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ABSTRACT
This research investigates the correlation between Green HRM practices and the business performance of telecom employees in the
metropolitan areas of Islamabad and Rawalpindi. It analyzes the correlation between mediation and environmental performance. An
escalating number of companies are implementing GHRM practices, which integrate environmental management with human resource
policies, to improve operational performance and sustainability credentials. This study employed a deductive approach utilizing a quantitative
methodology, with data collected from301 employees of several telecommunications companies in twin cities of (Pakistan) using standardized
surveys. The survey instrument adopts from the previously developed and well-validated scales used by the prior researchers. The results show
that employee business performance which is defined by higher levels of productivity, creativity, and job satisfaction is considerably improved
by GHRM methods. Environmental performance serves a vital mediating function in this relationship. Incorporating sustainable HR practices is
critical to achieving the twin benefits of improved economic and environmental performance, as the study emphasizes. They offer a strategic
framework for utilizing GHRM to accomplish organizational excellence and sustainability goals, these insights are especially pertinent to the
Twin Cities telecom industry. Data was gathered from 301 employees employed in various across diverse telecom organizations like Ufone,
Zong, Telenor, PTA, and PTCL through questionnaires distributed via Google Forms. Software like Smart PLS and SPSS were used for analysis,
Different tests were performed, including demographic profiling, descriptive statistics, correlations, and assessments of measurement and
structural models.The research findings provide empirical evidence contributing to the theoretical understanding.
Keywords - Green Hiring (GRS) and GREEN Training and involvement (GTD). Green performance management and assessment, also known as
GPA. BP, refers to the evaluation of business performance concerning environmental factors. Environmental Performance (EP).
Introduction
Organizational perspectives require a change in response to growing concerns about decreasing resources, climate change, and the
environmental impact of industrial activity. GHRM appears as a strategic solution to balance environmental responsibility with human resource
practices with the need to implement sustainable practices. The dynamic and rapidly changing telecom industry in Pakistan is adopting
sustainable business practices (Amjad et al., 2021). Green HRM has emerged as a vital strategic component in the struggle of the sector to
tackle environmental concerns. The need to combine organizational procedures with environmental sustainability objectives is shown by this
major change in human resource management in the telecommunications industry. In a previous study by (Jimenez and Lorente 2001), if EP is
prioritized alongside quality, it can have a favorable impact on the outcomes of the other operations objectives.(Laosirihong Thong et al.2013)
identified a positive correlation between green practices and all three dimensions of performance: environmental, economic, and intangible.
Namkung and Jang (2013) found contradictory findings regarding the influence of green practices on company performance. If the managers of
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a firm appreciate the environmental and social expectations of the consumers and the government and if they are unwilling to compromise on
the quality of the environment and the living standards of the people’s sake for more profit then; the company can easily record very
sustainable levels of business performance. Such a business is suitable for controlling the environmental issues that emerge from it and
guaranteeing compliance with environmental managing organizations' activities (Orobia et al., 2020). LE, continues the thread of well-known
academics asserting that researching sustained business performance has been intriguing. This is a crucial aspect as businesses need to sustain
the natural environment as well as society in this world of competitiveness and competition by availing the products or services to the
consumers or the public (Schaltegger et al., 2019).

Green HRM encompasses a wide range of practices, including environmentally conscious hiring practices, eco-friendly staff education and
training, and eco-friendly HRM performance reviews. By sourcing and recruiting talented and like-minded people it will be certain that those
organizations have the required staff with environmental awareness and adequate skills for their sustainability initiatives (Amjad et al., 2021).
In this study, we would assume that environmental performance serves as an intermediary between Green HRM and the financial success of
Pakistani telecoms. This study aims to examine the correlation between sustainable green HR practices and the environmental impact of the
innovation-based communications business. Its objective is to promote a favorable relationship between the sustainability of businesses and
their ecological responsibility in this industry
The telecom industry is a key driver of technical change and economic growth, putting it in more appropriate terms the industry has become

a key player in the engineering of sustainability and thus the adoption of SG is strategic in meeting stewardship responsibilities and at the
same ensuring superior business performance and resilience(Amjad et al., 2021). Creating an environmental culture and improving the
environmental performance must be facilitated by the business. Another way by which an organization can enhance the quality of human
resources is by strengthening the human capital within an organization so that junior staff possess the relevant knowledge and skills to support
the green causes championed by their employers. Past research has established that green training bears a positive effect on EP ea, as it helps
organizations to achieve their greening aims and objectives through encouraging individuals to bear responsibility for environmental
improvements (Lather and Goyal, 2015; Jabbour and Jabbour, 2016).
Businesses have adopted the trend and instituted sustainable human resource management strategies. The research by (Masri and Jaaron

2017) indicates that Green Human Resource Management (GHRM) is a strategy that employs human resource practices to improve
organizational sustainability and foster environmental conservation. According to (Renwick et al. 2013) and Rizvi and Garg (2020), both
incorporate green performance management, green Training and development, along with green recruitment, are techniques encompassed
within it. Implementing green HR practices enables organizations to enhance their public image, augment economic efficiency, and sustain
competitive advantage, along with various social benefits. Tang et al. (2018), Shah (2021), Muisyo (2021). Research indicates that the adoption
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of environmentally sustainable HR practices can improve employee performance (EP) (Rozario et al., 2019). Nonetheless, it is inadequate to
guarantee that companies will assuredly experience an increase in EP (Muisyo and Qin, 2021). The research indicated that the adoption of
sustainable human resource management practices directly affects business results, which are additionally shaped by the organization's
environmental performance. Maria et al. (2023) assert that the effects of green HRM practices on corporate success are partially realized
through improved environmental performance.
A recent study found that the environmental performance of Palestinian universities improves through the implementation of green Human
Resource Management (HRM) practices, especially in the presence of a supportive green organizational culture and green management
support. According to Mohd Roslee Othman (2023), this indicates that green HRM practices are favorably adopted in environments
characterized by environmentally conscious leadership and a nurturing culture. Key factors that influence this impact include the presence of a
green environment and the execution of innovative green initiatives by employees. The summary of the authors of the articles is derived from
the retrieved sources (Su, W, et al., 2023). Consequently, this study is positioned to address the following inquiries
Q1. What is the implications of Green Hiring on business performance in Pakistan's telecommunications industry?
Q2. What is the implications of Green Training and Involvement on Business Performance in Pakistan's Telecommunication Industry?
Q3.What is the implications of Green Performance Management and Compensation on Business Performance in Pakistan's Telecommunication
industry?
Q4.What is the implications of Green Hiring on Environmental Performance in Pakistan's Telecommunication industry?
Q5.What is the effect of Green Training and Involvement on Environmental Performance in Pakistan's Telecommunication industry?
Q6. What is the implications of Green Performance Management and Compensation on Environmental Performance within Pakistan's
Telecommunication industry?
Q7. What is the implications of Environmental Performance on Business Performance within Pakistan's Telecommunication industry?
Q8. Does Environmental Performance mediate the relationship between Green Hiring and Business Performance?
Q9. Does Environmental Performance mediate the relationship between Green Training and Involvement in Business Performance within the
Telecommunication industry of Pakistan?
Q10. Does Environmental Performance mediate the relationship between Green Performance Management and Compensation regarding
Business Performance in the telecommunications industry of Pakistan?
In coherence with the above stated problem statement objectives of the research are
•To analyze the impact of Green Hiring on Business Performance within Pakistan's Telecommunication sector.
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•To analyze the impact of Green Training and Engagement on Business Performance within Pakistan's Telecommunication sector.
•To investigate the impact of Green Performance Management and Compensation on Business Performance within Pakistan's
Telecommunication sector.
•To investigate the impact of Green hiring on Environmental Performance within Pakistan's Telecommunication sector.
•To investigate the impact of Green training and involvement on environmental performance within Pakistan's telecommunication sector.
•To investigate the impact of Green Performance Management and Compensation on Environmental Performance within Pakistan's
telecommunication sector.
• To investigate the impact of Environmental Performance on Business Performance within the Telecommunication Industry of Pakistan.
•To examine the mediating role of Environmental Performance in the relationship between Green Hiring and Business Performance within
Pakistan's telecommunication sector.
•This study aims to investigate the role of Environmental Performance as a mediator in the relationship between Green Training and
Involvement on Business Performance within Pakistan's telecommunications sector.
•This study aims to investigate the function of Environmental Performance as a mediator in the relationship between Green Performance
Management and Compensation concerning Business Performance in Pakistan's telecommunications sector.
Literature Review and Hypotheses
“The assessment and evaluation of an organization's or company's effectiveness in accomplishing its entire mission, goals, and objectives is
known as business performance”(Amjad et al, 2021). It involves a wide variety of variables that show how successful, efficient, and effective a
firm isin many areas. Both financial and non-financial measures can be used to evaluate business performance, giving a complete picture of the
strength and competitiveness of an organization.Within the framework of Green Human Resource Management (HRM) practices, business
performance relates to the assessment of the level to which an organization's HR policies and operations support environmental sustainability
and corporate social responsibility (Aggarwal and Agarwala,2023).

The goal of green human resource management (HRM) practices is to include eco-friendly activities into several facets of HRM. In this
context, evaluating business success involves deciding howwell these practices accomplish organizational and environmental objectives.
According to (Darnall et al.,2008), organizations are not benefiting from adopting excessive environmental prevention, therefore researchers
have not given a lot of attention to improving BP through green activities. When discussing environmental performance, business performance
refers to the evaluation and measurement of how successfully an organization implements environmentally friendly practices into its plans and
operations. It entails evaluating how business operations affect the environment as well as the efficacy of programs aimed at reducing
negative impacts on the environment and encouraging sustainability. Within the Pakistani telecommunications industry, the evaluation of
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business performance concerning Green Human Resource Management (HRM) relates to the level to which companies in this field effectively
implement ecologically sustainable practices into their human resourcestrategies and operations (Amjad et al., 2021).

This includes taking into account how HR policies and procedures affect corporate social responsibility generally and environmental
sustainability in the particular context of Pakistan's telecom industry. different Green HRM practices are present in the Pakistani
Telecommunications industry in a manner that affects the business success of the employees through EPP and environmental performance
(Alam et al., 2023).. To have a clearer perception about the fact that green HRM practice positively impacts the environmental outcome and
this outcome results in overall organizational success, the study focuses on the sustainability of the telecommunications companies in Pakistan.
Those who want more specifically to enhance the performance of the companies involved would do well to consult the original work(Masri &
Jaaron, 2017). Sustainability actions require an understanding of the impact of green Human Resource Management practices.

GHRM plays a significant role in the utilization of environment management techniques and practices together with green initiatives.
By understanding the impacts of green HRM practices, policymakers may employ frameworks that reward and support sustainability in the
telecommunications sector(Aggarwal and Agarwala,2023). This mean green solution across the entire industry only. Companies that have well
established environmental and social responsibility policies are considered very important by investors and consumers. The findings of this
study may assist telecom companies to mitigate their vulnerabilities by showcasing an enterprise’s CSR efforts when disaster strikes
communicating the resolution to address grave and reprisal asserts. Presenting the impression of commitment to sustainability when disaster
occurs. A distinct competitive managerial pattern of differentiation for the telecom sector can be participation in environmentally friendly
green HRM practices.

Regarding Pakistan’s telecom industry’s reputation, the report has consequences. Strengthening relationships with consumers,
investors, and the community at large can be achieved by companies that actively participate in green HRM practices and exhibit a
commitment to environmental responsibility. The study helps the industry align with international sustainability strategies and aspirations.
Companies can take the initiative to solve environmental issues and contribute to a more sustainable future by knowing how green HRM
practices affect business performance. This study adds to the body of knowledge regarding the relationship between environmental
performance, business outcomes, and HRM practices(Aggarwal and Agarwala,2023). This information can be disseminated both within and
possibly outside of the telecommunications industry, promoting a sustainable and ongoing improvement culture.
H1: Green hiring has a positive and significant impact on Business Performance.
businesses are the main culprits when it comes to environmental problems, thus it's only fair that they shoulder some of the responsibility for
environmental management (Bebbington, 2001; Ragas et al., 2017). Firms are being pushed in multiple directions to follow this trend because
of the societal impact it could have (McGuire and Germaine, 2015). This has led some companies to launch eco-initiatives, and others are



98

actively seeking solutions to their environmental management woes. One of the practices arising from the destruction of the environment is
GHRM. Seek applicants who have a strong commitment to sustainability to incorporate environmental factors into the hiring process. Inform
staff members about the company's energy-saving techniques, waste disposal tactics, and green policies. To reduce the need for travel, use
teleconferencing and virtual meetings. Include strategies for environmental performance in employee performance reports. Work with
suppliers who follow ethical and sustainable practices. Create and execute human resources policies that support environmental sustainability.
Implementing green HRM practices benefits the organization's reputation draws in like-minded personnel, and satisfies the demands of
stakeholders who care about the environment in addition to helping to maintain environmental sustainability.

Stronger organizational sustainability and more staff engagement have been linked to GRS. Identifying workers who possess the
abilities, know-how, mindset, and approach to establish sustainable practices is known as "green recruitment". A lot of businesses are starting
to realize how beneficial green hiring is to their reputation. GH is the source from which GHRM draws applicants who care about the
environment. According to (Obaid and Alias 2015), it's the process of implementing environmental management into HRM functions inside a
firm to increase productivity and sustainability. The relationship between the two constructs can be best explained by both AMO and RBV
theory. AMO theory proposes that practices of human resource like training would influence the abilities of employees, creation of
opportunities as well as their level of motivation which further contributes towards improved business performance (Gull & Idrees, 2022).

According to the theory of Resource based view, organizations have unique capabilitiesand resources which further leads towards
sustainable competitive advantage. This helps improve performance. In line with the concept of this theory, green training and involvement
can be seen as strategic resource which have tendency to further enhance the sustainability capability of the organization.Previous studies
have proven that when supervisors and managers are actively involving their employees for achievement of goals related to environment,
there is always an improvement in green performance of employees (Obeidat et al., 2020). In another research where the study was
conducted on food companies, it was revealed that green training has a significant impact on the organizational performance (AIZgool et al.,
2021). In developing country of Bangladesh where study was conducted in the context of pharmaceutical company, significant and positive
relationship wasrevealed between green training and business performance (Alam et al., 2023). Putting into consideration of discussion above,
following hypothesis can be made:
H2: Green Training and Involvement has a significant and positive impact on Business Performance.
In understanding the theoretical framework of impact of green performance managementand compensation on business performance, AMO
theory may be applied (Muisyo et al., 2021). By implementation of green performance management practices, the abilities of employees
would be enhanced insustainable behaviors. Employees are given opportunity to increase their skills, knowledge andcompetencies to execute
green behaviors. Also industry needs to ensure that employees have complete access to resources that are important for their support. Access
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to technologies and materials that are eco-friendly would help them to act upon green practices. If employee endsup implementing on those
green practices and their efforts can be seen, green performance management and green compensation would include rewards and incentives
that would furthermotivate them to continue with their green behavior(Aggarwal and Agarwala,2023).
Although significant emphasis is placed on the influence of Green performance management and compensation on organizational success,
research examining the direct effect of GPMC on BP is limited. This study addresses a significant prior gap by examining the direct influence of
Green Performance Management and Compensation on Business Performance. Consequently, the following hypothesis may be inferred:
H3: Green Performance Management and Compensation has a significant and positive impacton Business Performance.
AMO theory can be applied between association of green hiring and environmental performance. According to the understanding of green
hiring, this process involves selecting those candidates having necessary abilities, skills and expertise that is related to sustainability of
environment. These individuals possess skills, knowledge, and experience that enable them to contribute effectively to environmental
initiatives within the organization. Employees whoare hired for their commitment towards environmental sustainability are naturally
motivated to take initiatives that are eco-friendly. Green hiring ensures that values and motivation of employees are aligned with the
environmental goals of industry. Researchers in the Palestinian manufacturing sector discovered a positive and statistically significant
correlation between green hiring and environmental performance (Masri & Jaaron, 2017). After looking at how six distinct Green HRM
constraints affected environmental performance, the researchers concluded that "Green Recruitment" had the greatest impact. Zaid et al.
(2018) cites prior research showing that green hiring improves industry environmental performance. Green hiring significantly improves
environmental performance (Martins et al., 2021). In line with previous findings, the following hypothesis may be deduced:
H4: Green Hiring has a significant and positive impact on Environmental Performance intelecommunication industry of Pakistan.
The influence of green training and engagement on environmental performance has been examined through the AMO theory (Anwar et al.
2020). Green training equips industry employees with the skills and knowledge necessary to comprehend environmental issues and select
optimal practices. These individuals can recognize opportunities to enhance environmental performance through the implementation of
sustainable solutions. Green training programs enable individuals to cultivate expertise in various domains, including waste reduction, energy
efficiency, and pollution prevention. In Pakistan, researchers have demonstrated that green HR practices, including green training and green
involvement, significantly increase employees' willingness to engage in green initiatives. This also positively influences environmental
performance (Umrani et al., 2020). Consequently, the following hypothesis may be inferred.:
H5: Green Training and Involvement has a significant and positive impact on environmental performance in telecommunication industry of
Pakistan.
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Both AMO theory as well as RBV theory can be applied for the understanding of this theoretical framework. Green performance management
focuses on those environmental performance targets and metrics and further provides employees with a clear framework so they can
understand their responsibilities for achievement of environmental goals. Green performance management and compensation consists of
inclusion of rewards and incentives that is tied to achievement of environmentally friendly targets and green behavior (Muisyo et al., 2021).
The purposeof those compensation is to motivate employees to engage in environmental friendly activities. This would further motivate them
to excel in environmental performance.When the impact of green performance management and compensation was studied on
environmental performance in healthcare organization of Palestine, significant and positive relationship was discovered between them (Mousa
& Othman, 2020). Researchers claimed that industries should evaluate initiatives taken by employees for the sustainability of environmental
performance. Furthermore, improvement and achievement of environmental goals can take place if organizations are compensating for green
practices and the commitment of employees towards their environment. Green compensation in hotel industry of Malaysia further leads to
increase in the environmental performance of employees (Yusoff et al., 2020). From above discussion, the following hypothesis may be
deduced:
H6: Green Performance Management and Compensation has a significant and positive impact on Environmental Performance in the
Telecommunication industry of Pakistan.
In line with consideration of previous scholars NRBV theory can be best applied to the relationship of these constraints (Ghouri et al., 2020).
According to this theory, rare capabilities further contribute to the competitive advantage of the organization. In terms of EP, this could be
referred to as the implementation of sustainable practices that are rare and difficult to be replicated by competitors. Furthermore, minimizing
negative impacts and maximizing the positive impact on the environment could further lead to improvement in business performance.
Moreover, environmental performance such as decreased levels of energy use, carbon emission, and any other waste management is
positively associated with the business performance (Ghouri et al., 2020). Environmental Performance has its importance in the protection of
nature from negative impact and for the maintenance of the overall performance of the industry (Kim et al., 2019; Singh et al., 2020). In line
with the above discussion, following hypothesis may be deduced:
H7: Environmental Performance has a significant and positive impact on Business Performance in the Telecommunication Industry of Pakistan.
Based on previous studies, NRBV theory can be employed to the present theoretical model. The last theory is the Natural Resource Based View
which is a further development of RBV theory asserting that the capabilities and resources’ utilization can contribute to attaining competitive
advantage (Melkonyan et al. , 2019). This theory also concentrates on the endeavours of environment that would further aim in the
enhancement of performance of the organisation. It was also found through the assessment of green HRM practices’ impact on environmental
performance in manufacturing industry of Pakistan that through recruitment and selection of those employees who have better understanding
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and awareness about environment accountability and sustainability, the green performance would be more concerned and productive also
enhancing the overall manufacturing industry performance (Afzal et al. , 2023).While previous scholars have categorized green HRM
antecedents and has examined the research about the moderating role of environmental performance between green HRM and business
performance (Ghouri et al. , 2020), existing research has not revealed the unique and direct relationship between the green hiring and
organizational success.
H8: Environmental Performance mediates the association between Green Hiring and BusinessPerformance in Telecommunication industry of
Pakistan.

Natural Resource-Based-View theory is recognized in academia. This theory is evolvingwith specific importance in the literature of
sustainable operations (Rehman et al., 2021). Although the theory of NRBV is initially applied to those natural resources which are tangible,it
can be further extended to include human capital resources and relate it to the environmentalsustainability. In line with this theory, green
training and involvement can positively impact business performance, with mediation of environmental performance. This would contribute
towards competitive advantage as well as organizational success. Green training can be utilizedto enhance abilities and skills, increase
motivation level through involvement and awareness as well as providing opportunities for valuable participation in green practices(Aggarwal
and Agarwala,2023).

However, study proving mediation of environmental performance between the association of green training andinvolvement and
business performance is limited. This hypothesis would be dealing with the major previous gap where impact of Green Training and
Involvement large previous gap as while there exist studies focusing on the correlation between these variables at an individual level, the
moderation of environmental performance on green hiring and business performance is wanting. While previous scholars have categorized
green HRM antecedents and has examined the research about the moderating role of environmental performance between green HRM and
business performance (Ghouri et al. , 2020), existing research has not revealed the unique and direct relationship between the green hiring
and organizational success.In consideration of above discussion following hypothesis may be deduced:
H8: Environmental Performance mediates the association between Green Hiring and BusinessPerformance in Telecommunication industry of
Pakistan.

Natural Resource-Based-View theory is recognized in academia. This theory is evolvingwith specific importance in the literature of
sustainable operations (Rehman et al., 2021). Although the theory of NRBV is initially applied to those natural resources which are tangible,it
can be further extended to include human capital resources and relate it to the environmentalsustainability. In line with this theory, green
training and involvement can positively impact business performance, with mediation of environmental performance. This would contribute
towards competitive advantage as well as organizational success (Muisyo et al, 2021). Green training can be utilizedto enhance abilities and



102

skills, increase motivation level through involvement and awareness as well as providing opportunities for valuable participation in green
practices. This author also stated that integration of financial development and sustainable development is a great challenge in today’s world
(Amjad et al.,2021). As proven in previous discussion of this literature, there are studies which examines therelationship between GTI and EP
as well as between EP and BP.
H9: Environmental Performance mediates the association between Green Training and Involvement on Business Performance in
Telecommunication industry of Pakistan.

In the context of GPMC, practices related to environmental sustainability can be considered as intangible natural resources. If these
resources are managed effectively, industries will have competitive advantage and this would be in line with understanding of Natural
Resource-Based-View framework. As organizations implement green performance management practices and compensation schemes that
encourage environmentally responsiblebehaviors, this can lead to improvements in environmental performance indicators(Aggarwal and
Agarwala,2023). Improved environmental performance, in turn, can positively influence various aspects of business performance, such as cost
savings, risk reduction, enhanced reputation, and market competitiveness.In textile industry of Pakistan, green compensation has a significant
and positive impact onenvironmental performance which further enhances organizational sustainability and ensures the success of the
performance of the industry (Amjad et al., 2021).

When the impact of green performance management and green compensation was studied in the Indian automobile industry, the
author revealed that such practices further helps the industry in dealing with the challenges of sustainability of the environment. Furthermore,
by adopting these practices employees would be engaged in environmentally friendly practices and this might also contribute further to the
improvement of their attitude. This behavior further contributes to the reduction in carbon footprints by industries which leads to increased
competitive advantage for industry (Chaudhary, 2019). Despite precursory studies having proven significant and conclusive impact among
these variables separately, the study examining the mediating role of environmental performance between Green Performance Management
and Compensation with BusinessPerformance is rare. This study will tackle with major previous gap by determining the following hypothesis:
H 10: Environmental Performance mediates the association Between Green Performance Management and Compensation on Business
Performance Telecommunication industry of Pakistan

When explaining the AMO theory, as cited in (Al-Shahwani & Mutunga (2020) correlate it with the human resource practices that focus
on training, compensation and performance supervision as a way to bring out the big picture that showcases superior level duty
accomplishment and decision making as an opportunity. High employee ability, knowledge, & skills result in increased employee desire for
development as well as being empowered thereby enhancing commitment (Hashim, 2020). Thus, it could be suggested that practices like post
progressive performance monitoring, progressive staff acquisition and selection, progressive remuneration etc of green HRM may also
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improve capacity, incentive, and opportunity of the employees to achieve companies green objectives (Amrutha& Geetha, 2020). As Boselie et
al stated (2005), Appelbaum et al (2000), Uppal (2021), and Anwar et al., (2020) SHRM is one of the widely embraced theories which can be
used empirically to explain how HR practices influence the organisational performance in general and more specifically, how the green HR and
the impact of this approach can affect organisational EP.

First, (Appelbaum et al. (2000) emphasised that the distinguished but associated HR strategies are qualified by AMO theory in terms of
ability, motivation, and opportunity. Being known as abilities, green methods such as green recruiting and selection, green training, and green
development afford green abilities that will enable employees to possess the required skills and knowledge to execute and complete tasks
implemented for successful green organizational development. Analyzing the impact of organizational motivation, the role of the senior
management, and the level of the employees’ engagement to a sustainable extended producer responsibility- a conceptual framework and
empirical analysis by (Cheema and Javed 2017).The AMO perspective is also used by (Yu et al. , 2020) since analyzing the effects of GHRM in
China. In their study (Anwar and colleagues 2020), the authors have found that green practices enhancing competencies, desire and
motivation for environmental activities in employees improve their OCB, which in turn enhances EP. By.assertThating the above factors on the
AMO theory, it is evident that the theory affects business performance.

The same study revealed that through green entrepreneurship, the entrepreneurial intention of university students who in turn brings
social change through the influence of the AMO theory Mia et al. Cooperative planning systems, gross and staff acquisition, training and
development, the approval systems people adopt, and the like are the human resource strategies that influence how people transform their
mind-set and behavior and organizational performance based on the AMO theoretical model (Muisyo et al., 2021). The Resource-Based View
(RBV) is a management theory which states that the competitive advantage of a firm that is sustainable depends upon its unique and
important capabilities and resources that suggests that a firm's sustainable competitive advantage derivesfrom its unique bundle of valuable
resources and capabilities. Basically the core concept of theRBV is that all the resources of the organization consists of a valuable, unique, rare
and that organizational asset which cannot be imitated (Barney, 1991). Therefore, it is important for organizations to invest in human resource
management so that industries can further enhance the capabilities of their employees to support implementation of strategic objectives. In
this study, Green HRM is considered to be valuable, unique and not imitated resources with the helpof which industries can sustain its
competitive advantage.
Getting involved into environmentally friendly initiatives further improves the chances of minimization of emissions, less wastage of water,

improvement in efficiency, and minimization of total environment footprint of enterprise operation. Hart (1997) has proposed the theory of
Natural Resource View where importance is given to those resources that are environmentally oriented (Anthony, 2019). In consideration of
the theory of Natural Resource View theory, in the uncertain environment of today, organizations are searching to capture those business
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opportunities that would lead towards the creation of sustainability regarding competitive advantage and further help in the improvement of
environmental performance (Rehman et al., 2021).
Previous studies have supported this argument that by facilitating organizations with green practices would help in the improvement of

environmental performance.Previous studies have supported the application of this theory in the relationship of environmental performance
with other variables that may have an impact on the success of firm (Makhloufi et al.,2022). Therefore, this theory is applicable in the impact
of both Green HRM and environmental performance on the business performance of the industry.
Theoretical framework: Figure 1 shows the theoretical framework of the study
Methodology
Based on the positivist philosophy, which emphasizes measurable, observable phenomena and the scientific method as the best way to
comprehend the universe, the positivist approach to research methodologies is a model.

(Figure1:Theoretical framework of the study )

In research and scientific inquiry, the deductive approach is a popular reasoning technique. This study uses a logical strategy that follows a top-
down logic to apply the positivist approach effectively (Kraska et al., 2020)
Sampling
This research's studied population is the telecom industry that operates in the geographical areas of Rawalpindi and Islamabad. It consists of
all the major players, regulatory agencies, and organizations involved in the telecom industry’s provision, management, and operation. This
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study looked at other significant telecom providers in addition to regulatory agencies including the Pakistan Telecommunication Authority
(PTA). The main players, including Ufone, Jazz, Telenor, Zong, and the Pakistan Telecommunication Company Limited (PTCL), were the center
of attention. The sampling frame is created by removing these five organizations from the population. The selection of sample size required
taking into account several methods. First, a minimum sample size of 314 was obtained by using the Krejcie and Morgan table, our population
consists of N=1700 because in our research we have selected telecommunication sectors namely Ufone, Zong, Telenor, and Jazz. According to
their websites the employees of top management and middle management the population consist of around 1700. This decision is in line with
accepted research practices and guarantees that the sample size is large enough to yield adequate statistical power. This study's methodical
approach strengthens the validity and conclusiveness of the conclusions drawn from the data gathered.
Method
Convenience sampling method, mostly using personal networks in the telecom industry in Rawalpindi and Islamabad. The sample size
extracted also follows to the convenience sampling (Sekeran & bougie, 2016). Although this made data gathering easier, it might have led to a
smaller representation of the overall population.The approach that is being proposed in this research employs quantitative methodologies. For
quantitative analysis, we have utilized statistical programs like smart pls and SPSS. Complex structural equation models (SEM) with latent
variables and many paths are especially beneficial to analysis with SMART PLS. For non-normal data or small sample sizes, it is frequently the
favored method. In comparison to previous SEM techniques, SMART PLS uses a component-based estimating strategy that can process data
more quickly, particularly for big or complicated datasets. The skill levels ranging from beginner to expert in statistics can utilize SMART PLS
because of its intuitive interface, which makes model construction and interpretation easier. ANOVA, regression analysis, factor analysis,
descriptive statistics, inferential statistics, and many more statistical analyses are supported by the flexible software program SPSS.
Data Collection
The item was adopted for Green recruitment and selection,Green training and development, Green performance and appraisal (Masri and
Jaaron ,2017), Business performance, and Environmental performance (Daily et al,2012; Ritala, 2012). The main data was collected online
using a Google Form, therefore the answers were downloaded into an Excel document and then imported into SPSS. To identify and address
outliers and missing results and establish normalcy, a thorough screening process was first employed, adhering to the guidelines provided by
(Hair et al (2006). To ensure the accuracy and reliability of results, these academics suggest data cleaning. Our study carefully applied data-
cleaning techniques to enhance the quality of the dataset.
Data analysis
To perform the statistical analysis, the software used is SPSS whereas for PLS-SEM the software used is Smart PLS 4. Several assessment tools
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are employed to assess the study model and gain information from it. SPSS offers tests such as descriptive, correlational, as well as
demographical tests among others. Among the tests that are conducted in Smart PLS 4, the new tests include; They are the measurements
model analysis and the structural model outcomes examination with the figure of zero.
Demographic and character analysis - After the data-cleaning process was complete, a comprehensive descriptive Analysis was performed
utilizing SPSS to examine the demographics of the survey participants. The characteristics included in this analysis included qualification, age,
gender, and total work experience.
Descriptive Statistics - The fundamentals of descriptive statistics include sample size, mean, and standard deviation numbers. Descriptive
statistics are a vital tool for finding and condensing significant information about the variables under investigation.

(Table 1: Descriptive Statistics)
The table gives a comprehensive overview of the descriptive statistics for five variables: GRS, GTD, GPA, BP, and EP, derived from a sample size
of 301 respondents. Each variable is measured on a 5-point scale, ranging from 5 to 1, allowing for a nuanced examination of participant
responses. The descriptive statistics include the minimum and maximum values, mean scores, and standard deviations for each variable. For
GRS, the mean score is 4.0824, and the standard deviation is 0.64321. GTD shows a mean score of 4.1130 and a standard deviation of 0.61795.
GPA is characterized by a mean score of 4.0950 and a standard deviation of 0.55486. BP demonstrates a mean score of 4.1633 and a standard
deviation of 0.58070. Lastly, EP has a mean score of 4.1688 and a standard deviation of 0.58625. Moreover, Positive kurtosis values indicate a
distribution with peaked and thick tails.
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Correlation Analysis
Karl Pearson laid the groundwork for correlation analysis through his contributions in the late nineteenth century. He formulated the Pearson
correlation coefficient (r), which quantifies the strength of a linear relationship between variables. (Pearson 1907) indicates that the coefficient
may take values ranging from -1 to +1. A positive coefficient indicates a positive correlation, while a negative coefficient signifies a negative
relationship, and a coefficient of zero indicates the absence of association. Correlation is a powerful analytical instrument that reveals the
strength and direction of relationships, enabling further inquiry.

(Table 2: Correlation Analysis)
Green Recruitment and Selection and Green Training and Development were positively and significantly correlated (r=.751, p<0.000), as
demonstrated in Table 4.7. Environmental performance (r=0.551, p<0.000), business performance (r=0.599, p<0.000), and green performance
and assessment (r=0.648, p<0.000) were the following correlations found in the study. There is strong evidence from research that green
training and development is positively correlated with green performance and assessment (r=0.744, p<0.000), business performance (r=0.648,
p<0.000), and environmental performance (r=0.571, p<0.000). Green performance is positively and substantially correlated with both firm
performance (r=0.701, p<0.000) and environmental performance (r=0.585, p<0.000), according to the findings. Also, with a p-value less than
0.000 and a correlation coefficient (r) of 0.696, there was a strong positive relationship between environmental performance and corporate
performance.
Data Normality
Whether the data follows a normal distribution is an important question to ask when doing regression analysis or structural equation modeling
(SEM). Two statistical methods were employed to verify the normalcy of the data: ** Kurtosis and the Cramer-von Mises test** For a rundown
of the test's findings, which demonstrated that every value was significant enough to dismiss the idea of normally distributed data, refer to
Table 3. We performed additional tests for skewness and kurtosis to ascertain if the data follows a normal distribution. The data is probably
not normal if the skewness and kurtosis values are greater than -1 and less than -1, respectively. The results showed that the data was out of
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the ordinary due to the presence of numerous values exceeding the cutoff. Good news, because inflation typically results from extremely
unusual data, the results demonstrated that the data was not significantly out of the ordinary.

(Table 3: Data Normality)
Multiple datasets, each with 301 data points, are statistically represented in the results. Median values, which show the middle ground or
central tendency, can be positive or negative depending on the dataset. The magnitudes of the standard deviations, which show how
dispersed the data is, vary. Positive values for excess kurtosis indicate distributions with heavy tails, while negative values indicate distributions
with lighter tails. Depending on the dataset, skewness can be either negative or positive, indicating an uneven distribution. When the Cramer-
von Mises test statistics and p-values are consistently reported as 0, it means that the data is significantly different from what is expected
theoretically. This raises the possibility that the datasets do not conform precisely to the assumed distribution and that there may be
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discrepancies in the fundamental data attributes. Understanding the features of these outliers and assessing their consequences for the
applicable datasets would benefit from further research and analysis.. Validity Evaluations: The p-value and the Cramér-von Mises statistic
How well the data follows a normal distribution is assessed by these metrics. The data shows a significant deviation from normality when the
p-value is low, usually below 0.05.
PLS-SEM Approach
Declared that while evaluating parameters (measurement model) and testing hypotheses (structural relationships), the SEM should be utilized.
According to Heseler (2013), PLS-SEM is frequently utilized in studies on customer behavior. To illustrate complex interactions, for example, PLS
works well. A dataset with an irregular data distribution can also be handled by PLS, aside from that. Researchers can quantify heterogeneity
within path modeling with PLS, which is also an effective method. Phase one of the two-stage SEM method entails evaluating the
measurement model, and phase two involves conducting structure relationship analysis, also known as path analysis. established by Henseler
and Chin (2010). This study employed Smart PLS software version 4 to conduct PLS-SEM analysis. Details are illustrated in the figure.
Measurement Framework
The measurement model assesses the measurement properties of latent constructs and illustrates their evaluation through observable
variables. The criteria of the measurement model must be satisfied prior to advancing to the structural model. Five reflective constructs were
employed in this study, four for each reflective construct. The validity and reliability of the estimation model are generally evaluated (Hair et
al., 2014). Confirmatory Factor Analysis (CFA) can be employed to evaluate the validity and reliability of all scales. The model is depicted in the
figure, with circles representing the constructs and rectangles indicating the items utilized to measure these constructs.
.

(Figure 2): Measurement Model Used for CFA
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After the model was developed in SmartPLS software, PLS algorithm was used to estimate the basic statistics with the settings of maximum
iteration = 301 and Path Weighting Scheme. The process is known as measurement model (outer model) assessment. An examination was
conducted to assess the capacities of the items in the scale by measuring their outer loadings. All external loadings must have values greater
than zero, as this is a requirement for factor analysis. The value can be either 70 (Hair et al., 2010) or 0..In their study, (Hair et al,2010) have
defined organisational commitment as the strength of an individual’s identification.
Convergent Validity
We are comparing the convergent validity of alpha with the composite reliability (CR), which is measured by the average variance extracted.
Since composite reliability is based on factual information during its development, it is the preferred indicator of internal consistency reliability.
Verifying that the composite reliability score is greater than 0.7 is suggested as a means of evaluating the constructs' reliability by Chin (2010)
and Gefen et al. (2000). Consistent with previous research (Hair et al. 1998), this study found that all constructs had composite reliability (CR)
values greater than 0.7, indicating strong convergent validity. If the reliance measure explains more than half of the construct's variability
(score > 0.5), then the measurement is said to be well-constructed. With AVE values over 0.5 and alpha and CR values over 0.7, the table shows
a satisfactory level of convergent validity and internal consistency.
Discriminant Validity
Templates of discriminant validity tell what and how the constructs are different from each other. It was assessed by three measures: The initial
evaluation focused on Criteria: 1) Fornell and Lacker; 2) Cross loadings and 3 Hetrotrait-Monotrait ratio (HTMT) proposed by Henseler et al.
SmartPLS has the results for all these criteria of discriminant validity assessment. Discriminating validity is determined by a measurement
model that has a squared value of the AVE of a construct that stands more than the inter-item correlation. Indicators should have higher
loadings on the corresponding construct compared to other constructions. The cross-loadings are generated by the Smart PLS method. The
HTMT method is a superior approach for detecting discriminant validity. HTMT is a statistical measure that quantifies the average correlation
between indicators that measure distinct constructs, divided by the geometric average of correlations between indicators that measure the
same construct. SmartPLS presented the HTMT values in the table below. The criterion threshold for assessing discriminant validity is 0.85
percent. Kline (2011) or Gold et al. (2001) both state that values of 0.90 indicate discriminant validity. One more recommendation for a
standard is to In order to ensure that the HTMT value confidence interval for the structural paths is not equal to 1, it is necessary to conduct an
assessment (Henseler et al., 2015). To evaluate the model, a bootstrap confidence interval of 90% was used. The second criterion was met
because no interval contained a value of 1.
Assessment of Structural Model
Reason being, inner (structured path) model estimates can only be evaluated with the help of correct and dependable outer model estimates
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(Henseler et al., 2013). It is also important to distinguish between measurement theory and the processes by which methods like PLS-SEM infer
model parameters. Researchers can define measurement models that are refectively and formatively specified which PLS-SEM can estimate in
a very simple manner On the other hand, the scholars in PLS make use of the bootstrap method to test the flow of variables (Gefen et al. ,
2000).
Assessment of Collinearity
The results which are deduced in PLS-SEM are on the basis of OLS regression of an individually endogenous latent variable on its number one
parallel construct. Hence, chi-square test is crucial in determining the level of collinearity of predictors. Another problem is - collinearity of the
predictor variables, which can result in the biased estimates (Hair et al. , 2017). Multicollinearity presence is checked by using Variance
inflation factor (VIF) values which are obtained in SmartPLS. (Petter et al. ,2007) also explained that VIF value greater than 3. 3 signs high
collinearity.

(Figure 3: PLS Structural Model)
Path Coefficient (β) and t -values
Using the bootstrapping method, we test the hypothesised connection between the components. The t-value, p-value, and path coefficient (β)
are used to assess the correlation. Each relationship in the model has its path coefficient values (β) displayed in the figure. The specified p-
value and t-value are also included. The β, p-value, and t-values are computed using SmartPLS's bootstrap method with the help of the 5000
samples.
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(Table 4 : Findings from Testing Hypotheses and Structural Models)
Results of Structural Model and Hypotheses Testing
H1 (GRS -> BP): Analyzes the impact of GRS on BP.The beta value of 0.163 signifies a weak positive correlation.Importance: A p-value of 0.014
indicates a statistically significant association; however, the effect size is minimal. This indicates that despite a positive correlation, the rise in
BP scores corresponding to elevated GRS scores is minimal.
H2 (GTD -> BP): Analyzes the impact of GTD on BP.The beta value of 0.191 signifies a weak positive correlation, marginally stronger than H1.A
p-value of 0.013 indicates a statistically significant relationship, albeit with a weak effect size. Analogous to H1, the augmentation of BP scores
corresponding to elevated GTD scores is minimal.
H3 (GPA -> BP): Analyzes the influence of GPA on BP.The beta value of 0.455 signifies a moderate positive correlation, the most robust among
all hypotheses pertaining to BP.A p-value of 0 indicates a highly statistically significant association. Elevated GPA scores correlate with
increased BP scores, exhibiting a more significant effect size in comparison to GRS and GTD.
H4 (GRS -> EP): Analyzes the impact of GRS on EP. A beta value of 0.208 signifies a weak positive correlation. A p-value of 0.01 indicates a
statistically significant association; however, the effect size is minimal. Analogous to H1, the augmentation of EP scores with ascending GRS
scores is minimal.
H5 (GTD -> EP): Analyzes the impact of GTD on EP. A beta value of 0.189 signifies a weak positive correlation.A p-value of 0.021 indicates a
statistically significant association, albeit with a minimal effect size. Analogous to H2, the augmentation of EP scores corresponding to rising
GTD scores is minimal.
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H6 (GPA → EP): Analyzes the impact of GPA on EP.A beta value of 0.313 signifies a moderate positive correlation. A p-value of 0 indicates an
exceedingly statistically significant correlation. Elevated GPA scores correlate with increased EP scores, exhibiting a moderate effect size.
H7 (EP -> BP): Analyzes the influence of EP on BP. The beta value of 0.398 signifies a moderate positive correlation, more robust than GRS and
GTD, yet less so than GPA.A p-value of 0 indicates a highly statistically significant relationship. Elevated EP scores correlate with increased BP
scores, exhibiting a moderate effect size.
Mediation Analysis
For a lengthy amount of time, the casual approach developed by Baron and Kenny (1986) has been a very popular way for testing mediation.
There are several procedures involved in this process to determine the mediation effect. However, because of its low power and type 1 error
rate, new work has explored a number of shortcomings of the Baron and Kenny's method (Rungtusanathan at al., 2014). Another commonly
used measure to evaluate mediation is the Sobel test. The basis for this test is the presumption that the indirect impact sampling distribution is
normal. It is also not advised to use the Sobel test to examine the mediation effect because the distribution assumptions do not apply to the
indirect effect. In order to establish mediation, Preacher and Hayes (2004:2008) have proposed a single nferential test for an indirect effect,
criticizing Baron and Kenny's casual step process. direct effect need not be considerable in order to analyze mediation. The mediation effect
was analyzed using the Bias-Corrected and Accelerated (BCa) bootstrapping procedure with a Two-Tailed test..

H8 (GRS -> EP -> BP): This hypothesis investigates the indirect influence of GRS on BP through the mediation of EP.A beta value of 0.083
signifies the magnitude of this indirect effect. A positive value signifies a positive indirect effect, indicating that elevated GRS scores correlate
with marginally increased BP scores, presumably due to their influence on higher EP scores. The T-statistic of 2.563 and a p-value of 0.01
validate the statistical significance of this indirect effect.

H9 (GTD -> EP -> BP): This hypothesis investigates the indirect influence of GTD on BP through the mediation of EP.The beta coefficient
of 0.075 signifies the magnitude of this indirect effect. Analogous to H8, it represents a positive value signifying a positive indirect effect.
Elevated GTD scores correlate with marginally increased BP scores, presumably due to their impact on EP scores. The T-statistic of 2.184 and p-
value of 0.029 validate the statistical significance of this indirect effect; however, the effect size is diminished relative to H8 due to the lower
beta value.

H10 (GPA -> EP -> BP): This hypothesis investigates the indirect influence of GPA on BP through the mediation of EP.The beta value of
0.125 signifies the magnitude of this indirect effect, which is the most substantial of the three. The positive value signifies that elevated GPA
scores correlate with the greatest enhancement in BP scores, presumably mediated by their effect on EP scores. The T-statistic of 3.481 and p-
value of 0.001 affirm the substantial statistical significance of this indirect effect.
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The analysis demonstrates statistically significant indirect effects of all three independent variables (GRS, GPA, GTD) on BP, mediated by EP.
The magnitude of these indirect effects, however, differs. The Grade Point Average (GPA) exerts the most significant impact on Blood Pressure
(BP) via Emotional Processing (EP) (beta = 0.125), followed by Genetic Risk Score (GRS) (beta = 0.083), and subsequently Genetic Trait Diversity
(GTD) (beta = 0.075). This indicates that although all three variables may exert some indirect influence on performance (BP) via another
variable (EP), GPA seems to be the most significant factor.

(Table 5 Hypothesis Testing for mediation )

(Figure 4 : Mediation analysis)
Explanatory Power of the Model
The coefficient of determination (R²) serves as a metric to evaluate reliability.of the model's predictions. R2 is a metric that quantifies the
degree to which the model can elucidate the dissimilarity in the dependent variables, including the collective influence of all independent
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variables. R2 can range from 0 to 1, with higher values suggesting greater precision in predictions. When attempting to determine the value of
R2, there are additional guidelines that must be adhered to. The values of 0.26, 0.13, 0.02, 0.67, 0.33, 0.19, and 0.75, 0.50, 0.25, respectively,
indicate a satisfactory level of accuracy in predicting outcomes, as stated by Cohen (1988), Chin (1998), and Hair et al. (2017).
Effect Size f2
The magnitude of the predictor construct can be evaluated utilizing the f2 statistic. (Cohen, 1988). This is crucial because the internal hidden
factor in certain models is influenced by a significant number of external variables. Subsequently, it is necessary to compute the effect size for
each variable. An approach to accomplish this is by calculating the quotient of the difference between the R2 included and R2 removed, divided
by one minus the R2 included.
Effect size for Constructs
The table you provided shows a correlation matrix, which summarizes the relationships between multiple variables. Here's an interpretation of
the correlations between each pair of variables BP (Performance): EP: A positive correlation of 0.252 indicates a weak to moderate positive
relationship. Higher scores on EP is generally correlated with marginally elevated BP scores.The GPA exhibits a weak positive correlation of
0.119. Elevated GPA scores are generally correlated with marginally higher BP scores; however, the strength of this correlation is less robust
than that with EP.GRS: A minimal positive correlation of 0.007 indicates an almost insignificant relationship. There is virtually no correlation
between GRS and BP scores.GTD: A minimal positive correlation of 0.012 indicates an almost insignificant relationship. There is virtually no
correlation between GTD and BP scores.The GPA exhibits a weak positive correlation of 0.071. Elevated GPA scores are generally correlated
with marginally higher EP scores; however, the strength of this correlation is weak.
Goodness of Fit
The standards of the overall model fit is utilized to assess the extent to which proposed the models align with the data.

(Table 6: Model fit value)
The comparison between the saturated model and the estimated model involves several fit indices, providing insights into the goodness of fit
for each model.
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• SRMR (Standardized Root Mean Square Residual): Both saturated and estimated models have an SRMR of 0.068.This value is generally
considered acceptable for SEM, suggesting a reasonable fit between the model and the data. A lower value indicates a better fit. Since both
models have the same value, it doesn't help differentiate between them.
• d_ULS (Normed Fit Index - Unweighted Least Squares): Both models have a d_ULS of 1.614.Interpretation: This index doesn't have a clear
threshold for good fit. It compares the chi- square statistic of the model to a chi-square statistic from a baseline model with no relationships
specified. Since both models have the same value, it's not informative for comparison.
• d_G (Gehrig's d): Both models have a d_G of 0.774.Similar to d_ULS, this index doesn't have a definitive cut-off for good fit. It compares the
model's chi-square to a theoretical chi-square based on sample size and number of estimated parameters. Again, with identical values in both
models, it's not helpful for comparison.
• Chi-square (χ2):Both saturated and estimated models have a Chi-square value of 1332.344.Chi- square is used for hypothesis testing, but its
value depends on sample size. A high chi-square with a low p-value might suggest the model doesn't fit the data well. However, in SEM, chi-
square is often considered alongside other fit indices due to its sensitivity to sample size. Since both models have the same Chi-square value,
it's not useful for comparison here.
• NFI (Normed Fit Index): Both saturated and estimated models have an NFI of 0.768. NFI compares the chi-square of the model to a baseline
model with no relationships specified. A value closer to 1 indicates a better fit. Here, even though both models have the same NFI, it suggests a
potential issue with the model fit, as NFI values above 0.9 are generally preferred.
Discussion
This study has examined the conceptual framework in which company performance is considered the dependent variable. Academic research
Green hiring, green training, green involvement, and green performance management and pay are the distinct concepts. Environmental
performance is the variable that acts as a mediator or intermediary in nature. Upon the completion of our research, we administered
questionnaires to 301 employees in the twin cities of Rawalpindi and Islamabad. The results of our study align with the prior findings. Research
has shown that the effects of green hiring, green training, and involvement, green performance management, and pay on employee business
performance are impressive and favorable. The findings of this study align with previous research undertaken by different academics (Afsar et
al., 2019; Alam et al., 2023; Al-Hadrami et al., 2024). these findings have confirmed results that align with the studies conducted by scholars
who have investigated similar variables in their research (Martins et al., 2021; Roscoe et al., 2019; Yusoff et al., 2020). The confirmation of
Hypothesis 7 involved analyzing the impact of environmental performance (mediating construct) on company performance (dependent
construct). Additionally, the mediation analysis conducted in this study has also yielded good and statistically significant results. Ghouri et al.
(2020) A comprehensive study has been conducted on the correlation between green human resource management and employee business
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performance. They have investigated the function of environmental performance as an intermediary in this relationship. This study enhances
prior research by illustrating robust and positive correlations among various antecedents of green HRM and corporate performance, with
environmental performance serving as the mediating variable.
(Amjad et al., 2021).
Practical implications
The results of this study further recommend that managers of the telecommunication industry of Pakistan should involve their employees in
green practices if they want to increase trust level as well as improve competitiveness globally. Green practices become the source of
motivation for employees to further manage their moral and monetary goals. There is also a requirement for awareness programs by the
government to further inculcate performance related to green environment. This would lead towards enhancement of determination of an
individual to show improvement in their performance. Furthermore, this model becomes the source of guidance for managers to implement
these green HRM where reduction related to energy, waste, and emissions would be reduced from the organization.
Limits and recommendations for further research
Nevertheless, it is important to acknowledge the following constraints associated with study: Due to time the constraints limited financial
resources, the study only done in the twin cities of Islamabad and Rawalpindi. Subsequent investigations could be carried out in additional
Pakistani cities, as well as in other countries, to examine the patterns and trends. Furthermore, we may expand this research by conducting the
longitudinal study, which would provide a more in-depth understanding of the arguments provided. Secondly, this research was limited by only
focusing on the telecommunication industry of Pakistan. For generalization of this study for future works, researchers can consider varying
industries for both developed and developing countries. There is also the advantage that this study focused on only one mediator in the
proposed model and therefore, future research might consider multiple mediators between the autonomous and subordinate constructs.
Furthermore, the researcher can utilize the Stakeholder theory by Freeman (1984) which suggests that organizations should consider the
interest and impact of all stakeholders and argues that an organization can make decisions with the concerns of stakeholders to achieve long-
term sustainability.
Conclusion
Green HRM practices have become crucial for ecological sustainability. It additionally assists organizations in attaining environmental
performance and securing a competitive edge in both national and global markets. This study investigates the correlation between the
implementation of Green Human Resource Management and its resultant effect on Environmental Performance. An elevation in EP
subsequently improves the organization's Business Performance. Results have shown that practices related to Green HRM would further lead
to behavior related to the environment among employees. Specifically, if employees are given training that is linked with awareness related to
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the environment as well as giving preference to those candidates during the hiring process who give great consideration to the sustainability of
the environment, then their behavior would further lead towards an increase in motivation to perform better in their organization (Amjad et al.,
2021). Furthermore, by giving training to employees and involving them in taking green initiatives, such employees would further recover their
contribution to eco-friendly sustainability (Pham et al., 2020), which subsequently resulted in an elevation of blood pressure. Finally, through
the augmentation of sustainable performance management and workforce engagement compensation, where employees are aligned with
objectives related to green initiatives as well as their compensation is also tied with green practices for the organization, such practices always
lead towards achievement of the environmental performance (Amjad et al., 2021). As a key facilitator of both environmental and BP, managers
can benefit from implementing Green Human Resource Management (GHRM) practices, according to this study's empirical evidence, which
adds to the existing body of knowledge on green HRM.
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