strongly agree. There were total 39 items in the
guestionnaire to operationalize the variables,
fifteen for green HR practices, seventeen for
environmental sustainability and seven for
employees’ pro-environmental behavior which

were reduced to fourteen items after applying
factor analysis.

Participants

The target population of this study is the
industries of Lahore, Pakistan and the unit of
analysis is the individuals from the industries
including HR manager, leader and other
employees.  The  researcher  distributed
questionnaires personally to the 300 respondents
using purposive sampling technique as to get
maximum corrected response of 273 respondents
i.e. sample size. The researcher took an
appointment from the respondents’ HR
department of different organizations of Lahore
before visiting the industry. On the designated
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day, the researcher visited the organizations, met
the respondents personally, distributed the
questionnaires to the actual respondents,
explained wherever they found difficulty in
responding to the statements of questionnaire and
extreme care was taken in the whole process. This
was all done to make the data collection error-
free.

Descriptive Analysis

The respondents were 11.4% HR managers,
28.6% leaders and 60% other employees. There
were 60% respondents from manufacturing
concerns and 40% were from service sector.
More than 55% respondents out of which 80%
were male and 20 % were female had more than
four years of experience. This gives prima facie
evidence that most of the respondents were
experienced and well aware of the green HR
practices and environmental  knowledge.
Furthermore, the researcher explained to the
respondents the concept of green HR practices
where needed.

Data analysis tool

The researcher used latest version of SmartPLS
i.e. 4.0 to run the analysis. PLS-SEM was used
for regression analysis and mediation analyses.
Factor analysis was used to reduce the item scale
and Cronbach alpha was run for reliability test.

Results

The following table no. 2 shows the results of
path analysis. The direct and indirect
relationships among the variables have been
shown. Mediation analysis was performed to
assess the mediating role of employees’ pro-

environmental behavior (EPB) on the linkage
between green HR practices (GHRP) and
environmental sustainability (ES). The results
reveal that direct effect of GHRP on ES is
positive and significant (f=.244, p<.01) that leads
to accept H1. These results are in line with the
past studies (Saeed et al., 2019; Yong et al.,
2020). The results also show positive and
significant impact of GHRP on EPB (3=.982,
p<.01) and EPB on ES (p=.753, p<.0l)
respectively that lead to accept H2 and H4. Past
studies are in line with the acceptance of H2 and
H4 (Ansari et al., 2021; Chaudhary, 2020;
Robertson & Barling, 2013). When a mediator
i.e. employees’ pro-environmental behavior is
included between GHRP and ES the results show
positive and significant relationship of GHRP on
ES through EPB (B=.739, p<.01). Here, the direct
effect of GHRP on ES is less than the indirect
effect when EPB is included between GHRP and
ES. When EPB was included, it reduced the direct
effect. Therefore, partial mediation exists
between GHRP and ES. Hence, it leads to accept
H3 of the study. Past researchers prove that the
results of this study are in line with their findings
(Elshaer et al., 2021; Nisar et al., 2021).

R square value shows to what extent dependent
variable explains independent variable. Here, R
square for EPB is .964 that means GHRP causes
variance in EPB to 96.4% that is strong
explanation by the variable whereas the R square
value of ES is .988 that means GHRP causes
variance in ES through EPB to 98.8% that is also
strong explanation. Hence, this proves that GHRP
strongly improves environmental sustainability
through developing EPB among employees of the
industrial organizations.

Table: 2
Total Effect Direct Effect GHRP>ES Indirect effect of GHRP on ES
Coefficient | P value | Coefficient | P value Coefficient | P value
EPB -> ES 0.753 .000 0.753 .000 GHRP ->EPB ->ES | 0.739 .000
GHRP -> EPB | 0.982 .000 | 0.982 .000
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GHRP->ES | 0.983 .000 | 0.244 .000
R-square
EPB 0.964
ES 0.988
Conclusion achieving  sustainability goals of the

The objective of the study was to empirically test
the impact of green HR practices on
environmental sustainability with the mediating
role of employees’ pro-environmental behavior in
the industrial sector of Pakistan. The findings of
the study made it possible to fulfill this objective.
The findings suggest that green HR practices
have positive and significant impact on
environmental sustainability. Moreover, GHRP
has positive and significant impact on EPB and
EPB has positive and significant impact on ES. It
means that HR professionals can enhance EPB
and level of ES by focusing GHRP. The findings
further explore the mediating role of EPB and
confirms its partial mediation. The total effect of
GHRP on ES with the existence of EPB is =.983
that suggests that GHRP and EPB collectively
can enhance ES to 98%. All hypotheses have
been accepted as direct and indirect relationships
of independent, dependent and mediating
variables are significant and have positive impact.
Moreover, the study also claims that green HRM
practices impacts environmental sustainability
positively and significantly through developing
employees’ pro-environmental behavior. The
findings of the study contributes to the literature
of green HR practices and environmental
sustainability. This study adds up the role of
employees’ pro-environmental behavior in
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