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Abstract

This study is about finding the impact of Green HRM on the employees green behaviors with
mediating role of mediating mechanism of green work engagement in higher education institutes
of Pakistan. The study highlights the significance of environmental and pro-environmental
activities practiced at Higher Education institutions. It focused on the impact of green HRM on
employee green behavior in Higher Education of Pakistan. Research is based on the social
exchange theory (SET) and the job demands-resources model. Data is collected from faculty and
staff members of HEC universities who are directly and indirectly influenced by policies. The
medium of data collection self-administered questionnaire distributed by hand and shared online.
The data analysis revealed that the Green Human Resources Management and mediating variable
Green Work Engagement has positively and significantly affected the Green Innovative Work
Behavior. The results implies that the managements of the organizations should focused on the

Green innovative work behaviors of the employees.
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Higher education, Green human resources management (GHRM).
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CHAPTER 01: INTRODUCTION

This study is about finding the impact of Green HRM on the employees green behaviors with
mediating role of mediating mechanism of green work engagement in higher education institutes
of Pakistan. In this section of the study the Background; Problem statement; Research

Objectives; Research Question; Significance of the study are narrated.

1.1 Background of the study:

Economic value of the firms and their promotions are dependent on the company’s success in
their early ages. Today, firms’ must think about reducing biological impressions and attach
importance to social and natural variables in addition to monetary ones. Monetary elements that
allow the association to find real success in the corporate field and in this way allow investors to
benefit. In some previous years, concerns for the global suitability for the firm’s showed upward
trends with the issues of the environmental concerns(Gupta, 2015), that were rapidly increased
due to the revolution in the industry era, making the destruction of the environment (CJC, 2008).
Nowadays, in the business world, the ecological image of a product has become a fundamental

factor that participates procedures, technical acceptance and classifications (Muster V, 2011).

There is an extraordinary adaptation to the expansion of environmental contamination and waste
generated in business, which has come about through the expansion of implementing strategies
with a legislative and confidential area fully focused on curbing the rapid erasure of
unsustainable assets and the definitive adverse consequences that would entail on cultural results.
The corporate area has improved the reception of the management climate. This led to the

development of another major step called green governance.




According to (Amy H.I. Lee, 2009), this approach is considered very successful and productive
since the mid-2000s. He characterized green management as a technique adapted by associations
to coordinate ecological management systems to ensure and estimate natural aspects. Day by day
and (Huang, 2001) suggested that the association basically has to adapt to the modern
development and guarantee in climate this is very protected as well as advanced. Acceptance of
applies has brought various benefits that would ultimately help the business promote the rise of
the "green and ruthless" mantra. Assistances related with income contain developments
associated with the functional execution of firms, advancement in collaboration, strengthening of
authoritative culture, and reduction of large and large costs (Hart, 1997). Organizations are now
changing their structures. They become more socially responsible towards their environment,

country and society.

1.2 Problem Statement

Increasing higher education institutes among the globe had been naturally moving towards the
right practices in the last few years. This concern forces associations to remember ecological
practices so that their Human Asset (HR) arrangements gain the upper hand (Leal, 2003). Green
Human Resource Practices shows a vital model in the sustainability of the environment (Kim,
2019; O'Donohue, 2016). Behavior of the employees about the environment, when they realized
that it is very important and essential to have peaceful environment, it changed and they started
adopting such behaviors and attributes which actually help them involve in the Green
environment practices and this actually helps their behavior engaging towards the Green

Practices (Pham N. T., 2019; Jackson, 2010).




Universities are most often research centers. Educational and research associations are to assume
a vital role in accepting tactics as well as options as opposed in solving current environment
problems (Benayas, 2012; Disterheft, 2012; Leon-Fernandez, 2015). The institution must also
deal with pro-environmental topics in its research. In addition, it must set a precedent in
revitalization and recognition of the evolving needs and challenges of environmental
management (Finlay, 2012). Therefore, higher education institutions in Pakistan need to
anticipate their strategies. They must also align them with recognized educational systems to

enhance the impact and practice of GHRM.

1.3 Research Objectives:

The main objective of the study is to find out the impact of the Green HRM practices on
Employee Green Behaviors by using the mediating role of the Green work engagement. Other

objectives of the study are as follows:

e The research seeks to fill the gaps featured by previous studies.

e This paper fills this opening by dissecting the effect of GHRM practices on the agent
approach to acting with the mediating position of green work directed in HEC affiliated
institutions.

e The scrutiny highlights the affective implementation of GHRM intervening GWE to
measure the effect on employee behavior in HEC institutions situated in twin cities of
Islamic Republic of Pakistan.

e This research ensures to be the credible source of learning and investigation for other

related topics.




1.4 Research Questions

Following are some if the Research Questions related to this study:

1. Does GHRM affect individual employee outcomes in the education sector?
2. Does GIWB mediate the relationship between GHRM and individual outcomes?

3. Does GHRM influence employee behavior?

1.5 Research Contribution

Countries have developed their human resource strategies to learn about corporate social
responsibility. Higher education also manifests itself by contributing to a change in dynamics
and a more socially responsible organization. Their motive is environmental friendliness using
Green HRM principles. GHRM research is advancing and more investigation is needed (Pham
N. T., 2019), especially with regard to the field of advanced education (Gilal, 2019). The first of
these is the work of universities as creators of the qualities of society (and a place for debates
about these qualities). In addition, universities are significant associations with influencing

sustainable turns of events (Godemann et al, 2014).

There are certain tasks in general GHRM studies and high-level green management training.
Firstly, adds in composition of general GHRM. Secondly associates with local group data on
GHRM for high-level training in Pakistan. Third, a specific responsibility is to establish GIWB
in relevance with the GHRM and GWE as mediating factor in the relationship between GHRM
and delegated behaviors. How to promote green employee behavior in the service industry has
attracted more attention in academic research and industry practice (Jie He, 2021). He

emphasized that greening the campus requires greening the human resource management




practices of the university. Most HR departments in the countries have adopted GHRM

principles. Almost no research on twin cities of Pakistan focuses on GHRM.

Previously, research was conducted in the context of Palestine. This study contributes to the data
collection among universities in twin cities of Pakistan and fills the highlighted gap reported by
previous researchers. Also, the findings of this study help to analyze future superintendence in
other places for researchers in the context of GHRM. This review also calls for the exploration of

other emerging topics of HRM and GHRM in the Pakistani context.

1.6 Significance of study

HRM is developing in the field of supply with new ecological motives. Green human resource
management is of paramount importance to achieving its broader goals. Theories of GHRM,
GWE, and individual green outcomes are presented in all major proportions with an emphasis on
environmentally safe goals. This helps to underline the deeper facts of why green practices are
important in and for the organization. Organizations implementing GHRM improve corporate

social responsibility practices and strengthen brand image.

Researches have been conducted on various GHRM practices but without informing the
Pakistani context. This paper fills this hole by analyzing the impact of GHRM rehearses on the
representative way of behaving with the intervening job of green work conducted in higher
education foundations. A growing number of universities in Pakistan are incorporating aspects of
environmental management into their policies. Implementing green work behavior minimizes
environmental damage and saves the organization's capital. GWE promotes employee

productivity and decency in their workplace.




Institutions of higher education are the main hub to empower the future generation and young
leaders to adhere to environmentally sound practices. Institutions incorporate GHRM and GWE
conventions into their systems, instructional education plan, research projects, construction plan,
innovation and other basic exercises can produce managers with close relationship with CSR
practices. This review also brings awareness of new conventions that might be implemented. It
also opens up new aspects of the physiological and physical behavior of employees at their

workplace.

1.7 Limitation of the study

The study is generalized and covers only the field of education. This research covers the five
main universities of the twin cities. The research question should be answered in other industries
as well. Nature of the study is cross-sectional in bias that limits the achievement of cause and
effect determinations. Future research could reflect a longitudinal study project that would test

model in long term.




CHAPTER 02: LITERATURE REVIEW

This study is about finding the impact of Green HRM on the employees green behaviors with
mediating role of mediating mechanism of green work engagement in higher education institutes
of Pakistan. In this section, work of the previous scholars related to the variables of this study is
explained briefly. There are many studies published in regards with the Green environment,
Green Enterprises, Green HRM etc. Some of the work of the previous scholars is explained in

this section of the study.

2.1 Higher Education and Human Resource Management

Universities (HEIs) are organizational forms that many readers of this special section will be
familiar with, especially when it comes to working with them and for some this will include
management responsibilities (Godemann et al, 2014). The connection between advanced
education and financial improvement has been emphasized for some time (Gao 1, 2019).
Institutions of higher education, along with economic development, are now shifting policies
towards greener and more environmentally sustainable operations. Empirical studies, such as
Harvey, Williams, and Probert (2013) and Paille, Chen, Boiral, and Jin (2014), have shown that
HRM policies and practices are related to individual level employee pro-environmental
behaviors. The study provides empirical evidence that higher education makes a significant
contribution, (Wenjuan Gao 1, 2019). The importance of adopting natural practices as a
fundamental goal of the association's work, therefore, it is important to relate to the help of the
human asset that the board rehearses (Jacob, 2012). The motivation to become an

environmentally sustainable organization provides key guidelines for university managers to use




human resource management practices as a means of inducing positive work-related attitudes

(Aboramadan, 2020).

According to Darvishmotevalia, (2022), the human resource management is actually the strategic
approach of the firms to manage their human capital. Companies that have strong green policies
in place generally benefit from increasing sales and branding recognition (Wee & Quazi, 2005;
Yang, Hong, & Modi, 2011) as well as desirable employee outcomes (Salem, Hasnan, & Osman,
2012). As it is employees who are the agents that implement organizational green policies, it is
necessary for organizations to promote and ultimately change employee behavior so that such
behavior is aligned with organizational green goals (Daily,Bishop & Govindarajulu, 2009; Ones
& Dilchert,2012; Ramus & Steger, 2000). The effective and efficient management of the human
resource by the firm actually leads it to gain the competitive advantage. The human resources
that executives practice fundamentally affect the hierarchical responsibility of representatives in
advanced education (Aboramadan, 2020). Strategic Tool for the organizations, the HRM can
give benefits to the organization in such a way that for both increasing awareness and greening
the workplace and society as a whole (Benevene, 2020). In the fight against environmental
changes, business plays a vital role. The organization is currently changing its business
methodologies and striving for an even more natural centered plan. As firms now shift efforts
and strategies towards ecofriendly environment, Human Resource needs to adjust it agenda

(Brio, 2008).

Beyond obtaining a social license to operate, businesses are under increasing pressure from
stakeholders to take a more proactive approach to environmental issues and become accountable

for their environmental impacts in order to ensure that future generations' needs and aspirations




are met. To achieve environmental sustainability, businesses must go beyond compliance and

take a more proactive approach.

2.2 Green Human Resources Management and Green Outcomes

The environment is one of the main pillars of corporate social responsibility (CSR) in creating a
sustainable business, according to the working model of business ethics (Moscardo et al., 2013;
Van Marrewijk, 2003). CSR is defined as a company's voluntary participation in business
practises that appear to benefit economic, societal, and environmental well-being (Du et al.,
2011). Environmental sustainability necessitates changes in business operations as well as how
goods and services are delivered. Employees, as the primary change agents, are critical to the
success of any change process in general, and environmental performance improvement in
particular (Nejati et al., 2017). Green human resource management (HRM) can be viewed as a
way for organisations to practise CSR. Green HRM is critical for the successful implementation
of green strategies and environmental management practises (Daily and Huang, 2001; Renwick
et al., 2013) and can positively contribute to an organization's environmental sustainability.
Green HRM is defined in the literature as a set of specific HRM practises that enable and sustain
a proactive approach to environmental management and the achievement of high-performance

outcomes in relation to environmental sustainability (Becker et al., 1998).

Given the significance of green HRM in achieving environmental sustainability, there has been a
surge in green HRM research (for example, Dumont et al., 2017; Nejati et al., 2017; O'Donohue
and Torugsa, 2016; Pham et al., 2019; Renwick et al., 2016; Yu et al., 2020). However, existing
research on green HRM antecedents and how they influence organizational outcomes is still
largely undefined (Ren et al., 2018). Due to a lack of such research, there is a hazy insight of the

factors that give rise to green HRM (i.e. antecedents) and the intermediate process (i.e. mediator)




by which green HRM leads to positive outcomes. Furthermore, as stated by Ren et al. (2018), a
deeper understanding of green HRM and its mediating processes is required to properly guide the
design of green HRM systems for long-term benefits. Another source of concern is the scarcity
of research and insights into how green HRM affects employees. Recognizing the effects of
green HRM on employees is a critical step in developing an effective green HRM system in

organizations (Ren et al., 2018).

The use of HRM strategies to encourage the sustainable utilization of assets within an
organization to accomplish the goal of environmental sustainability is referred to as GHRM. The
term GHRM is most commonly used to describe individuals' and executives' concerns in
developing approaches and practises toward greater corporate ecological planning (Shafaei et al.
2020). Green benefits can include the use of benefits of the work environment and way of life,
extending carbon credits to free bikes, to keep people in the green programme, as they move
forward in recognizing their organization Suharti and Sugiarto (Subarti and Sugiarto, 2020).
Despite the fact that there are numerous employees, many people believe that it is not their
responsibility to help the environment. As they gravitate toward their bosses, the new millennial

workforces naturally recognise this (Nagarajan 2020).

As per Rangarajan and Rahm (2011), when companies apply GHRM strategies, they clearly
demonstrate that they have a strong business social agenda and value the environment as well as
the social priorities of current and prospective employees, both of which lead to external
prestige, with the firm becoming more "appealing” to workers. As a result, according to the
social identity theory, employees' perceptions of GHRM will result in employee organizational

identification.

10




According to study of Yusoff, (2020), definition of the green human resource practices and their
policies can be narrated in such a way that all those activities and human resource policies which
ecofriendly and sustaining the environment. Green Human Resources Management (GHRM) is a
group of strategies, methodologies, and frameworks that encourage green behaviors among
organizational representatives to create naturally delicate, actively fit, and socially capable
associations. (Depends on you). GHRM trials have been characterized and conceptualized by
several researchers. According to HR literature, different HRM practices may influence
employees' behavior through various psychological processes; however, it is still unclear how

green HRM influences employees' green behavior in the workplace.

The role of management in achieving a higher level of environmental performance is
demonstrated, among other things, by giving workers autonomy to come up with creative
solutions to problems, to develop environmental awareness, and to apply their knowledge in this
field (Cramer and Roes 1993). That is, environmental performance necessitates both individual
and group participation (Hart 1995). Employee motivation and involvement in environmental
issues necessitate the design of involvement mechanisms (Hart 1995, Ramus 1997, Chase et al.
1998, Kitazawa and Sarkis 2000), as they lead to problem prevention and the identification of
opportunities and processes for improvement (Klassen and McLaughlin 1993). As a result, it
would be critical to concentrate more on the impact of the organizational situation factor, i.e.,
green HRM, on employees' proactive green behaviors, as well as the mediating process regarding

how such HRM practises exert significant influence on employees' workplace green behaviors.

According to Dumont, Shen, & Deng, (2017) Businesses are expected to follow the hierarchy as
well as help VPs and senior management — including people and human resources — thrive and

advance on their sustainability journey. Green recruitment and training to improve the green

11




skills, capacities and knowledge of workers; a green implementation exam with established
green rules for the implementation of geodesy; and the green award to motivate the convincing

fulfillment of the association's green goals.

According to Darvishmotevali, (2022), in addition, green management focuses on educating the
workforce about environmental goals and creating a competitive advantage based on
environmental considerations. Management’s role in achieving a greater level of environmental
performance is evidenced, among other aspects, by giving the workers autonomy to come up
with creative solutions to the problems posed, to develop environmental awareness, and to
implement their knowledge in this field (Cramer and Roes 1993). To implement a successful
corporate green administrative framework, it is essential to foster many specialized and
administrative skills among all association staff (Daily, 2007; Hegde, 2007). Organizations seek
to improve resourceful natural management apparatuses and drives that will fundamentally affect

the sustainability of the firm and move it to the top.

Grolleau, (2012) explained therefore, to create such a structure, it becomes ideal to have an
impressive human asset on which the executives work, including the establishment of thorough
procedures for inclusion. Evaluation and award frameworks that incorporate ecological
awareness and implementation into the interaction of research. (Chiappetta, 2012) and the
preparation and strengthening of programs (Hegde, 2007) that will enable the improvement of
the further arrangement of abilities and skills among representatives of "green™ (Panda, 2021)
organizations. Organizational culture and employee behavior reflect a sustainable approach to
the environment. Environmental behavior of employees reflects individual environmentally
friendly behavior (Norton, 2015). Workers are expected to reciprocate this natural commitment

and effort with their associations by exhibiting green behavior, as associations send signals of

12




responsibility towards nature, which managers practice by giving clear green goals, green
organization and methodology, strong green testing and sustainable remuneration frameworks.
GHRM is directly related to green business behavior, empowering green representatives,
creating green occupations, and hierarchical citizenship. According to research, the Empirical
Examination largely recommends that GHRM is strongly associated with green business
behavior, green worker empowerment, green job creation, and hierarchical environmental

citizenship (Chaudhary, 2019). Based on the literature, the hypothesis will be:

H:: GHRM has a significant impact on green employee in-role behavior and environmental

behavior.

Understanding employees' workplace attitude (IWB) is essential to improve innovation
development (Mulder, 2012). Innovative behavior at workplace is the compound behavior of
human resource who create, implement, and apply innovative ideas. IWB proposals options for
maintaining advantage from competition and sustaining organizational goals and objectives.
(Hanan S & Christopher M, 2021). Green Innovative Work Behavior (GIWB) is defined as
representative behavior committed to the age, progress and recognition of green ideas to idea of

natural stewardship to creative work attitude.

According to Song, (2020) as per the previous studies that suggests that GHRM behaviors have
been directly associated with the green creativity of the organization and its workplace. Thus,
employees' perception for GHRM towards the organizational surrounding influence their green

creative behavior. In light of past claims, the following hypothesis can be proposed:

H,: GHRM applies a positive result to the representatives’ GIWB.

13




2.3 Green Human Resources Management and Green Work Engagement

Green HRM practises would promote environmental goals and encourage positive workplace
behaviours (Hobfoll, 2001; Jabbar & Abid, 2015). Green HRM practises such as green reward
(GR), green performance management (GPM), green training (GT), green selection and
recruitment (GSR), and green employment relations (GER) can influence employees' green
behaviours (Rani & Mishra, 2014; Renwick et al., 2013). Cantor, Morrow, and Montabon (2012)
discovered that green work engagement is influenced by supervisor support and good human
resource management practises such as green rewards and green training. This goodness in
Green HRM will motivate employees, enhance their skills to demonstrate constructive green
behaviors, and persuade them to establish new ideas and to come up with new solutions at the
green level\s (Aboramadan, 2020). Green HRM can also play a motivating role in both extrinsic
and intrinsically motivating employees by supporting their development and adding to their
career aspirations as an accomplishment, which will promote employee dedication to work
(Bakker Arnold & Demerouti, 2008) and especially GWE (Aboramadan, 2020; Arasli, Nergiz,
Yesiltas, & Gunay, 2020). Cantor et al. (2012) discovered that green work engagement is
influenced by supervisor support and human resource management practices such as green
rewards and green training. GWE is an important outcome of GHRM because employees
evaluate such practises as positive impacts and events in an organization (Ari, Karatepe,
Rezapouraghdam, & Avci, 2020). Furthermore, it was discovered that GWE could mediate the
impact of GHRM on green individual behaviors (Ababneh, 2021), green pro-environmental
behaviors (Ari et al., 2020), in role green behavior and extra-role green behaviors (Aboramadan,

2020).
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The study investigates the role of green human resource management (green HRM) in predicting
employee green work engagement (GWE). Schaufeli W. S.-R., (2012) explained that the
focused-on work at workplace can be defined as "a positive, fulfilling, work-related state of mind
characterized by vigor, dedication, and absorption”. GWE can be characterized as how much
energy a representative invests in their green energy commitments, as well as the readiness to
develop green trials and the rate of soaking up green work. (Aboramadan M., 2022). The Job
Demand Framework (JD-R) (Kim K. K., 2020) provides a platform for understanding the
relationship between GHRM and GWE from a GHRM and GWE perspective. (Aboramadan M.,
2022). According to (Demerouti, 2001), hierarchical and work assets, for example, the human
assets that the board tries, can initiate an inspirational system that links these assets to work
commitment. GHRM in workplace can be considered inspirational and had a positive
relationship with representative work engagement (Schaufeli W. a., 2004). Workforce
development and career goals can be worked through assets such as GHRM, this may have a
characteristic or extrinsic persuasive component. In light of this conversation, the accompanying

speculations developed:

Hs: GHRM has a positive impact on employees’ GWE.

2.4 Green Work Engagement and Green Outcomes

According to Ones and Dilchert (2015), Employees’ green behaviors can be categorized under
the headings of task and in-role performance, extra-role performance, and counter productive
work behaviors. GWE explains the amount of energy an employee put in environmental friendly
tasks. The willingness to exert effort in performing and absorbing green work. They also narrated
that the leadership in the organization played a vital role in the workplace in such a way to

motivate the employees’ work engagement. This is the primary task of the leaders in the
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workplace not just to motivate and engaged their employees’ but also to support the employees

in case of the difficulty and challenges faced by them.

According to Arasli, et al. (2022), Green outcomes and Green work environment, it had been
found that the employees behavior towards the green environment is directly associated with the
organizational exchanges towards their employees. The green workplace actually gives
motivation to the employees to work in a sustainable environment. The outcomes of the green
workplace resulting in the more sustainable environment and highly motivated employees in the
workplace. He explained that the green workplace increased the motivation level of the

employees as well.

H,: GWE exerts a positive impact on employees’ in-role green behaviors, extra role behavior

and GIWB.

2.4 Mediating role of Green Work Engagement

work engagement has been defined as a positive state of mind, which is characterized by high
energy, enthusiasm and full concentration at work (Schaufeli et al.,2002), According to Kim et
al., this behavior benefits organizations both directly and indirectly by conserving resources and
energy and preserving the natural environment for organizational sustainability. Furthermore,
green creativity is defined as "the generation of new ideas about green products, green services,
green processes, or green practices that are deemed original, novel, and useful”. Managers'
primary concern is to foster green creativity among employees in order to produce innovative
end results. Organizations rely heavily on their employees' behaviors to achieve long-term
environmental development. GWE is very important for environmental sustainability in

organizations; this engagement can result from obtaining a green reward system, green training,
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and supportive management behaviors, which creates employee commitment to green activities
(Welmilla & Ranasinghe, 2020). Green HRM practices, such as having sustainability goals and
corporate social responsibility within organizations, can also influence green employee

engagement (Casey & Sieber, 2016).

According to Aboramadan M., (2022) the opinion of SET (Emerson, 1976), representatives with
a significant level of involvement are more inclined to quality social business with the company.
Subsequently, accompanying speculations that have been created, workers will show positive
results. Overall, work engagement has been shown to be a significant mediator in different
investigations. The existence of resources (in this example, GHRM) is believed to stimulate the
achievement of goals and, in addition, to provide beneficial business-related behaviors. As a
result, workers will be extra interested to involve in positive green behaviors (both at work and
in their free time) and spark new green ideas and possibilities. According to the opinion of SET
(Emerson, 1976), representatives with a significant level of involvement are more inclined to
quality social business with the company (Aboramadan M., 2022). Subsequently, accompanying

speculations that have been created, workers will show positive results:

Hs: GWE supports connections between:

a) GHRM and green behavior in the role.

b) GWE supports the link between GHRM and extra-role green behavior.

c) GWE interferes with the link between GHRM and GIWB
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2.5 Theory

According to Emerson, (1976), Social Exchange Theory (SET) provides useful insight into the
relationship between green HRM and pro-environmental perspectives (P-EP). Scholars used
different set of articles and theories for the HR practices and their impact on the interaction
among the employees. As per the theory, if the result and impact of the green environment
practices are known, then this is very particular that the employees will motivated in adopting
such activities and they are more likely to voluntarily participate in the company's environmental

plans and activities.

Corresponding to the social exchange theory (SET), an employment relationship is
fundamentally an exchange between employees and their organization to maximize their
benefits, where ‘each (party) has the opportunity to gain something' (Porter, 1985, p. 160) from
the relationship. Employees and their organizations exchange material (e.g., monetary) and
socio-emotional benefits (e.g. dignity, respect). The reciprocity norm (Gouldner, 1960) is the
foundation of SET and one of the most fundamental rules governing human behavior. It ensures
that a person will be paid back in a currency that he or she values. To repay their organization for
fair treatment and their supervisors for emotional support and the exchange of useful resources.
Employees engage in extra-role behaviors to help their organization achieve its goals, according

to the SET (Organ, 1988).

According to SET (Emerson, 1976), employees with higher levels of commitment seem more
inclined to have a secure and better relationship with their associations. Representatives with a
higher level of GWE will have a positive association with the association, as indicated by the
association between GWE and green outcomes. GWE could definitely influenced. It can engaged

workers not only to contribute in green practices but also in addition to opting for green ways,
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and helps various representatives interpret the importance of green behavior for the long-term
viability of the organization and community. This seems to contribute to conversations about
whether, under what conditions and how cycles of social commitment and commitment to
actionable improvement can be triggered, outlined as well as auxiliary cycles of progress

(Godemann et al, 2014).

The aim of the survey is to plan model of GHRM in institutions of higher learning (ie,
universities in partner urban communities of Pakistan) on the solitary level of outcomes related
to green business, particularly green ways in employment. Behavior, extra-job green behavior
and GIWB. GWE was guessed as a representative framework among the recently mentioned

associations.

Literature Gap:

There are number of studies in which scholars have particularly studied about the green practices
and green environment specially associated with the Human Resource in the workplace but still
there is some literature gap. In case of Pakistan and particularly in higher education’s
institutions, there is no such study that indicates the impact of the green environment on the
behavior of the employees. This study cover this literature gap by examining the green

environment impact on the employees
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CHAPTER 03: RESEARCH METHODOLOGY

3.1 Theoratical Framework

Figure 1.

N
EE

The relationship between higher education and economic development has long been

emphasized. Institutions of higher education, along with economic development, are now
shifting policies toward greener and more environmentally sustainable operations. Green HRM is
an emerging practice in environmentally friendly organizations. Environmental work
engagement mediates the relationship between GHRM and individual green outcomes. The
hypothesized implication of the study is that green HRM practices positively increase

environmental performance through employees' passion for the environment.
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3.2 Research Design

The study examined the impact of GHRM practices on green outcomes, specifically in-role,
extra-role and GIWB, through the mediating effects of GWE. With data collected from the
higher education sector in Pakistan. The hypothesized results showed that GHRM showed a
positive relationship with the above outcome variables. GWE was found to play a significant
mediating role between the investigated relationships. The study suggests future research to
enrich GHRM literature by further investigating the precise mechanisms governing the

relationship between GHRM and its outcomes.

The research is designed to examine the impact of GHRM on the education sector and find
answers to the stated research questions. He also mapped to verify the drawn hypotheses whether
they were true or not. The study is empirical in nature. Data will be collected from faculty and

relevant staff.

3.3 Data Collection:

Data collection will take place through a questionnaire system. The questionnaire is adaptive
irrespective to Pakistani culture. It is designed to highlight each variable complementary to the
study motive. The questionnaire will be distributed in English, the formal language used in the
Pakistani workplace. Some will be distributed online using a link to Google Forms (Google LLC,
1998) and printed questionnaires to an accessible university that will maintain the decorum of the
institution. The drop-off and pick up method was used to increase the response rate. The

questionnaire will be accompanied by cover letters explaining the main purpose of the research
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and ensuring that respondents' personal information will be kept confidential. The questionnaire

will be short, clear and will take 10-15 minutes to complete.

3.4 Data Analysis Tool:

Multicollinearity was controlled using variance inflation factors for each item. According to
(Hair J.B., 2018), the data does not contain multicollinearity if the VIF values are less than 5. In
this research, if the VIF values ranged from 1.061 to 3.304, it means that the data was free of
multicollinearity. To ensure that the data is not distorted, CMB is performed. CMB is a common
method bias, Harman's one-factor test was used to check the percentage of explanation. As the
explained variance was below the cutoff point of 50% (Podsakoff, 2003), this suggests that the

data did not contain common method bias (CMB) contamination.

Descriptive statistics, reliability measures and correlations were analyzed using SPSS v.24. To
test the study hypotheses, | used partial least squares — structural equation modeling (SPSS v.24.)
(Hair, 2018). PLS-SEM was used because it has been widely used in various scientific
disciplines such as human resource management (Ringle, 2018), marketing (Hair, 2011),
strategic management (Hair J.S., 2012) and hospitality (Ali, 2018). . The SPSS v.24 technique
measures path coefficients using ordinary least squares (Rigdon, 2012). In addition, SPSS v.24.
deals with correlated measurement errors (Rademaker, 2019) and ordinal measurements

(Schuberth, 2018).
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3.5 Population and Sample

Researchers choose specific sectors, a country's economy, to conduct their study. This research
contributes to the education sector. The education sector is subcategorized into the higher
education sector. Higher education institutions of twin cities of Pakistan are considered as the

population for this research.

This research presents data from faculty and staff at universities in Pakistan located
predominantly in twin cities. Five major renowned universities will be used as a sample. The
sample size will be approximately 200. The sample includes all contractual employees covered

by the institutions' CSR policy.

3.6 Sample Technique

The research is empirical, therefore quantitative data is received and analyzed. The technique is
random and quota sampling. With this technique in mind, a quota was established for five major
university faculties and advisors. They are approached for data collection. Data collection is
done using questionnaires. They will try to distribute at least fifty questionnaires to each
university and try to get maximum response. Within the quota, without restrictions on the
collection of data from departments and the faculty type of contract. Therefore, they approach
every department with respect to probability sampling technigque to get maximum response from
random sample. This method will make it possible to perform a strong statistical interference on

the whole group.
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3.7 Measurement Instruments

Green human resource management. This was measured using a six-item scale developed by
(Dumont, Shen, & Deng, 2017) to measure employees' perceptions of the GHRM adopted in

their organizations. A sample item was “my university sets green goals for its staff”.

Green work engagement. It was measured using six items taken from (Schaufeli et al. 2006). As
this scale was originally developed to measure work engagement, six items were adapted to
assess employee environmental engagement. A sample item was “l am enthusiastic about my
environmental tasks in my job”. In the role of green behavior. This was measured using a three-
item scale developed by (Bissing-Olson et al. 2013). A sample item was “I adequately perform
assigned duties in an environmentally friendly manner”. Extra role of green behavior. This was
measured using a three-item scale developed by (Bissing-Olson et al. 2013) to assess voluntary
green behavior. A sample item was “I take the initiative to act in an environmentally friendly
way at work”. Green Innovative Work Behavior (GIWB). A six-item scale developed by (Scott
and Bruce, 1994) was borrowed to measure innovative work behavior. This scale has been
modified to which green terms have been added to suit the study purposes. A sample item was “I

investigate and secure the funding needed to implement new green ideas”.

3.8 Research Model:

EGIWB = o+ B1GHRM + B2GWE + e

Whereas,

EGIWB is Employees Green Innovative Work Behavior;

GHRM is Green Human Resources Management;
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GWE is Green work engagement

B is Beta and e is error.
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CHAPTER 04: RESULTS AND DATA ANALYSIS

4.1 Data Analysis

4.1.1 Demographics:
Table: Gender Frequency

Gender
Frequency Percent Valid Percent Cumulative Percent
Valid Male 163 50.8 81.5 815
Female 37 115 185 100.0}
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0
Gender
100
50
50
ar
2
[ 1)
[«
40
20
o T T
Male Female
Gender
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In the above table, the frequency analysis of the respondents on the basis of the Gender is
represented. As per the table, out of 200 respondents, 163 are male respondents while 37 are

female respondents.

Table: Age Group

Age Group
Frequency Percent Valid Percent Cumulative Percent
\Valid 20-30 Years 26 8.1 13.0 13.0}
311to 40 Years 53 16.5 26.5 39.5
41 to 45 years 95 29.6 47.5 87.0
46 and above 26 8.1 13.0 100.0
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0
Age Group
50—
40—
B 50
[ 1]
o
@
o
20—
10—
° 20-30 I‘r‘eal's 31 to 45| Years 41 to 56 years 45 andlabo'-.-'e
Age Group
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In the above table, the frequency analysis of the respondents on the basis of the Age Group is
represented. As per the table, 26 respondents belong to Age Group of the 20-30 years; 53
respondents belong to Age Group of the 31-40 years; 95 respondents belong to Age Group of the

41-45 years; 26 respondents belong to Age Group of the 46 & above years.
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Table: Position

Position

Position
Frequency Percent Valid Percent Cumulative Percent
Valid Helping Staff 13 4.0 6.5 6.5
Administrative Staff 39 12.1 19.5 26.0
Faculty 109 34.0 54.5 80.5
Others 39 12.1 19.5 100.0
200 62.3 100.0
Missing System 121 37.7
Total 321 100.0
Position
50—
S0
40—
=
ok
(=]
- 30
[«
20/
107
° Helpinlg Staff Adl11inist|'élti'¢e Staff Faclurty Otl‘nlers

In the above table, the frequency analysis of the respondents on the basis of the Position is

represented. As per the table above 13 respondents are at Helping Staff position, 39 are Admin

Staff, 109 are Faculty Position, 39 performs other types of jobs at their respective positions.
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Table: Institution

Institution
Frequency Percent Valid Percent Cumulative Percent
Valid Bahria University 88 27.4 44.0 44.0f
NUML 47 14.6 23.5 67.5
RIPAH University 36 11.2 18.0 85.5
IQRA University 22 6.9 11.0 96.5
Islamic University 7 2.2 3.5 100.0}
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0

Institution

S0

40—

Percent

20—

10—

[w]

T T T T T
Bahria University LML RIPAH University IZRA University Islamic University

Institution

In the above table, the frequency analysis of the respondents on the basis of the Institution is
represented. 88 respondents belong respondents to Bahria University, 47 belong to NUML, 36
belong to RIPAH University, 22 respondents belong to IQRA University, 7 belong to Islamic

University.
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4.1.2. Green Human Resource Management:

Table: Question 1

My University sets green goals for its employees

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 6 1.9 3.0 3.0
Disagreed 8 2.5 4.0 7.0
Neutral 2 .6 1.0 8.0
Agreed 98 30.5 49.0 57.0
Strongly Agreed 86 26.8 43.0 100.0
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

Percant

My university sets green

goals for its employees

30—

1

T
DisagresD

1

| ——
T
Strongly Disagreesd

T
rlevtral

T T
Aggreed Strongly Agreec

My university sets green goals for its employees

Above table represents the responses from respondents from the statement “My University sets
green goals for its employees”. As per the table out of 200 respondents, 6 respondents strongly
disagreed, 8 disagreed, 2 remains in neutral position while 98 respondents agreed and 86

respondents strongly agreed with the statement.
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Table: Question 2

My university provides employees with green training to promote green values

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 3 9 15 15
Disagreed 12 3.7 6.0 7.5
Neutral 3 9 15 9.0
Agreed 79 24.6 39.5 48.5
Strongly Agreed 103 32.1 51.5 100.0}
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

My university provides

employees with green training to promote green

60—

S0

40—

30—

Percent

10—

My university provides employees with green training to promote green

values
| — | ——
T T T T T
Strongly Disagreed DisagresD Heutral Agreed Strongly Agreed

values

Above table represents the responses from respondents from the statement “My University

provides employees with green training to promote green values”. As per the table out of 200

respondents, 3 respondents strongly disagreed, 12 disagreed, 3 remains in neutral position while

79 respondents agreed and 103 respondents strongly agreed with the statement.
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Table: Question 3

My university provides employees with green training to develop employees’ knowledge and skills required for

green management

Frequency Percent Valid Percent Cumulative Percent
Valid Strongly Disagreed 1 3 5 5
Disagreed 14 4.4 7.0 7.5
Neutral 13 4.0 6.5 14.0
Agreed 58 18.1 29.0 43.0
Strongly Agreed 114 35.5 57.0 100.0
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0

My university provides employees with green training to develop employees’
knowledge and skills required for green management

50—

40—

Percent

10—

0 |

T T T T T
Strongly Disagreed DisagresD Meutral Agreec] Strongly Agreed

My university provides employees with green training to dewvelop
employees’ knowledge and skills required for green management

Above table represents the responses from respondents from the statement “My university
provides employees with green training to develop employees’ knowledge and skills required for
green management”. As per the table out of 200 respondents, 1 respondent strongly disagreed,
14 disagreed, 13 remains in neutral position while 58 respondents agreed and 114 respondents

strongly agreed with the statement.
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Table: Question 4

My university considers employees’ workplace green behavior in performance appraisals

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 13 4.0 6.5 6.5
Disagreed 39 121 195 26.0}
Neutral 41 12.8 20.5 46.5
Agreed 81 25.2 40.5 87.0
Strongly Agreed 26 8.1 13.0 100.0
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

My university considers employees” workplace green behavwvior in
performance appraisals

40—

30—

Percant

10—

T T T T T
Strongly Disagrecsd DisagresDh Meutral SAgreecd Strongly Agresed

My university considers employees” workplace green behavior in
performance appraisals

Above table represents the responses from respondents from the statement “My University

considers employees’ workplace green behavior in performance appraisals”. As per the table

out of 200 respondents, 13 respondents strongly disagreed, 39 disagreed, 41 remains in neutral

position while 81 respondents agreed and 26 respondents strongly agreed with the statement.
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Table: Question 5

My university relates to employees’ workplace green behaviors to rewards and compensation

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 14 4.4 7.0 7.0
Disagreed 26 8.1 13.0 20.0
Neutral 35 10.9 17.5 37.5
Agreed 80 24.9 40.0 77.5
Strongly Agreed 45 14.0 225 100.0}
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

My university relates to employees” workplace green behaviors to revwards

and compensation

40—

30

20

Percent

10—

1
Strongly Disagreed

1
DisagreseD

1
Meutral

1
Agreed

1
Strongly Agreed

My university relates to employees” workplace green behaviors to rewards

and compensation

Above table represents the responses from respondents from the statement “My University

relates to employees’ workplace green behaviors to rewards and compensation”. As per the

table out of 200 respondents, 14 respondents strongly disagreed, 26 disagreed, 35 remains in
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neutral position while 80 respondents agreed and 45 respondents strongly agreed with the

statement.
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4.1.3 Green Work Engagement

Table: Question 6

My environmental- related tasks inspire me

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 1 3 5 5
Disagreed 9 2.8 4.5 5.0
Neutral 8 25 4.0 9.0
Agreed 91 28.3 45.5 54.5
Strongly Agreed 91 28.3 45.5 100.0
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

My environmental- related tasks inspire me

So—j

40—

30—

Percent

a I |

T T T T T
Strongly Disagreesd DisagresD MNeutral Agreaed Strongly SAgreed

My environmental- related tasks inspire me

Above table represents the responses from respondents from the statement “My environmental-
related tasks inspire me”. As per the table out of 200 respondents, 01 respondent strongly
disagreed, 9 disagreed, 8 remains in neutral position while 91 respondents agreed and 91

respondents strongly agreed with the statement.
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Table: Question 7

I am proud of the environmental work that | do

20—

10—

Frequency Percent Valid Percent Cumulative Percent
Valid Strongly Disagreed 13 4.0 6.5 6.5
Disagreed 39 121 195 26.0)
Neutral 27 8.4 13.5 39.5
Agreed 82 255 41.0 80.5
Strongly Agreed 39 12.1 195 100.0§
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0
I am proud of the environmental work that | do
50—
40—
= 30
=]
@
[=

T
Strongly Disagreed

T
DisagreseD

T
Meutral

T
Agreed

I am proud of the environmental work that |l do

T
Strongly Agreed

Above table represents the responses from respondents from the statement *“I am proud of the

environmental work that | do”. As per the table out of 200 respondents, 13 respondents strongly

disagreed, 39 disagreed, 27 remains in neutral position while 82 respondents agreed and 39

respondents strongly agreed with the statement.
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Table: Question 9

| feel happy when | am working intensely on environmental tasks

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 26 8.1 13.0 13.0]
Disagreed 39 12.1 195 325
Neutral 28 8.7 14.0 46.5
Agreed 81 25.2 40.5 87.0]
Strongly Agreed 26 8.1 13.0 100.0
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

|1 feel happy when | am working intensely on environmental tasks

S0

40—

30—

Percent

10—

T T T T T
Strongly Disagreed Disagresl Meutral Agreec Strongly Agreed

1 feel happy when | am working intensely on environmental tasks

Above table represents the responses from respondents from the statement “I feel happy when |
am working intensely on environmental tasks”. As per the table out of 200 respondents, 26
respondents strongly disagreed, 39 disagreed, 28 remains in neutral position while 81

respondents agreed and 26 respondents strongly agreed with the statement.
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4.1.3 Green Outcomes

Table: Question 10

| fulfill the responsibilities specified in my job description in environmentally Friendly ways

Frequency Percent Valid Percent Cumulative Percent
Valid Strongly Disagreed 13 4.0 6.5 6.5
Disagreed 23 7.2 115 18.0
Neutral 14 4.4 7.0 25.0
Agreed 72 22.4 36.0 61.0
Strongly Agreed 78 24.3 39.0 100.0
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0

1 Fulfill the responsibilities specified in my job description in environmentally

Friendly ways

20—}

Percent

10—

T
Strongly Disagreec

T
Disaare=sD

T
Mevutral

T
Sgreec]

T
Strongly Sgreec

1 Fulfill the responsibilities specified in my job description in environmentally

Friendly ways

Above table represents the responses from respondents from the statement “lI fulfill the

responsibilities specified in my job description in environmentally Friendly ways”. As per the

table out of 200 respondents, 13 respondents strongly disagreed, 23 disagreed, 14 remains in

neutral position while 72 respondents agreed and 78 respondents strongly agreed with the

statement.
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Table: Question 11

| perform tasks that are expected of me in environmentally-friendly ways

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 14 4.4 7.0 7.0
Disagreed 39 121 195 26.5
Neutral 34 10.6 17.0 43.5
Agreed 80 249 40.0 83.5
Strongly Agreed 33 10.3 16.5 100.0§
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

I perform tasks that are expected of me in environmentally-friendly ways

40—

T T T T T
Strongly Disagreed DisagresD Meutral Agrescl Strongly Agreec
I perform tasks that are expected of me in environmentally-friendly ways

Above table represents the responses from respondents from the statement “I perform tasks that

are expected of me in environmentally-friendly ways”. As per the table out of 200 respondents,
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14 respondents strongly disagreed, 39 disagreed, 34 remains in neutral position while 80

respondents agreed and 33 respondents strongly agreed with the statement.

Table: Question 12

| take initiatives to act in environmentally friendly ways at work

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 6 1.9 3.0 3.0
Disagreed 8 25 4.0 7.0
Neutral 2 .6 1.0 8.0
Agreed 98 30.5 49.0 57.0
Strongly Agreed 86 26.8 43.0 100.0
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

|l take initiatives to act in environmentally friendly ways at work

ey

30

Percent

10—

o "

T T T T T
Strongly Disagresd Disagrecsl Feutral Aogreaea Strongly Agrecead

I take initiatives to act in environmentally friendly ways at work

Above table represents the responses from respondents from the statement “I take initiatives to

act in environmentally friendly ways at work”. As per the table out of 200 respondents, 6
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respondents strongly disagreed, 8 disagreed, 2 remains in neutral position while 98 respondents

agreed and 86 respondents strongly agreed with the statement.

Table: Question 13

I do more for the environment at work than | am expected to

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 1 3 5 5
Disagreed 3 9 15 2.0
Neutral 2 .6 1.0 3.0
Agreed 85 26.5 42.5 45.5
Strongly Agreed 109 34.0 54.5 100.0§
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

I do more for the environment at vwork thhanm | am expected to

s50—]

Percent

30—

Z0—]

10—

—————— )
o

)
T T T T
Stromnaly Disagreaed DisaaresD rMeutral Aagreaed

T
Strongly SAqgresed

1 do more for the environment at work thhanmn | am expected to

Above table represents the responses from respondents from the statement “I

do more for the

environment at work than I am expected to”. As per the table out of 200 respondents, 1
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respondent strongly disagreed, 3 disagreed, 2 remains in neutral position while 85 respondents

agreed and 109 respondents strongly agreed with the statement.

Table: Question 14

| generate green creative ideas

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 8 25 4.0 4.0
Disagreed 23 7.2 11.5 15.5
Neutral 14 4.4 7.0 225
Agreed 72 22.4 36.0 58.5
Strongly Agreed 83 25.9 41.5 100.0§
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

generate green creative ideas

S0

40—

30—

Percent

20—

10—

[ ]

) T T T T
Strongly Disagresd DisagresD Meutral Agresd Strongly Agresd

|l generate green creative ideas
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Above table represents the responses from respondents from the statement “l generate green

creative ideas”. As per the table out of 200 respondents, 8 respondents strongly disagreed, 23

disagreed, 14 remains in neutral position while 72 respondents agreed and 83 respondents

strongly agreed with the statement.

Table: Question 15

I am environmentally innovative

Frequency Percent Valid Percent Cumulative Percent
Valid Strongly Disagreed 1 3 5 .5
Disagreed 9 2.8 4.5 5.0
Neutral 8 25 4.0 9.0
Agreed
91 28.3 45.5 54.5
Strongly Agreed 91 28.3 45.5 100.0§
Total 200 62.3 100.0
Missing System 121 37.7
Total 321 100.0

I am environNnmentally iNnnmnowative

50—}

40—}

30—}

Percent

Z0—j

10—}

T T T T T
Stronaly Disagreed DisagreeD Fleutral mareed Strongly Agreed
1 am enwvircnmentally innowvative

Above table represents the responses from respondents from the statement “I am environmentally

innovative”.

As per the table out of 200 respondents, 1 respondent strongly disagreed, 9
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disagreed, 8 remains in neutral position while 91 respondents agreed and 91 respondents strongly

agreed with the statement.

Table: Question 16

| promote and share green ideas with others

Frequency Percent Valid Percent Cumulative Percent

Valid Strongly Disagreed 26 8.1 13.0 13.0]
Disagreed 39 12.1 19.5 32.5
Neutral 28 8.7 14.0 46.5
Agreed 81 252 40.5 87.0
Strongly Agreed 26 8.1 13.0 100.0
Total 200 62.3 100.0

Missing System 121 37.7

Total 321 100.0

I promote and share green ideas with others

S0—
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I promote and share green ideas with others

Above table represents the responses from respondents from the statement “I promote and share

green ideas with others”. As per the table out of 200 respondents, 26 respondents strongly
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disagreed, 39 disagreed, 28 remains in neutral position while 81 respondents agreed and 26

respondents strongly agreed with the statement.
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4.2 Correlation:

Correlations

Employees Green Innovative Work

Behavior

GHRM Pearson Correlation 933"

Sig. (2-tailed) 000

N 41
Employees Green Pearson Correlation 1
Innovative Work Behavior

Sig. (2-tailed)

N 41
Green work engagement  Pearson Correlation 967"

Sig. (2-tailed) 000

N 41

**_Correlation is significant at the 0.01 level (2-tailed).

*. Correlation is significant at the 0.05 level (2-tailed).

The above table is about the correlation analysis of the variables. According to the correlation
table of variables, the Employees Green Innovative Work Behavior is positive with the GHRM,

as well as Green work engagement. Correlation among Employees Green Innovative Work

Behavior and GHRM and Green work engagement is found strongly positive.

4.3 Model Summary:

Model Summary
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Model R R Square Adjusted R Square Std. Error of the Estimate

1 901 .892 .889 0.04715

a. Predictors: (Constant), Employees Green Innovative Work Behavior, GHRM, Green work

engagement

This table indicates the model summary of the regression analysis. The model summary of
regression analysis indicates the magnitude of correlation and effects of overall picture.
According to this table, the value of R is 0.901 which is near to 1 indicating that there is strong
form of correlation among the variables. The value of R Square indicates that how much impact
of dependent variables on the independent variables. Here the independent variables are GHRM,
Green work engagement. The value of R square is 0.892 indicating that there is 89 percent

impact of the independent variables on the dependent variables.
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4.4 ANOVA:

ANOVA®
Model Sum of Squares Df Mean Square F Sig.
1 Regression 160.026 2 80.013 8.617 .013°
Residual 64.996 7 9.285
Total 225.022 9

a. Predictors: (Constant), GHRM, Green Work Engagement

b. Dependent Variable: Employees Green Innovative Work Behavior

This table is about the ANOVA analysis of the regression model.

The ANOVA analysis is used to find out the goodness of fit test. This ANOVA table indicates

that either the model used is appropriate enough or not to measure the data. Here the P value is

less than the 5 percent indicating that the model we have used to analyze the data is good enough

to use.
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4.5 Coefficient Analysis:

Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 150 539 3.336 .012
GHRM
734 .016 71 401 .011
Green work
engagement 381 .082 .692 201 .001

a. Dependent Variable: Employees Green Innovative Work Behavior
This table indicates the coefficient analysis of the regression model. According to the P-value of
all the independent variables, the value is less than the 5 percent indicating that all the variables
are statistically significant. The value of Beta for the GHRM is positive this means that in case
of Pakistan Higher Education Institutions, the GHRM has significantly positive impact on the
Employees Green Innovative Work Behavior. On the other hand, the beta value for the Green
Work Engagement is also found positive indicating that there is significant positive impact of

Green work engagement and GHRM on Employees Green Innovative Work Behavior.

The results of the study indicates that the P-value is found significant that is less than 5 percent
which implies that all the null hypothesis are rejected and alternate hypothesis are accepted. This
implies that the alternate hypothesis of the study which includes H;: GHRM has a significant

impact on green employee in-role behavior and environmental behavior. H,: GHRM applies a
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positive result to the representatives’ GIWB. H3: GHRM has a positive impact on employees'
GWE. H4: GWE exerts a positive impact on employees’ in-role green behaviors, extra role
behavior and GIWB. Hs: GWE supports connections between: a) GHRM and green behavior in
the role; b) GWE supports the link between GHRM and extra-role green behavior; c) GWE

interferes with the link between GHRM and GIWB are all accepted.
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Chapter 05: IMPLICATION OF RESULTS, DISCUSSIONS AND
CONCLUSIONS

Conclusion:

This study is about finding the impact of Green HRM on the employees green behaviors with
mediating role of mediating mechanism of green work engagement in higher education institutes
of Pakistan. Monetary elements that allow the association to find real success in the corporate
field and in this way allow investors to benefit. In some previous years, concerns for the global
suitability for the firm’s showed upward trends with the issues of the environmental concerns
that were rapidly increased due to the revolution in the industry era, making the destruction of
the environment. Nowadays, in the business world, the ecological image of a product has
become a fundamental factor that participates procedures, technical acceptance and
classifications. There is an extraordinary adaptation to the expansion of environmental
contamination and waste generated in business, which has come about through the expansion of
implementing strategies with a legislative and confidential area fully focused on curbing the
rapid erasure of unsustainable assets and the definitive adverse consequences that would entail

on cultural results. The corporate area has improved the reception of the management climate.

Increasing higher education institutes among the globe had been naturally moving towards the
right practices in the last few years. This concern forces associations to remember ecological
practices so that their Human Asset (HR) arrangements gain the upper hand. Green Human
Resource Practices shows a vital model in the sustainability of the environment. Behavior of the
employees about the environment, when they realized that it is very important and essential to
have peaceful environment, it changed and they started adopting such behaviors and attributes

which actually help them involve in the Green environment practices and this actually helps their

54




behavior engaging towards the Green Practices. Universities are most often research centers.
Educational and research associations are to assume a vital role in accepting tactics as well as

options as opposed in solving current environment problems.

The main objective of the study is to find out the impact of the Green HRM practices on
Employee Green Behaviors by using the mediating role of the Green work engagement. The
research seeks to fill the gaps featured by previous studies. This paper fills this opening by
dissecting the effect of GHRM practices on the agent approach to acting with the mediating
position of green work directed in HEC affiliated institutions. The scrutiny highlights the
affective implementation of GHRM intervening GWE to measure the effect on employee
behavior in HEC institutions situated in twin cities of Islamic Republic of Pakistan. This research

ensures to be the credible source of learning and investigation for other related topics.

There are certain tasks in general GHRM studies and high-level green management training.
Firstly, adds in composition of general GHRM. Secondly associates with local group data on
GHRM for high-level training in Pakistan. Third, a specific responsibility is to establish GIWB
in relevance with the GHRM and GWE as mediating factor in the relationship between GHRM
and delegated behaviors. How to promote green employee behavior in the service industry has
attracted more attention in academic research and industry practice. Previously, research was
conducted in the context of Palestine. This study contributes to the data collection among
universities in twin cities of Pakistan and fills the highlighted gap reported by previous
researchers. Also, the findings of this study help to analyze future superintendence in other
places for researchers in the context of GHRM. This review also calls for the exploration of other

emerging topics of HRM and GHRM in the Pakistani context.
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Discussion:

The relationship between higher education and economic development has long been
emphasized. Institutions of higher education, along with economic development, are now
shifting policies toward greener and more environmentally sustainable operations. Green HRM is
an emerging practice in environmentally friendly organizations. Environmental work
engagement mediates the relationship between GHRM and individual green outcomes. The
hypothesized implication of the study is that green HRM practices positively increase

environmental performance through employees' passion for the environment.

The study examined the impact of GHRM practices on green outcomes, specifically in-role,
extra-role and GIWB, through the mediating effects of GWE. With data collected from the
higher education sector in Pakistan. The hypothesized results showed that GHRM showed a
positive relationship with the above outcome variables. GWE was found to play a significant
mediating role between the investigated relationships. The study suggests future research to
enrich GHRM literature by further investigating the precise mechanisms governing the
relationship between GHRM and its outcomes. The research is designed to examine the impact
of GHRM on the education sector and find answers to the stated research questions. He also
mapped to verify the drawn hypotheses whether they were true or not. The study is empirical in

nature. Data will be collected from faculty and relevant staff.

Data collection will take place through a questionnaire system. The questionnaire is adaptive
irrespective to Pakistani culture. It is designed to highlight each variable complementary to the
study motive. The questionnaire will be distributed in English, the formal language used in the
Pakistani workplace. Some will be distributed online using a link to Google Forms (Google LLC,

1998) and printed questionnaires to an accessible university that will maintain the decorum of the
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institution. The drop-off and pick up method was used to increase the response rate. The
questionnaire will be accompanied by cover letters explaining the main purpose of the research
and ensuring that respondents’ personal information will be kept confidential. The questionnaire

will be short, clear and will take 10-15 minutes to complete.

Researchers choose specific sectors, a country's economy, to conduct their study. This research
contributes to the education sector. The education sector is subcategorized into the higher
education sector. Higher education institutions of twin cities of Pakistan are considered as the
population for this research. This research presents data from faculty and staff at universities in
Pakistan located predominantly in twin cities. Five major renowned universities will be used as a
sample. The sample size will be approximately 200. The sample includes all contractual

employees covered by the institutions' CSR policy.

The research is empirical, therefore quantitative data is received and analyzed. The technique is
random and quota sampling. With this technigue in mind, a quota was established for five major
university faculties and advisors. They are approached for data collection. Data collection is
done using questionnaires. They will try to distribute at least fifty questionnaires to each
university and try to get maximum response. Within the quota, without restrictions on the
collection of data from departments and the faculty type of contract. Therefore, they approach
every department with respect to probability sampling technigque to get maximum response from
random sample. This method will make it possible to perform a strong statistical interference on

the whole group.
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Implication of Results:

The finding indicates that according to the correlation table of variables, the Employees Green
Innovative Work Behavior is positive with the GHRM, as well as Green work engagement.
Correlation among Employees Green Innovative Work Behavior and GHRM and Green work

engagement is found strongly positive.

The model summary of regression analysis indicates the magnitude of correlation and effects of
overall picture. According to this table, the value of R is 0.901 which is near to 1 indicating that
there is strong form of correlation among the variables. The value of R Square indicates that how
much impact of dependent variables on the independent variables. Here the independent
variables are GHRM, Green work engagement. The value of R square is 0.892 indicating that

there is 89 percent impact of the independent variables on the dependent variables.

According to the P-value of all the independent variables, the value is less than the 5 percent
indicating that all the variables are statistically significant. The value of Beta for the GHRM is
positive this means that in case of Pakistan Higher Education Institutions, the GHRM has
significantly positive impact on the Employees Green Innovative Work Behavior. On the other
hand, the beta value for the Green Work Engagement is also found positive indicating that there
is significant positive impact of Green Work Engagement and GHRM on Employees Green

Innovative Work Behavior.

The results of the study indicates that the P-value is found significant that is less then 5percent
which implies that all the null hypothesis are rejected and alternate hypothesis are accepted. This
implies that the alternate hypothesis of the study which includes Hypothesis 1 : GHRM has a

significant impact on green employee in-role behavior and environmental behavior. Hypothesis
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2: GHRM applies a positive result to the representatives' GIWB. Hypothesis 3: GHRM has a
positive impact on employees' GWE. Hypothesis 4: GWE exerts a positive impact on
employees’ in-role green behaviors, extra role behavior and GIWB. Hypothesis 5: GWE
supports connections between: a) GHRM and green behavior in the role; b) GWE supports the
link between GHRM and extra-role green behavior; c) GWE interferes with the link between

GHRM and GIWB are all accepted. The table for Hypothesis status are as follows:

Hypothesis Status

H;: GHRM has a significant impact on green employee in-role behavior and

Accepted
environmental behavior.
H,: GHRM applies a positive result to the representatives' GIWB. Accepted
H3: GHRM has a positive impact on employees' GWE. Accepted
H4: GWE exerts a positive impact on employees’ in-role green behaviors, extra

Accepted

role behavior and GIWB.

Hs: GWE supports connections between: a) GHRM and green behavior in the
role; b) GWE supports the link between GHRM and extra-role green behavior; ¢) | Accepted

GWE interferes with the link between GHRM and GIWB are all accepted.

Recommendation:

Results of this study are beneficial for management, policy makers and future researchers. In
managerial point of view, the results indicate that in case of Pakistan, green environment-based

management practices should be endorsed in all types of organizations which helps in getting
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sustainable environment. In policy makers’ point of view, results of this study indicate that
Green Workplace and Eco-Friendly environment should be considered for human beings and
such laws and policies should be endorsed that promotes such activities, in Pakistan. Finally, the
future scholars can also get the idea to investigate further with other variables as well to find out

the new impacts and results.

Limitations:

The Limitations in the study are that only 200 employees’ data is taken to analyzed in this paper.
Only one measure of HRM had been taken. The result of this study cannot be generalized for the
whole organizations and institutes in Pakistan or any other organization in the world. Only one

controlling variable Green Work Engagement has been taken under consideration in this study.
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Appendix

The Effect of Green HRM on Employee Green Behaviors in Higher
Education: theMediating Mechanism of Green Work Engagement.

Dear Respondents

I am conducting this study to help us understand the effect of Green HRM on Employee Green
Behaviors in Higher Education: the Mediating Mechanism of Green Work Engagement. | would

be truly grateful for your kind cooperation. Your answers will beconfidential and will not be

disclosed. Thank you.

Masifa Zeeshan Qureshi,MBA student

Bahria University Islamabad.

Demographics

1. Gender
@ Male @ Female

2. Age @18-20 @ 2029 @ 3039 @ <40

3. Position @ Faculty @ Admin @ Other:

4. Institution @ Bahria @ Ripah @ NUML @ IUIl @ Igra

Other:
GHRM Strongly | Agree | Neutral Disagree | Strongly
Agree Disagree

1. My university sets green goals for its employees

2. My university provides employees with green
training to promote green values
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3. My university provides employees with green
training to develop employees’ knowledge and
skills required for green management

4. My university considers employees’ workplace
green behavior in performance appraisals

5. My university relates to employees’ workplace
green behaviors to rewards and compensation

6. My university considers employees’ workplace
green behaviors in a promotion

GWE Strongly | Agree | Neutral | Disagree | Strongly

Agree Disagree

1. My environmental- related tasks inspire me

2. | am proud of the environmental work that 1
do

3. lam immersed in my environmental work

4. | am enthusiastic about my environmental
tasks at my job

5. | feel happy when | am working intensely on
environmental tasks

6. With environmental tasks at my job, | feel
bursting with energy

Green Outcomes Strongly | Agree | Neutral | Disagree | Strongly

Agree Disagree

In-Role Behavior

1. | adequately complete the assigned duties in
an environmentally friendly way

2. | fulfill the responsibilities specified in my job
description in environmentally-friendly ways

3. | perform tasks that are expected of me in
environmentally-friendly ways

Extra-Role Behavior
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| take initiatives to act in environmentally
friendly ways at work

| take a chance to get actively involved in
environmental protection at work

I do more for the environment at work than |
am expected to

GIWB

| search out new environmentally-related
technologies, processes, techniques and/or
product ideas

| generate green creative ideas

| promote and champion green ideas with
others

I Investigate and secure the funds needed to
implement new green ideas

| develop adequate plans and schedules for
the implementation of new green ideas

| am environmentally innovative
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