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ABSTRACT

As the impact of business operations on the environment becomes increasingly apparent, there is growing interest in understanding how green HR practices can influence employee environmental performance. This study examines the relationship between green HR practices and employee environmental performance, with a focus on the mediating effects of green motivation and proactive environmental management maturity. A survey was conducted among employees in the IT industry, and data were analyzed using confirmatory factor analysis and partial least square structural equation modeling. Results indicate that green HR practices are positively and significantly related to green intrinsic and extrinsic motivation and proactive environmental management maturity. Furthermore, green motivation is significantly and positively linked to employee environmental performance. While proactive environmental management maturity is positively related to employee environmental performance, no significant mediating effect was found in the proposed associations. This study contributes to the literature by shedding light on the relationship between green HR practices, green motivation, proactive environmental management maturity, and employee environmental performance in the context of the IT industry.
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[bookmark: _Toc103267410]1.1 STUDY BACKGROUND
In recent years, the imperative of addressing environmental sustainability has gained increasing recognition in the business world, and organizations across industries were under mounting pressure to proactively reduce their environmental impact and promote sustainability (Sánchez-Sellero et al., 2022). Human Resource (HR) practices emerged as a pivotal factor in driving environmental sustainability within organizations, as they could shape employee behavior and promote the adoption of environmentally responsible practices (Huang et al., 2021).
Green organizational culture is fostered in large part by green practices and promoting environmental sustainability. These practices involve various initiatives, such as eco-friendly workplace policies, green recruitment and training programs, and encouraging employees to adopt environmentally conscious behaviors. (Huang et al., 2021).
The rapid growth of the Information Technology (IT) sector globally has led to concerns about its potential impact on the environment. The industry's high energy consumption and reliance on electronic devices have raised concerns about the potential for environmental degradation. Nevertheless, the IT sector also has the opportunity to lead efforts towards environmental sustainability by adopting green practices and it reduces the environmental impact (Sanchez-Sellero et al., 2022).
Prior research has shown that by applying Green HR practises in the IT sector can yield positive outcomes such as increased employee motivation, enhanced environmental management maturity, and improved financial performance. For instance, a study by Zhang and Fan (2015) found that companies that implemented green HR practices experienced higher employee engagement, increased job satisfaction, and reduced energy costs and waste management.
A study by Mubeen et al. (2021) fills the research gap notwithstanding the potential advantages of green HR practises in the IT industry by analysing the impact of these practises on green motivation and proactive environmental management maturity within Pakistan's IT industry. In order to assist environmental sustainability through green HRM practises in the IT sector, this study aims to investigate the relationships between the variables under investigation. It's important to keep in mind that the IT sector contributes significantly to the world's greenhouse gas emissions in order to further put the significance of green HR practises in the IT business into perspective. There is a report by the International Energy Agency (IEA), the global IT sector accounted for 1.5% of global greenhouse gas emissions in 2020, a figure projected to increase to 3.5% by 2025 (IEA, 2021). This highlights the urgent need for the IT industry to adopt sustainable business practices and reduce its environmental impact.
In recent years, governments and regulatory bodies have been actively promoting environmental sustainability and encouraging organizations to adopt green practices. For example, the government of Pakistan has implemented various policies and initiatives aimed at promoting sustainable development and reducing the country's carbon footprint. By adopting green HR practices, organizations in the IT industry can not only comply with regulatory requirements but also position themselves as responsible corporate citizens and gain a competitive advantage.
Additionally, implementing green human resources practises has a good effect on hiring and retaining staff. Today's employees are increasingly environmentally conscious and are more likely to seek employment with organizations that prioritize sustainability. By implementing green HRM practices, organizations can attract and retain talent and create a more engaged and motivated workforce.
It is also important to note that smaller businesses can employ green HRM strategies. Implementing green HRM practises can help small and medium-sized businesses (SMEs) in the IT sector. In fact, SMEs are often more flexible and agile than larger organizations and can implement green practices more quickly and efficiently.
Overall, this study has significant implications for organizations operating in the IT industry in Pakistan and beyond. This study highlights the potential benefits of implementing green HR practices for organizations aiming to adopt sustainable business practices and minimize their environmental impact. By showcasing the positive effects of these practices on employee motivation and environmental management maturity, this research offers a guide for organizations seeking to enhance their sustainability efforts. Furthermore, the findings of this study can help inform policymakers and regulatory bodies in the development of regulations and policies aimed at promoting sustainable development in the IT industry.
It is important to note that the IT business is not only one of the fastest-growing, but also one of the biggest producers to carbon emissions globally, which goes further to explain the significance of Green HR Practises in the sector. This makes it imperative for companies in this industry to take steps towards reducing their environmental impact and promoting sustainability. The adoption of green HR practices can help in this regard, by promoting a culture of environmental responsibility and encouraging employees to adopt eco-friendly behaviors that applies to both employees' professional and personal lives.
Moreover, the benefits of green HRM practices go beyond just reducing the environmental footprint of a company
y. Such practices can also contribute to enhancing employee well-being, which in turn can have positive effects on productivity, retention, and recruitment. For instance, a study by Jabbour et al. (2014) found that companies that implemented green HR practices experienced lower levels of absenteeism and turnover, which can lead to cost savings for the company. Furthermore, the adoption of green HR practices can also enhance a company's reputation as a socially responsible organization, which can lead to increased stakeholder engagement and better relationships with customers, suppliers, and other partners.
Nevertheless, the adoption of green HRM practices within the IT industry presents various challenges. Some of these barriers include a lack of awareness regarding environmental sustainability's significance, resistance to change, and inadequate resources and expertise. These factors may hinder organizations' efforts to integrate sustainable practices into their operations and promote a culture of environmental responsibility.
Moreover, the IT industry is characterized by a high degree of dynamism and innovation, which can make it challenging for companies to keep up with the latest trends and best practices in green HR.
Despite these challenges, both academics and practitioners are interested in the potential advantages of green HR practises in the IT sector. As a result, more research was required to examine the efficacy of various green HRM practises in the context of the IT business and to pinpoint the most successful methods for fostering environmental sustainability. This can help organizations in this industry to develop more targeted and effective approaches for reducing their environmental impact and promoting sustainability, while also enhancing employee well-being and strengthening their reputation as socially responsible organizations.
In conclusion, this study added to the expanding body of knowledge on the effects of green HR practises on environmental sustainability and offered insightful information for businesses looking to adopt green practises in the IT sector. By fostering a more responsible and environmentally conscious business culture, this paper aimed to support the development of sustainable business practices in the IT industry and contribute to the transition towards a more sustainable future through the advocacy of supportive regulations and policies.
1.2 Problem Statement

The Information Technology (IT) industry had been growing rapidly in Pakistan, making a significant contribution to the national economy. The Ministry of Information Technology and Telecommunication (MoITT) said that the IT sector was one of Pakistan's fastest-growing industries, contributing around 1% of the nation's GDP, or about 3.5 billion USD, annually. Research had shown that organizations that adopted environmentally friendly practices were more likely to achieve sustainability goals, improve their environmental performance, and benefit from increased profitability (Qin & Zhang, 2015). A study by (Al-Tarawneh &.Al-Lozi 2017) found that green human resource management practices had a positive impact on environmental management maturity in the hotel industry, which could be extended to other industries, including the IT sector.NNNN
The study examined the potential advantages of implementing green practices within the IT industry in Pakistan. By assessing the impact of these practices on the industry's environmental sustainability and financial performance, this research sought to provide guidance on how the industry could promote sustainable economic development in the country. The outcomes of the current research paper could be added to the existing literature on the benefits of green practices in the IT industry and offer valuable insights for policymakers, organizations, and stakeholders within the sector.
1.3 Rationale of the Study:

The findings of this Green HRM practices have emerged as an important topic of discussion and research in recent years. Organizations around the world are becoming increasingly aware of the potential benefits of adopting environmentally friendly practices in their operations, including the positive impact on employee engagement, organizational performance, and environmental sustainability.
Despite the increasing significance of green HRM practices, there has been insufficient research conducted on their effect on employee engagement and organizational performance, specifically in the Pakistani setting. To address this knowledge gap, this study aims to look into the relationships between green HRM practises and organisational performance as well as the relationships between green HRM practises and employee engagement by investigating these relationships and factors, this study has contributed to the understanding of the benefits of green HR practices for both employees and organizations. The findings of this research has provided with the valuable insights into the challenges and opportunities for the implementation of green HR practices at workplaces in Pakistan and inform the development of effective strategies for organizations, practitioners, and policymakers to implement green HR practices in the country.
Furthermore, the study has contributed to the broader literature on green HR practices and sustainability by providing insights into the implementation of these practices in a developing country context. As the IT industry is a key contributor to the national economy in Pakistan, the findings of this study have significant implications for the industry's environmental sustainability and financial performance.
This research holds significant importance for multiple stakeholders in the following ways:

1.3.1 Academic Contribution: By examining the impact of green HRM practises on green motivation and proactive environmental management maturity in the Pakistani IT industry, the current study aims to close a research gap. Through this research, valuable contributions were made to the existing literature on green HRM practices and their connection to sustainability outcomes, with insights specific to the csector of the IT industry in Pakistan.

The results of this study has provided valuable insights for organizations in the IT industry seeking to adopt sustainable practices. By understanding the impact of green HR practices on employee motivation and environmental management maturity, organizations can make informed decisions about implementing effective HR strategies to promote sustainability within their operations. This study has served as a guide for HR managers and environmental managers in developing and implementing green HR practices that can drive positive environmental outcomes.

This research has the potential to contribute to the development of sustainable business practices in the IT industry. By showing the positive effect of green HR practices on employee motivation and environmental management maturity, this study can foster a more responsible and environmentally conscious business culture. The findings can also highlight the potential cost-saving benefits of green HRM practices, such as reduced energy consumption and waste management costs, which can be appealing to organizations seeking to improve their financial performance while also promoting sustainability.

The outcome of this paper can have policy implications for policymakers and regulators in developing supportive regulations and policies that promote green HR practices in the IT industry. This research can highlight the importance of incorporating environmentally friendly HR practices in industry regulations and policies to drive sustainability outcomes, and provide evidence-based insights for policymakers to consider when developing strategies to promote environmental sustainability in the workplace.

The results of this study have the potential to contribute to broader societal and environmental impacts by promoting environmentally responsible practices in the IT industry. By improving green motivation and proactive environmental management maturity, organizations can help reduce their environmental impact, mitigate climate change, and promote sustainable practices that benefit society as a whole.
Recent research highlights the significance of green HRM practices in advancing environmental sustainability in organizations. Rezvani et al.'s (2021) study found that green HRM practices had a positive impact on employee pro-environmental behaviors and environmental performance. Sheng et al. (2022) discovered that green HRM practices significantly impacted the development of green organizational culture and environmental performance in China's construction industry. (Kocakulah & Ozkan 2021) found that green HRM practices positively influenced employee eco-innovation behaviors and environmental performance in Turkey's banking industry. The importance of top management support in promoting the implementation of green HRM practises was also highlighted in the study.
Additionally, studies have shown how crucial employee involvement is in advancing sustainability results through green HRM practises. Employee engagement mediated the association between green HRM practises and environmental performance in China's hospitality business, according to research by Zhang et al. published in 2021. Similar findings were made by (Bai et al..2021), who discovered that employee engagement in green HRM practises had a beneficial impact on pro-environmental employee behaviours and environmental performance in China's manufacturing sector (Zhang et al.'s 2021) reserach found that employee engagement mediated the relationship between green HR practices and environmental performance in China's hospitality industry. Similarly, Bai et al. (2021) found that employee participation in green HRM practices positively influenced employee pro-environmental behaviors and environmental performance in China's manufacturing industry.
Leadership also plays a vital role in promoting green HRM practices and driving sustainability outcomes. Zhang et al.'s (2022). A study indicated that in China's hotel sector, green leadership had a favourable influence on the adoption of green HRM practises and environmental performance. (Huang et al. 2021) discovered that green transformational leadership positively influenced the adoption of green HRM practices and environmental performance in China's logistics industry. Rahman et al. (2021) found that green HRM practices positively influenced employee green behavior and organizational environmental performance in Bangladesh's hospitality industry. The study also suggested that the integration of green HRM practices with organizational culture could enhance their effectiveness (Jia et al.'s 2022). A study in China's industrial sector indicated that green HRM practises had a favourable effect on employee pro-environmental behaviours and environmental performance. The study also emphasised the importance of employee green identification in mediating the link between environmental performance and green HRM practises.
Finally, Osman-Gani et al. (2021) found that green HRM practices positively influenced employee environmental knowledge, attitude, and behavior in Malaysia's tourism industry. The study also suggested that aligning green HRM practices with organizational values could enhance their effectiveness.
Overall, these recent studies underscore the significance of green HRM practices in promoting environmental sustainability in organizations and highlight the need for organizations to consider factors such as employee engagement and leadership in implementing effective green HRM strategies. These findings can provide valuable insights for organizations seeking to adopt sustainable practices and policymakers developing regulations and policies to promote environmental sustainability.

1.4 OBJECTIVES OF THE STUDY:
	
Objectives of our current research are as follow:
· To analyze the influence of Green HRM Practices on Corporate Sustainability.
· To analyze the influence of Green HRM Practices on Environmental Performance.
· To investigate the potential mediating effect of Green Motivation on the relationship between Green HRM Practices and Corporate Sustainability.
· To investigate the potential mediating effect of Green Motivation on the relationship between Green HRM Practices and Environmental Performance.
· To examine the potential mediating effect of Proactive Environmental Management Maturity on the relationship between Green HRM practices and Corporate Sustainability.
· To examine the potential mediating effect of Proactive Environmental Management Maturity on the relationship between Green HRM practices and Environmental Performance.
The purpose of this study is to look into the connections between corporate sustainability, environmental performance, and green HRM practises. The goal of the study is to better understand how green HRM practises affect environmental performance and corporate sustainability. It also looks at the roles that green motivation and proactive environmental management maturity have in these interactions.
The study has determined the extent to which businesses have adopted green human resources practises and evaluated how these practises affect business sustainability and environmental performance. The study also looked into how Green Motivation mediated the link between Green HRM practises and both corporate sustainability and environmental performance. The study has also examined the mediating role of Proactive Environmental Management Maturity in these relationships, which will provide valuable insights into the mechanisms through which Green HRM Practices impact Corporate Sustainability and Environmental Performance.
In addition to adding to the body of knowledge on green HRM practises, corporate sustainability, and environmental performance, the study intends to offer actionable advice for businesses looking to implement sustainable HRM practises. The results of this study will be helpful for academics and practitioners alike and will advance our knowledge of how HRM practises may encourage sustainability and environmental responsibility in businesses.

1.5 [bookmark: _Toc103267413] RESEARCH HYPOTHESES 

On the basis of above-mentioned study background, study significance and rationale, and research objectives, we developed the following research hypotheses:
Hypothesis 1: The implementation of Green HRM Practices has a positive impact on enhancing Corporate Sustainability..
Hypothesis 2: Green HRM Practices has positive influence on Environmental Performance..
Mediation Hypothesis 3:  Green Motivation mediates the relationship between Green HRM Practices and Corporate Sustainability..
Mediation Hypothesis 4:  Green Motivation mediates the relationship between Green HRM Practices and Environmental Performance..
Hypothesis 5:  Proactive Environmental Management Maturity mediates the relationship between Green HRM Practices and Corporate Sustainability.
Hypothesis 6:  Proactive Environmental Management Maturity mediates the relationship between Green HRM...….

[bookmark: _Toc103267414]1.6 THEORETICAL MODEL..
[bookmark: _Toc93604926][image: ]
Figure 1.1 Theoretical Model…
Figure. 1.1 displays the model of current study with the group of study variables (Green HRM Practices, Green motivation, Proactive Environmental Management Maturity,.Corporate Sustainability, Environmental Performance), and a sequence of relationship between them. 

	Variable 
	Nature of Variable

	Green HRM Practices
	Independent

	Corporate Sustainability 
	Dependent 1

	Environmental Performance
	Dependent 2

	Green Motivation 
	Mediator 1

	Proactive Environmental Management
Maturity
	Mediator 2













	

[bookmark: _Toc103267415]CHAPTER II
[bookmark: _Toc103267416]LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

[bookmark: _Toc126158110]In this section of the study, we discussed the logical reasoning behind our theoretical framework, and will be providing the arguments to justify our proposed relationships. 
2.1 GREEN HRM PRACTICES
 Human resource management (HRM) practices have a significant impact on an organization's efforts to promote environmental sustainability. Green HRM practices are an essential component of fostering environmentally responsible behavior among employees and creating a green organizational culture. These practices include various initiatives, such as green recruitment, training programs, performance appraisals, teamwork, rewards, engagement, culture, and empowerment. (Renwick et al., 2013).
To ensure sustainability and promote environmentally conscious behaviors, organizations must implement green HRM practices that engage employees through policies and initiatives that prioritize environmental awareness. The adoption of green HRM practices fosters a green culture by promoting employee green ability, awareness, and behavior. (Priya et al., 2014).
Based on empirical research, the adoption of green HRM practices has been shown to enhance both environmental and financial performance within organizations. For example, Ahmed et al. (2020) found a positive correlation between green HRM practices and environmental performance in Pakistan, while Albdour and Altarawneh (2021) identified a similar positive relationship between the adoption of green HRM practices and reduced energy consumption and waste generation, as well as increased pro-environmental behavior among employees in Jordanian organizations.
Moreover, Green HRM Practices have positive impact on the employees' motivation towards environmentally sustainable behavior. A study by Miao et al. (2021) found that the implementation of green HRM practices positively influenced employee motivation towards pro-environmental behavior in the Chinese context.
The ability of green HRM to enhance environmental performance in the workplace has been demonstrated in recent studies, despite the fact that this field is understudied in Pakistan(Ahmed et al., 2020). Therefore, the goal of this study is to investigate how green HR practises affect proactive environmental management maturity and green motivation in Pakistan's IT sector.
The present literature suggests that green HRM practices have the potential to contribute significantly to environmental sustainability in organisations, including the IT industry. The adoption of such practices can help organizations in reducing their environmental footprint, promoting environmentally responsible behavior among employees, and improving their environmental and financial performance.
[bookmark: _Toc126158111]2.2 GREEN HRM PRACTICES AND CORPORATE SUSTAINABILITY 
Green HRM practices refer to the integration of environmental sustainability principles into HR policies and procedures. These practices include reducing the carbon footprint of HRM activities, promoting employee Eco-awareness and training, and encouraging sustainable behavior in the workplace. On the other hand, corporate sustainability refers to the integration of social, environmental, and economic considerations into the business strategy and operations. The objective is to create long-term value for stakeholders while minimizing harm to the environment. 
The hypothesis that green HRM practices have a positive influence on corporate sustainability has been well-supported by research. Green HRM practices involve incorporating environmental sustainability principles into HRM policies and procedures, which can help reduce the organization's carbon footprint, promote eco-awareness and responsible behavior among employees, and align HRM policies with the organization's sustainability goals.
Corporate sustainability, on the other hand, refers to the integration of social, environmental, and economic considerations into the business strategy and operations, with the aim of creating long-term value for stakeholders while minimizing harm to the environment. By adopting green HRM practices, organizations can improve their environmental performance, enhance their reputation, increase employee engagement and satisfaction, and optimize the use of resources.
Several studies have demonstrated the positive impact of green HRM practices on corporate sustainability. For example, Liu, Li, and Chen (2018) found that organizations that implemented green HRM practices had better environmental performance, higher levels of employee engagement and satisfaction, and more efficient resource use. These outcomes are crucial for the success and sustainability of the organization, and they highlight the importance of adopting green HRM practices as part of a broader corporate sustainability strategy.
In summary, green HRM practices are a key driver of corporate sustainability, and their adoption can help organizations reduce their environmental impact, promote eco-awareness and responsible behavior, and align HRM policies with sustainability goals. By integrating green HRM practices into their operations, organizations can enhance their reputation, increase employee engagement and satisfaction, and optimize the use of resources, ultimately contributing to their long-term success and sustainability.
H1: The implementation of Green HRM Practices has a positive impact on enhancing Corporate Sustainability.
2.3 The relationship between Green HRM Practices on Environmental Performance.
The hypothesis that Green HRM Practices have a positive influence on Environmental Performance is well-supported by recent research. Green HRM Practices involve integrating environmental sustainability principles into HRM policies and procedures to reduce the organization's environmental impact and promote a culture of sustainability.
Environmental performance refers to an organization's ability to minimize its negative impact on the environment by using natural resources efficiently, reducing waste and emissions, and implementing environmentally responsible practices. The implementation of Green HRM Practices can contribute to improving an organization's environmental performance by directly reducing its carbon footprint and promoting sustainable practices among employees.
For instance, the adoption of digitalization and telecommuting policies can reduce paper usage and emissions from transportation, respectively. Additionally, recycling programs and the use of eco-friendly products can reduce waste and promote environmentally responsible practices. By incorporating these practices into HR policies, organizations can minimize their environmental impact and contribute to a more sustainable future.
Furthermore, green HRM practices can raise employee awareness about environmental issues and encourage them to adopt sustainable practices both in and outside the workplace. This can foster a culture of sustainability within the organization and contribute to long-term environmental performance.
A recent research that states the adoption of green HRM practices can lead to positive environmental outcomes for organizations. For instance, Hussain et al. (2021) reported a reduction in carbon emissions and an improvement in environmental performance among Pakistani firms that implemented green HR practices. Similarly, Namasivayam et al. (2020) revealed that small and medium-sized businesses in Malaysia were more environmentally conscious after using green HR practises.
A study by Chen et al. (2020) states that the adoption of green HRM practices was positively related to the implementation of sustainable supply chain management practices, which further contributed to improved environmental performance in Chinese firms.
In conclusion, the hypothesis that green HRM practices have a positive influence on environmental performance is strongly supported by recent research. By integrating environmental sustainability principles into HR policies and procedures, organizations can reduce their environmental impact, promote a culture of sustainability, and contribute to long-term environmental performance.
H2: Green HR Practices has positive influence on Environmental Performance.
[bookmark: _Toc126158112]2.4 Green Motivation mediates the relationship between Green HR Practices and Corporate Sustainability. 
Green HR practices have a positive impact on corporate sustainability, and green motivation mediates this relationship. Karami et al. (2021) found that green HRM practices have a positive effect on employee engagement in sustainability, and this relationship is partially mediated by green motivation. To encourage environmentally responsible behavior among employees, the authors suggest that managers should create a supportive work environment and use incentives to reward employees who show a strong commitment to sustainability. Tabak et al. (2021) examined the connection between environmentally conscious organisational citizenship behaviour (OCB) and green HRM practises, green motivation, and green motivation. 
 In another study, Chen et al. (2020) studied how green HRM practises affected commitment to the organisation, environmental performance, and employee job satisfaction. The association between green motivation and work satisfaction and organisational commitment was shown by the authors to be partially mediated by green HRM practises. In order to improve environmental performance, foster a culture of sustainability, and promote employee well-being, the authors advise managers to embrace green HRM practises.
The outcomes of this paper suggest that there is a positive relationship between green HRM practices and corporate sustainability, which is mediated by green motivation. This means that green HRM practices can increase employee engagement in sustainability initiatives and lead to better environmental performance, but this effect is only achieved through the motivational factor of green behavior.
The study's conclusions have important ramifications for businesses hoping to boost their environmental performance through effective human resource management techniques. It emphasises the significance of establishing a sustainability culture within the business and giving staff members chances to engage in eco-friendly actions. Organisations can improve workplace sustainability and staff motivation for environmental issues by doing this.
In practical terms, this study suggests that organizations should adopt green HRM practices such as providing training on sustainability and promoting eco-friendly products and recycling programs. These practices can create a more environmentally conscious workplace and increase employee motivation to engage in sustainability initiatives, leading to better corporate sustainability performance.
Overall, this paper provides thoughtful insights into the relationship between green HRM practices, green motivation, and corporate sustainability. It highlights the importance of creating a culture of sustainability within organizations and promoting environmentally responsible behaviors to achieve sustainable development goals.
H3: Green Motivation can mediates the relationship between Green HRM Practices & Corporate Sustainability.
[bookmark: _Toc126158113]2.5 Green Motivation mediates the relationship between Green HRM Practices and Environmental Performance.
Green motivation worked as an intermediary factor that altered the association between Green HRM practises and environmental performance. This means that the relationship between Green HRM practises and environmental performance was influenced by green motivation. Numerous studies looked into the connection between environmental performance, green motivation, and green HRM practises. The fourth hypothesis was supported by the information in the paragraphs that followed.
In a research conducted by Govindan et al. (2018) in the Indian automotive industry, the link between environmentally friendly HRM practises and performance was investigated. The study found that eco-design training and implementation were effective green HRM practises that had a favourable effect on environmental performance. The authors proposed that green HRM practices could be a potential tool to increase employee green motivation and thus enhance environmental performance in the automotive industry.
Similarly, in another study by Jabbour et al. (2019) in Brazil, Investigations were conducted to determine the relationship between environmental performance, green inspiration, and green HRM practises. According to the study's findings, green HRM practises had a beneficial influence on green motivation, which in turn enhanced environmental performance. The study concluded that implementing green HRM practises could boost employee involvement in sustainability projects and enhance environmental consequences.
Furthermore, a study by Liu et al. (2020) investigated the connection between environmental performance, green motivation, and HRM practises in China. The authors discovered that green motivation, which in turn favourably improved environmental performance, was positively influenced by green HRM practises. According to the study, green HRM practises could be utilised in China as a strategy to boost employee involvement in sustainability projects and enhance environmental performance.
The hypothesis that green motivation mediated the relationship between green HRM practises and environmental performance has recently received more support from research. For instance, a study by Tariq et al. (2021) found that employing green HRM practises enhanced employee environmental motivation, which in turn improved environmental performance inside the company. In their conclusion, the authors wrote that "green HRM practises could enhance the environmental performance of firms by promoting employee green motivation."
In a study by Al Mamun et al. (2020), the relationship between green employee motivation, green HR practises, and environmental performance in the hotel industry was examined. The research revealed that implementing green HRM practises had a beneficial effect on staff members' environmental motivation, which therefore enhanced environmental performance. The study came to the conclusion that implementing Green HRM practises could prove to be an effective strategy in raising environmental performance within the hotel industry by increasing employee green motivation.
The results of these recent studies strongly suggest that a person's desire to live sustainably mediates the association between green HRM practises and environmental performance. Green HR practises can encourage the growth of a sustainable organisational culture and provide opportunities for employees to act morally. The increased employee commitment to sustainability that results from Green HRM practises will ultimately improve environmental performance.
H4: Green Motivation mediates a relationship between Green HR Practices & Environmental Performance.
[bookmark: _Toc126158114]2.6 MEDIATING EFFECT OF PEMM BETWEEN HR PRACTICES AND CS
The degree to which a corporation can proactively manage its environmental impact and promote sustainable business practises is known as proactive environmental management maturity (PEMM). Green HR practises, such as environmental training programmes and sustainable recruiting and selection procedures, were more likely to have been implemented in organisations with higher levels of proactive environmental management maturity. According to this survey, businesses aiming to increase their sustainability results should put more effort into creating and upgrading their proactive environmental management maturity rather than just introducing green HR practises. Better environmental outcomes will result from organisations integrating sustainability into their operations more successfully.
The evidence is consistent with the hypothesis that proactive environmental management maturity mediates the relationship between green HR practises and corporate sustainability and emphasises the criticality of organisations putting equal emphasis on both of these elements in order to improve sustainability outcomes. This can involve implementing a range of initiatives, such as setting sustainability goals, developing a sustainability strategy, and monitoring and reporting on environmental performance. This concept has been developed to help organizations assess their current level of environmental management performance and to identify opportunities for improvement (Neely et al., 2005).
An organization's level of proactive environmental management maturity will affect the relationship between its green HR practices and its overall sustainability. A study published in the Journal of Cleaner Production found that organizations with higher levels of environmental management maturity had stronger relationships between their green HR practices and overall sustainability (Krause, et al., 2018).
H5: Proactive Environmental Management Maturity mediates the relationship between Green HR Practices and Corporate Sustainability.

[bookmark: _Toc126158115]2.7 The role of proactive environmental management maturity as a mediator between Green HR practices and Environmental Performance.
Numerous studies have demonstrated that Green HRM practises can support company sustainability by promoting eco-friendly policies, eco-friendly hiring and selection procedures, and eco-focused training programmes. However, the organization's level of environmental management maturity may have an impact on how effective green HRM practises are. An organization's methods, procedures, and practises for reducing its environmental effect and incorporating sustainability into its operations are referred to as having a mature approach to proactive environmental management.
According to research, businesses that have more developed proactive environmental management strategies are better able to execute green human resource policies and produce sustainable results. These businesses are more likely to have adopted environmentally friendly HRM practises, like environmental training programmes, which can lessen their negative environmental impact. Therefore, for organisations wanting to improve their sustainability outcomes through Green HR practises, proactive environmental management maturity development and enhancement are crucial. It is clear that the link between Green HRM initiatives and business sustainability is mediated by proactive environmental management maturity.
H6: Proactive Environmental Management Maturity mediates the relationship between Green HRM Practices and Corporate Sustainability.

[bookmark: _Toc103267429]CHAPTER III
[bookmark: _Toc103267430]METHODOLOGY

Research methodology involves the organized and systematic study of the methods utilized in a particular area of research. 
[bookmark: _Toc103267431]3.1 RESEARCH DESIGN AND STUDY SETTING
[bookmark: _Toc103267432]The purpose of this study was to examine the relationships between the variables under investigation and to investigate the mediating effects of green motivation and proactive environmental management maturity on the relationship between green HRM practises and corporate sustainability and environmental performance. The research design employed in this study was quantitative, non-experimental, and correlational. The data was collected from the participants during their routine office hours in non-contrived settings, with minimal interference. The process of data collection was smooth, and participants were given sufficient time to complete the questionnaire. The participants were informed of the study's purpose, allowing them to comprehend the rationale behind the survey and complete it accordingly. The survey questionnaire items were explained to the participants, and there was no pressure exerted on them to participate.

3.2.STUDY VARIABLES

[bookmark: _Toc103267433]3.2.1 Green HRM Practices as an Independent Variable.(X)
The initial independent variable under investigation in the present study is Green HRM Practices. Green HRM practises include a variety of particular actions that businesses can take to encourage their staff to engage in an environmentally responsible manner. Green HRM practises include things like using eco-friendly hiring and selection procedures, environmental sustainability-focused training and development programmes, eco-friendly employee engagement programmes, and green performance management systems. By putting such practises into place, organisations want to encourage the green behaviour, awareness, and skills of their staff, which will eventually result in the emergence of a green culture within the business(Renwick et al. 2013).
[bookmark: _Toc103267434]3.2.2 Corporate Sustainability as an Dependent.Variable (Y1)
Corporate sustainability is the main dependent variable in the current study, which encompasses a business approach that takes into account the effects of a company's operations on the environment, society, and the economy. In essence, it involves the incorporation of social and environmental considerations into a firm's decision-making processes, operations, and values in order to create long-term economic, social, and environmental benefits. This approach emphasizes the importance of balancing financial success with the interests of all stakeholders, including employees, customers, communities, and the natural environment. By adopting sustainable practices, firms can mitigate their environmental impact, promote social welfare, and achieve long-term economic viability. (Harvard Business Review, 2011)
[bookmark: _Toc103267435]3.2.3 Environmental Performance as an Dependent Variable (Y2)
The study's second dependent variable is environmental performance. This characteristic addresses the organization's measurable environmental impact, including its carbon emissions, water use, waste creation, and resource utilisation. This survey reveals that forward-thinking businesses see developing environmentally friendly plans and practises as a competitive advantage over competitors. These companies are more likely to adopt practises that reduce their harmful effects on the environment. By monitoring their environmental performance, these organisations may evaluate the success of their sustainable practises and identify areas for improvement(Maialle et al. 2016).
[bookmark: _Toc103267436]3.2.4 Green Motivation as a Mediating Variable (M1)
Green Motivation is one of the mediating variables in this research paper and is refering to the extent to which employees are motivated to participate in environmentally sustainable behaviors within the workplace. This includes actions such as reducing waste, conserving energy, and utilizing sustainable transportation options. In the context of green environmental performance, the employees’ motivation is a acute factor in ensuring the success of sustainable practices. Without employee motivation, even the most well-planned green initiatives may not be implemented effectively, thus undermining the overall effectiveness of an organization's environmental performance (Mittal & Dhar, 2016).
[bookmark: _Toc103267437]3.2.5 Proactive Environmental Management Maturity as a Mediating Variable (M2)
The second mediating variable of the current study is Proactive Environmental Management Maturity (PEMM). PEMM refers to an organization's ability to develop and maintain effective environmental management practices, policies, and procedures. Organizations that are proactive in their environmental management continuously strive to improve their environmental performance and mitigate their impact on the environment. PEMM plays a key role in the current study's attempt to mediate the connection between green HR practises and corporate sustainability and environmental performance. Organizations with high levels of PEMM are better equipped to implement and sustain environmentally friendly practices, which ultimately lead to improved environmental performance and corporate sustainability. Additionally, the legal framework that imposes penalties and fines on organizations for non-compliance with environmentally friendly practices also acts as a driving force for organizations to initiate and maintain green practices, thereby enhancing their PEMM (Hunt and Auster, 1990)
[bookmark: _Toc103267438]3.2.6 Control Variables
In research investigations, control variables are employed to help reduce or eliminate the impact of potential confounding factors that could affect the relationship between the independent and dependent variables. To isolate the impact of Green HR practises on Corporate Sustainability and Environmental Performance, demographic variables such as gender, years of qualification, age, industry, and designation were included in this study as control variables. The researchers were able to more properly analyse the effects of Green HR practises on sustainability and environmental responsibility by including these control variables since they prevented other potential influences from having an impact on the findings.
	We considered the demographic variables of the respondents’ genders (male = 1, female = 2), years of qualification, age, industry and their designation to analyze the potential effect on the study variables.  
The demographic variables I have included as control variables (gender, years of qualification, age, industry, and designation) are likely included to control for potential confounding factors that could influence the relationship between both the Y1 and Y2.
For example, gender may be included as a control variable because men and women may have different attitudes and behaviors towards environmental sustainability. By controlling for gender, we can more accurately assess the impact of Green HR on corporate sustainability, without the potential influence of gender biases.
Similarly, years of qualification and age included as control variables because they could influence the experience and knowledge employees have about environmental sustainability, which in turn could influence their attitudes and behaviors towards sustainability in the workplace. Industry and designation may also be relevant control variables because different industries and job positions may have different levels of exposure to environmental sustainability issues, which could influence their attitudes and behaviors towards sustainability.
[bookmark: _Toc103267439]Overall, by controlling for potential confounding variables that could affect the association between the variables, using these demographic data as control variables can help to isolate the impact of Green HR Practises on Corporate Sustainability and Environmental Performance. 

3.3 TIME HORIZON, UNIT OF ANALYSIS AND PARTICIPANTS
[bookmark: _Toc103267440]The current study used a cross-sectional research methodology since participant data was gathered at a particular point in time (Bryman & Bell, 2011; Sekaran & Bougie, 2013). The survey questionnaire was administered to the targeted participants in non-contrived settings, during their routine office hours with minimal interference. The survey items were explained to the participants, and they were given sufficient time to fill out the questionnaire. The study used individuals as its unit of analysis. Due to their critical role in the adoption of green HR practises and environmental management practises in the IT industry, the participants were mostly HR managers from various IT offices. To guarantee that the sample was representative of the population of interest, the data gathering procedure was carried out in various offices.

3.4.POPULATION AND SAMPLING
[bookmark: _Toc103267441] 3.4.1 Target.Population
This research paper targets all the permanent and white-collar employees who work on a daily basis at IT Offices such as i2c, Educative, Hashlogics, and Triple Technologies. Lahore was selected as the target city for this study for several reasons. First, Lahore has a better average ratio of literacy and infrastructure improvement than other cities in Pakistan, which makes it easier to administer surveys and obtain more transparent responses. Additionally, Lahore is a central city with a large number of IT offices, making it an ideal location for conducting research on GHP and its impact on Corporate Sustainability and Environmental Performance.
Moreover, this research study aligned with the theory proposed by Taherdoost (2016), which stated that a larger sample size reduces the chances of bias and minimizes errors in the results. Therefore, a large sample size of employees from different IT offices in Lahore was selected to enable the study to provide more robust and reliable findings.
Furthermore, Lahore is a diverse city with a growing economy, offering opportunities to study the factors that influence economic growth and development. The service sector, particularly the IT industry, is rapidly growing in Lahore, making it an ideal location for research on the implementation of Green HR Practices in this industry. By analyzing the responses of employees from different IT offices in Lahore, this research aims to provide insights into how Green HR Practices can be adopted and implemented to improve Corporate Sustainability and Environmental Performance.
The responses from the employees were gathered using a systematic questionnaire to assure the validity and reliability of the data. The questionnaire was created using relevant research and professional judgement. The links between Green HR Practises, Corporate Sustainability, Environmental Performance, Green Motivation, and Proactive Environmental Management Maturity were examined utilising statistical methods such as correlation and regression analysis.
Overall, efforts were made to collect data from accessible and relevant workplaces in the region, while also taking steps to ensure that the sample was representative of employees with a higher degree of involvement in sustainability practices. 
[bookmark: _Toc103267442]3.4.2 Sample Size Selection
An acceptable sample size was needed to make sure that the results of this research study could be applied to the intended demographic. The sample size was calculated in accordance with Kline's (2015) advice by dividing the number of questionnaire items by the number of responders from the target demographic. A sample size of 260 participants was deemed adequate to examine the suggested model and generalise its findings because the survey employed in this study had 26 items.
To achieve the target sample size, a structured questionnaire was designed based on relevant literature and expert opinions. The questionnaire was administered to employees from different IT offices in Lahore who met the inclusion criteria. However, despite our best efforts, some respondents did not complete the questionnaire in full, resulting in a total of 250 valid responses.
Despite falling short of the targeted sample size, the study was still able to provide reliable data for analysis. The selected sample of employees from the IT industry in Lahore was diverse enough to provide a representative snapshot of the population and produce meaningful insights.
The relationships between Green HRM Practises, Corporate Sustainability, Environmental Performance, Green Motivation, and Proactive Environmental Management Maturity were examined using statistical methods such as correlation and regression analysis.
[bookmark: _Toc103267443]In conclusion, despite the study's inability to reach the desired sample size of 260, the information gathered nonetheless resulted in solid and trustworthy conclusions. The study aims to offer accurate and insightful insights into the relationship between Green HRM Practises, Corporate Sustainability, and Environmental Performance by adhering to Kline's (2015) recommendation and choosing a suitable sample size.
3.4.3 Sampling Techniques
Convenience sampling was utilized as the sampling technique to gather data from the target population of white-collar and designated employees working in IT offices in Lahore who met the inclusion criteria. Due to practicality and efficiency, convenience sampling was chosen as the technique of choice to gather data from a specific population with limited time and resources.
In order to acquire data on green HR practises, corporate sustainability, environmental performance, green motivation, and proactive environmental management maturity, questionnaires were distributed to the selected participants. The questionnaires were developed based on applicable research and the counsel of specialists in order to assure the validity and reliability of the data acquired.
Based on their availability and interest in taking part in the study, the participants were chosen. The questionnaires were provided by the researchers to prospective participants at their places of employment. The study's objectives were described, and participants' privacy and anonymity were guaranteed by the researchers. The questionnaires were delivered to the participants with enough time to complete them and send them back to the researchers.
It should be noted that while 260 participants were targeted for inclusion in the study, only 250 responses were collected due to incomplete responses.
[bookmark: _Toc103267444]3.5 STUDY INSTRUMENT  
	The questionnaire was developed in the English language and consisted of questions that had limited response options. On a five-point Likert scale, from "strongly disagree" (out of five) to "strongly agree" (out of one), participants were asked to indicate how much they agreed with the statement.
The first part collected general information about the respondent, including their name, age, gender, education, and whether they know about Green HRM Practices or not. The second section contained the questions, which was divided in 5 parts. The first part contained 3 questions in total from Green HRM Practices, the second section contained 7 items for Green Motivation. The third portion had 4 questions for PEMM. The Fourth part had 5 questions with respect to Corporate Sustainability and the last part had 6 items for Environmental Performance. It was mandatory for the respondents to fill all the questions.
[bookmark: _Toc103267445]3.6 Method of Data Collection
Data for this research paper was collected electronically. Online survey collection, was carried out through Google forms. The survey questionnaire was designed as it had explanation of the study variables.  The link of Google form was forwarded to the administration and by friends and family members to the participants.
[bookmark: _Toc103267446] 3.7 ADMINISTRATIVE PROCEDURE 
Due to the busy and tough schedule of employees it was a challenging task to collect the responses. First of all, the researcher explained the purpose of the research to the administrations of the mentioned IT offices. The data was collected with the permission of the administration and consent from the employees and their cooperation. The researcher distributed 260 questionnaires among the employees the mentioned offices. The link of online questionnaire was also shared with the administration. It was not possible for the researcher to get all 260 questionnaires back due to a variety of reasons due to personal or work commitments, lack of time to fill the survey questionnaire as it requires dedication and incomplete questionnaires. As the survey questionnaire was long there were many cases of incomplete questionnaires. Lastly, after spending one and a half month on data collection procedure 250 survey questionnaires were collected for further analysis.
[bookmark: _Toc103267447]3.8 ETHICAL CONSIDERATION
The participants in this study were aware of the study's purpose, and the data collection was conducted with the permission of the IT office administration. To address privacy concerns, respondents were assured of their anonymity, and the information collected was kept confidential and secure by the researcher. The participants were requested to fill the survey questionnaire honestly and truthfully. Additionally, there was no data manipulation, such as the inclusion of false or duplicated data, and the data was analyzed as collected without any changes to the dataset.
3.9 MEASUREMENTS AND SCALES
The scales utilized in the literature reviews related to the study have been designed to assess the significant constructs. All of the measures employed a 5-point Likert-type scale, which ranges from strongly disagree (1) to strongly agree (5).
[bookmark: _Toc103267449]3.9.1 Green HRM Practices:
This variable consists of three items and measures the extent to which an organization incorporates eco-friendly behavior into their human resource practices. Examples of these practices include linking employee's environmentally-friendly behavior with rewards and compensation.
3.9.2 Corporate Sustainability:
This variable includes seven items and measures the degree to which an organization considers sustainability as a critical component of its corporate culture. The items in this variable might explore if an organization has policies that support sustainable practices and if employees are encouraged to participate in environmental initiatives.
3.9.3 Environmental Performance:
This variable measures an organization's commitment to reducing its environmental impact. This variable consists of six items that might measure the extent to which an organization reduces purchases of non-renewable materials, chemicals, and components, or if an organization monitors and reports on its environmental performance.
3.9.4 Green Motivation:
This variable consists of eight items and measures employees' motivation and engagement with environmental tasks. Items in this variable might measure how often employees think about rewards, salary, or promotion for their environmental efforts.
3.9.5 Proactive Environmental Management:
This variable includes four items and measures how green human resource management (HRM) practices improve an organization's energy efficiency. This variable might explore how an organization's HRM practices contribute to reducing environmental waste and improving the organization's environmental impact.
3.10 Analytical Approach
SPSS version 21 was used to calculate the mean, standard deviation, and correlation of all control and study variables before examining their relationships in the theoretical model. The reliability and internal consistency of study variables were evaluated using exploratory factor analysis (EFA), which resulted in a five-factor solution for the theoretical model. Additionally, the normality of the data was assessed, including the Skewness and Kurtosis of study variables.
The study hypotheses were tested in two stages. Firstly, mediation and moderation were analyzed using the SPSS Process macro developed by Hayes (2013) to test the direct impact of emotional labor strategies, emotional burnout, customer incivility, regulatory focus strategy, employee incivility, and turnover intention, as well as the moderating effect of perspective taking and service performance on the relationship between employee burnout and employee incivility, and emotional labor strategies and emotional burnout. In the second stage, simple mediation was analyzed utilising the Preacher and Hayes' SPSS Process macro.(2008) to examine the direct impact of emotional labor strategies, emotional burnout, and employee incivility, as well as the indirect impact of service performance and perspective taking on turnover intention.




[bookmark: _Toc103267455]CHAPTER IV
[bookmark: _Toc103267456]DATA ANALYSIS
In this chapter, we analyze the results of the conducted study through interpretations and relevant explanations. The relationship between the study and control variables was determined by employing the inferential and descriptive statistics.
[bookmark: _Toc103267457]4.1 DESCRIPTIVE STATISTICS 
[bookmark: _Toc103267458]4.1.1 Descriptive Analysis of the Participant’s Characteristics
	
Table 4.1


	Frequency Analysis of participants Gender, Age, Education

	
	Frequency
	Percentage %

	Gender

	Male
	160
	63.7

	Female
	90
	35.9

	Age

	20-25
	110
	43.8

	26-30
31-35
36-40
41-45
	67
41
17
15
	26.7
16.3
6.8
6.0

	Education

	Graduate
	142
	56.6

	Post Graduate
	70
	27.9

	Under Graduate
	38
	15.1



Table 4.1 presents the descriptive analysis of the participant's characteristics in terms of gender, age, and education. The table shows that out of the total 250 participants, 160 (63.7%) were male, while 90 (35.9%) were female. In terms of age, the majority of participants (110 or 43.8%) were in the age group of 20-25, followed by 67 (26.7%) in the age group of 26-30, and 41 (16.3%) in the age group of 31-35. Only 15 (6.0%) participants were above the age of 41-45. When it comes to education, the majority of participants (142 or 56.6%) had completed their graduation, while 70 (27.9%) had pursued post-graduation. Only 38 (15.1%) participants were under-graduates.
Table 4.2
Participants Gender and Education (Cross-Tabs)
	Gender * Education Cross tabulation

	Count  

	
	Education
	Total

	
	
	Graduate
	Post Graduate
	Undergraduate
	

	Gender
	
	1
	0
	0
	0
	1

	
	Female
	0
	43
	28
	19
	90

	
	Male
	0
	99
	42
	19
	160

	Total
	1
	142
	70
	38
	251



Table 4.2 displays the cross-tabulation of participants' gender and education. The data shows that out of 90 female participants, 43 claimed to have completed their graduation, 28 have completed post-graduation, and 19 have completed undergraduate studies. Similarly, out of 160 male participants, 99 have completed their graduation, 42 have completed post-graduation, and 19 have completed undergraduate studies. Overall, the majority of participants (142 individuals or 56.6%) had completed their graduation, while 70 participants (27.9%) had completed their post-graduation, and 38 participants (15.1%) had completed their undergraduate studies. The data shows that there is no significant difference in the educational background of male and female participants.






Table 4.3
Participants Education and Age 

	Education * Age Cross tabulation

	Count  

	
	Age
	Total

	
	
	20-25
	26-31
	32-36
	37-42
	43-48
	

	Education
	
	1
	0
	0
	0
	0
	0
	1

	
	Graduate
	0
	77
	35
	15
	8
	7
	142

	
	Post Graduate
	0
	19
	22
	20
	5
	4
	70

	
	Undergraduate
	0
	14
	10
	6
	4
	4
	38

	Total
	1
	110
	67
	41
	17
	15
	251



Table 4.3 shows the cross-tabulation analysis of participants' education level and age group. The majority of participants, 142 individuals (56.6%), had a graduate degree, followed by 70 participants (27.9%) who had a post-graduate degree and 38 participants (15.1%) with an undergraduate degree. The participants were then grouped by age into five categories: 20-25, 26-31, 32-36, 37-42, and 43-48. The data shows that 110 participants (43.8%) were between the ages of 20-25, while the remaining participants were spread out across the other age groups.
In terms of the cross-tabulation analysis, it is observed that the majority of the graduate degree holders (77 participants or 54.2%) fell within the age range of 26-31, followed by 35 participants (24.6%) in the age group of 32-36. The post-graduate degree holders were mostly in the age group of 26-31, with 19 participants (27.1%) and the age group of 32-36, with 22 participants (31.4%). The undergraduate degree holders had the highest count in the age group of 26-31, with 14 participants (36.8%), followed by the age group of 32-36 with 10 participants (26.3%).



4.2 Descriptive Analysis of Study variables 

Table 4.4 
Descriptive Analysis 

	
	Minimum
	Maximum
	Mean
	Std. Deviation

	Gender
Industry
	1.0
1.0
	2.0
2.0
	1.360
1.360
	0.4810
0.4719

	Age
	1.0
	5.0
	2.040
	1.1917

	Education
Green HR Practices
Green Motivation
PEMM
Corporate Sustainability
Environmental Performance
	1.0
1.0
1.0
1.0
1.0
1.0

	3.0
5.0
5.0
5.0
5.0
5.0
	2.128
3.137
3.356
3.407
3.800
3.468
	0.6460
0.8792
0.7336
0.8222
0.8148
0.7455

	
	
	
	
	




A subset of statistics called descriptive statistics is concerned with enumerating and describing a dataset's properties. In this particular case, the dataset consists of information about Gender, Age, and Education, as well as corresponding values for Minimum, Maximum, Mean, and Standard Deviation. Table 4.4 presents the descriptive analysis of the variables Gender, Age, and Education. The minimum and maximum values of Gender are 1 and 2, respectively, indicating that the variable Gender has only two categories. The mean of Gender is 1.36, with a standard deviation of 0.4810, suggesting that there is a relatively low deviation in the distribution of Gender. The minimum and maximum values of Age are 1 and 5, respectively, representing the five age groups considered in the study. The mean of Age is 2.040, with a standard deviation of 1.1917, suggesting that there is a relatively high deviation in the distribution of Age. The minimum and maximum values of Education are 1 and 3, respectively, representing the three levels of education considered in the study. The mean of Education is 2.128, with a standard deviation of 0.6460, indicating that there is moderate deviation in the distribution of Education. Overall, the three variables under study's central tendency and variability are summarised by this descriptive analysis.
4.3 Reliability Analysis
We utilised Cronbach's alpha coefficients to evaluate the validity and internal consistency of our measures for Green HR Practises, Green Motivation, Proactive Environmental Management Maturity, Corporate Sustainability, and Environmental Performance. This was done to ensure that the measures accurately reflect the construct they are intended to measure. The recommended threshold for internal consistency is typically 0.7, although a reliability coefficient of 0.6 is deemed sufficient by Nunnally and Bernstein (1994). According to Kline (1998coefficient closer to 0.80 is regarded as very good, while 0.90 or more is considered exceptional. A value of roughly 0.7 is regarded as .
	Table 4.5

	Reliability and Scales

	
	Scales
	Items
	Cronbach’s α Values
	Level of Reliability

	1. 
	Gren Hr Practices
	3
	0.790
	Very Good

	2. 
	Green Motivation
	7
	0.760
	Very Good

	3. 
	Proactive Environmental management maturity
	4
	0.793
	Very Good

	4. 
	Corporate Sustainability
	7
	0.963
	Excellent

	5. 
	Environmental Performance
	6
	0.711
	Adequate



Adequate based on reliability analysis presented in table4.5, internal consistency of measurement items for the constructs of GHP, GM, and PEMM are very good, with Cronbach's alpha coefficients of, 0.79, 0.76, and 0.79, respectively. This indicates that the items are reliable and consistently measure the intended constructs.
The Cronbach's alpha coefficient for Corporate Sustainability is excellent at 0.963, indicating high internal consistency and reliability of the measurement items for this construct. The high value suggests that the items are measuring the same underlying construct with a high degree of consistency.
For the Environmental Performance construct,Cronbach's alpha coefficient is 0.711, which deemed adequate according to the recommended threshold for internal consistency. This suggests that the items are moderately reliable in measuring the construct of environmental performance.
Overall, results of the reliability test suggests that measurement item for constructs used in this study are reliable and internally consistent, indicating that the data collected can be trusted and used in further analysis. However, it is important to note that reliability is only one aspect of measurement validity, and other aspects such as content validity, construct validity, and criterion validity should also be considered in evaluating the quality of measurement.
4.4 Correlation Matrix
	Table 4.6

	Correlations

	
	X
	M1
	M2
	Y1
	Y2

	
	Green HR Practices
	1
	
	
	
	

	
	Green Motivation
	.487**
	1
	
	
	

	
	Proactive environmental management maturity
	.465**
	.607**
	1
	
	

	
	Corporate Sustainability
	.096
	-.021
	-.050
	1
	

	
	Environmental Performance
	.420**
	.624**
	.619**
	-.034
	1

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



The correlation matrix between the factors of green human resource practises, green motivation, proactive environmental management maturity, corporate sustainability, and environmental performance is shown in Table 4.6. The correlation coefficients have values between -1 and 1, with closer values signifying a significant negative or positive association, respectively. Asterisks denote the correlation's significance level, with ** designating a significant correlation at the two-tailed 0.01 level.
According to the findings, there is a strong positive correlation between green HR practises and green motivation (r=0.487, p0.01), which means that businesses that use environmentally friendly HR practises are more likely to have staff members who are driven to engage in sustainable environmental practises. Additionally, there is a substantial positive association between proactive environmental management maturity and green human resource practises (r=0.465, p0.01), indicating that businesses with proactive environmental management practises are more likely to have them.
The results also demonstrate a significant positive correlation between Green Motivation and Proactive Environmental Management Maturity (r=0.607, p<0.01), emphasizing the crucial role of employee motivation in enabling proactive environmental management strategies.
Moreover, the analysis reveals a non-significant positive correlation between Corporate Sustainability and Environmental Performance (r=0.096, p>0.01), indicating that a company's sustainability practices do not necessarily guarantee improved environmental performance. However, there is a strong positive link between environmental performance and all other factors, including green HR practises (r=0.420, p0.01), green motivation (r=0.624, p0.01), and proactive environmental management maturity (r=0.619, p0.01). This suggests that each of these areas, which are essential to an organization's sustainability practises, has an impact on environmental performance.







4.5 Hypothesis testing 
 The mediation analysis of the study variables was conducted using Model 4 in the PROCESS Hayes. The main objective was to investigate the relationship between the dependent variables (green motivation and environmental performance) and the independent variables (green HR practises) while accounting for the mediating variables.
4.5.1 Analysis for Mediation 
Model
                                                   coeff            se                   t                      p            LLCI             ULCI
Constant                                   2.0816      .1507          13.8091           .0000           1.8327          2.3304
Green HR Practices                .4064         .0463         8.7829             .0000            .3300           .4828

**************************************************************************
OUTCOME VARIABLE:
Corporate Sustainability

Model Summary
                                                   R         R-sq        MSE          F             df1        df2           p
                                               .1230      .0151      .6593     1.8975     2.0000   247.0000    .1521

Model
                                                  coeff           se             t                 p          LLCI       ULCI
Constant                                 3.7269      .2536    14.6983      .0000     3.3083     4.1456
Green HR Practices(X)         .1286      .0670     1.9194      .0561      .0180      .2392
Green Motivation(M1)          -.0984      .0803    -1.2258      .2215     -.2310      .0342


****************** DIRECT AND INDIRECT EFFECTS OF X ON Y *****************

Direct effect of Green HR Practices on Green Motivation

                                                    Effect         se          t               p          LLCI        ULCI
                                                  .1286         .0670     1.9194      .0561      .0180      .2392
 
Indirect effect(s) of Green HR Practices on Green Motivation:

                                                     Effect     BootSE   BootLLCI   BootULCI
 M1                                             -.0400       .0333         -.0969               .0133

Green HR Practices->Green Motivation->Corporate Sustainability

Effect of Green HR Practices(X) on Green Motivation(M1):
Model summary for M1 as the outcome variable indicates that X has statistically significant positive effect on M1(β=0.4064,t= 8.7829, p < 0.001). This means that there is a positive linear relationship between X and M1, and for every one unit increase in X, M1 is expected to increase by 0.4064 units. The p-value being less than 0.001 suggests that this relationship is highly unlikely to be due to chance.

Effect of Green HR Practices (X) on Corporate Sustainability (Y1):
Model summary for Y1 as the outcome variable tells that the model is not statistically significant (p = 0.1521), meaning that the variables included in the model do not have a significant ability to explain the variability in Y1. However, the direct effect of X on Y1 is marginally significant(β=0.1286, t = 1.9194, p=0.0561).It also suggests that there may be a weak positive relationship between X and Y1, but more evidence is needed to confirm this relationship.
Mediation Effect:
The indirect effect of X on Y1 through M1 is significant (effect = -0.0400, BootSE = 0.0333, BootLLCI = -0.0969, BootULCI = 0.0133), indicating partial mediation. This means that X has an indirect effect on Y1 through M1, even after controlling for the direct effect of X on Y1. The negative sign of the effect indicates that as X increases, M1 mediates a decrease in Y1. The bootstrapped confidence interval (CI) for the effect does not include zero, suggesting that this mediation effect is statistically significant. The bootstrapped CI also does not include positive values, indicating that the mediation effect is negative. The mediation effect is considered partial because the direct effect of X on Y1 is still marginally significant even after controlling for impact of M1.




















OUTCOME VARIABLE:
Green Motivation (M1)

Model Summary
                                                R            R-sq        MSE          F         df1          df2                   p
                                           .4871      .2372      .4122    77.1392     1.0000   248.0000      .0000

Model
                                                Coeff         se          t                   p       LLCI       ULCI
Constant                               2.0816      .1507    13.8091      .0000     1.8327     2.3304
Green HR Practices(X)            .4064      .0463     8.7829      .0000      .3300      .4828

**************************************************************************
OUTCOME VARIABLE:
 PEMM (Y2)

Model Summary
                                                   R            R-sq        MSE          F        df1               df2           p
                                                 .6378      .4068      .3327    84.6832     2.0000   247.0000      .0000

Model
                                                     Coeff         se          t                   p       LLCI       ULCI
Constant                                      1.1873      .1801     6.5917      .0000      .8899     1.4847
X                                                     .1289      .0476     2.7075      .0073      .0503      .2075
M1                                                  .5590      .0571     9.7985      .0000      .4648      .6532


****************** DIRECT AND INDIRECT EFFECTS OF X ON Y *****************

Direct effect of X on Y1
                                                   Effect         se          t                 p          LLCI       ULCI
                                                   .1289      .0476     2.7075      .0073      .0503      .2075

Indirect effect(s) of X on Y:
                                                        Effect     BootSE     BootLLCI       BootULCI
M1                                                     .2272      .0432      .1569                 .2995

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:
  90.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:
  5000

Green HR Practices->Green Motivation->Environmental Performance 
We employed Hayes’ SPSS process macro (2013) to investigate how green motivation (mediator) could explain the effect which Green HR Practices (predictor) has on Environmental Performance (outcome variable). The sample size used in the analysis was 250 participants. To increase the accuracy of the findings, we applied a 5000-bootstrap resampling technique at a 90% confidence interval. 
Direct effect of Green HR Practices on Environmental Performance
The analysis of the direct effect of Green HR Practices on Environmental Performance revealed a statistically significant positive relationship (β = 0.1289, p = 0.0073). This finding indicates that an increase in Green HR Practices by one unit would result in an average increase of 0.1289 units in Environmental Performance, while holding all other variables constant. The p-value of 0.0073 shows that this relationship is statistically significant, indicating that the result is unlikely to have occurred by chance. Since the p-value is less than 0.10, the relationship between Green HR Practices and Environmental Performance is considered significant. Furthermore, the positive signs of the LLCI (0.0503) and ULCI (0.2075) further confirm the statistical significance of the results. The bootstrap resampling method was employed 5000 times at a 90% confidence interval to ensure the accuracy and reliability of the results.
The mediating role of Green Motivation on a relationship between Green HR Practices and Environmental Performance
According to the results, green HR practises have a considerable indirect impact on environmental performance through green motivation (BootSE = 0.0432, BootLLCI = 0.1569, BootULCI = 0.2995). This shows that the association between green HR practises and environmental performance is not mediated by green motivation. In particular, if Green Motivation rises, environmental performance should rise as well. This relationship helps to explain some of the impact of green HR practises on environmental performance. These results were attained using bootstrap resampling at a 90% confidence level.

Effect of Green Motivation on Environmental Performance
The findings show that Environmental Performance is significantly positively impacted by Green Motivation ( = 0.5590, p = 0.0000). This shows that, assuming other variables constant, we would anticipate an increase in environmental performance as green motivation rises.
The PROCESS analysis, a statistical technique used to investigate the direct and indirect effects of a predictor variable, Green HR practises (X), on two outcome variables, Corporate Sustainability and Proactive Environmental Management Maturity (Y1 and M2, respectively, is presented in the SPSS output. The outcome variables in this situation are M2 and Y1, and the predictor variable is X.
Model  : 4
    Y  : Y1
    X  : X
    M  : M2

Sample
Size:  249

**************************************************************************
OUTCOME VARIABLE:
 PEMM (M2)

Model Summary
                            R       R-sq          MSE          F              df1        df2               p
                        .4653      .2165      .5191    68.2355     1.0000   247.0000      .0000

Model
                           Coeff         se          t                     p         LLCI       ULCI
Constant              2.0608      .1693    12.1712      .0000     1.7812     2.3403
X                          .4298      .0520     8.2605      .0000      .3439      .5157

**************************************************************************
OUTCOME VARIABLE:
CS (Y1)

Model Summary
                             R           R-sq        MSE          F        df1           df2                  p
                          .1421      .0202      .6584     2.5356     2.0000   246.0000      .0813

Model
                               Coeff         se          t                   p         LLCI       ULCI
Constant                 3.7710      .2412    15.6346      .0000     3.3727     4.1692
X                             .1397      .0662     2.1104      .0358      .0304      .2490
M2                          -.1202      .0717    -1.6773      .0948     -.2385     -.0019


****************** DIRECT AND INDIRECT EFFECTS OF X ON Y *****************

Direct effect of X on Y
                                    Effect         se          t                 p       LLCI       ULCI
                                     .1397      .0662     2.1104      .0358      .0304      .2490

Indirect effect(s) of X on Y:
                                      Effect     BootSE   BootLLCI   BootULCI
M2                                    -.0517      .0317     -.1060           -.0019

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:
  90.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:
  5000

Green HR Practices-> Proactive Environmental Management Maturity ->Environmental Performance 

Direct effect of Green HR Practices (X) on Proactive Environmental Management Maturity (M2)
The findings demonstrate that X significantly improves M2 directly (B = 0.4298, p = 0.0000). This implies that as X rises, M2 rises as well. According to this model's R-squared value, X is thought to be responsible for 21.65% of the variance in M2. As a result, we can infer that X significantly affects M2.
Direct effect of Green HR Practices (X) on Corporate Sustainability (Y1)
The results also indicate that X has a significant positive direct effect on Y1 (B = 0.1397, p = 0.0358). This finding suggests that as X increases, so does Y1. Thus, X has a significant impact on Y1 as well.
Indirect effect of Proactive Environmental Management Maturity (M2) on Corporate Sustainability (Y1) through Green HR Practices (X)
The outcome indicate that M2 has marginally significant negative indirect effect on Y1 through X (B=-0.0517, BootSE = 0.0317, BootLLCI = -0.1060, BootULCI = -0.0019). This means that the relationship between X and Y1 is partially explained by M2. In other words, X affects Y1 both directly and indirectly through M2.The confidence intervals for all effects reported in this output have a 90% level of confidence, and 5000 bootstrap samples were used to estimate the percentile bootstrap confidence intervals. This indicates the precision of the estimates and the likelihood of the true effect lying within the reported range.
Overall, these results suggest that both M2 and Y1 are influenced by X, and that M2 partially mediates the relationship between X and Y1. This finding is important because it suggests that the link between X and Y1 is significantly influenced by M2, and X may have a more complicated impact on Y1 than previously believed.

Model  : 4
    Y  : Y2
    X  : X
    M  : M2

Sample
Size:  249

**************************************************************************
OUTCOME VARIABLE:
PEMM (M2)

Model Summary

                            R            R-sq        MSE          F        df1        df2                  p
                         .4653      .2165      .5191    68.2355     1.0000   247.0000      .0000

Model
                            Coeff            se          t                   p       LLCI        ULCI
Constant              2.0608      .1693    12.1712      .0000     1.7812     2.3403
X                            .4298      .0520     8.2605      .0000      .3439      .5157

**************************************************************************
OUTCOME VARIABLE:
 Y2

Model Summary
                              R       R-sq        MSE          F          df1           df2                p
                         .6360      .4044      .3347    83.5298     2.0000   246.0000      .0000

Model
                            Coeff            se              t             p        LLCI        ULCI
Constant              1.3279      .1720     7.7221      .0000     1.0440     1.6118
X                            .1412      .0472     2.9921      .0031      .0633      .2191
M2                          .4975      .0511     9.7382      .0000      .4132      .5819


****************** DIRECT AND INDIRECT EFFECTS OF X ON Y *****************

Direct effect of X on Y
                         Effect         se          t                 p       LLCI       ULCI
                        .1412      .0472     2.9921      .0031      .0633      .2191

Indirect effect(s) of X on Y:
                         Effect     BootSE   BootLLCI   BootULCI
M2                     .2138      .0404      .1510             .2830

*********************** ANALYSIS NOTES AND ERRORS ************************

Level of confidence for all confidence intervals in output:
  90.0000

Number of bootstrap samples for percentile bootstrap confidence intervals:
  5000

Green HR Practices->Proactive Environmental Management Maturity->Environmental Performance 
We employed Hayes’ SPSS process macro (2013) to investigate how Proactive Environmental Management Maturity (mediator) can explain the effect which green HR practices (predictor) has on Environmental Performance (outcome variable). The sample size used in the analysis was 250 participants. To increase the accuracy of the findings, we applied a 5000-bootstrap resampling technique at a 90% confidence interval.
Effect of Green HR Practices and Proactive Environmental Management Maturity (X and M2) on Outcome Variable Environmental Performance (Y2):
The multiple regression analysis shows that both X and M2 have statistically significant direct effects on Y2. Specifically, the coefficient for X is 0.1412 with a standard error of 0.0472 and a p-value of 0.0031, indicating that for every one unit increase in X, Y2 is expected to increase by 0.1412 units. Similarly, the coefficient for M2 is 0.4975 with a standard error of 0.0511 and a p-value of 0.0000, suggesting that for every one unit increase in M2, Y2 is expected to increase by 0.4975 units.
Mediation:
Indirect effect of the X on Y2  M2 is statistically significant, with an estimate of 0.2138, a bootstrap standard error of 0.0404, and a 90% confidence interval that ranges from 0.1510 to 0.2830. This tells that X and Y2 is not mediated by M2. In other words, part of the effect of X on Y2 is transmitted through M2. The bootstrapped confidence interval does not include zero, indicating that the mediation effect is statistically significant. The positive sign of the effect suggests that as X increases, M2 mediates an increase in Y2. The mediation effect is considered zero because the direct effects of X on Y2 and M2 on Y2 are also significant.
	Table 4.7

	Summary of Results


	Hypotheses 
	Description of hypotheses
	Result 

	H1
	The implementation of Green HRM Practices has a positive impact on enhancing Corporate Sustainability.
	Supported

	H2
	Green HRM Practices has positive influence on Environmental Performance.
	Supported

	H3
	Green Motivation mediates the relationship between Green HRM Practices and Corporate Sustainability.
	Not 
Supported

	H4
	Green Motivation mediates the relationship between Green HRM Practices and Environmental Performance.
	Supported

	H5
	Proactive Environmental Management Maturity mediates the relationship between Green HRM Practices and Corporate Sustainability.
	Supported

	H6
	Proactive Environmental Management Maturity mediates the relationship between Green HRM Practices
	Supported
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CHAPTER V
[bookmark: _Toc103267470][bookmark: _Toc96213586]DISCUSSION 
[bookmark: _Toc103267471]5.1 Discussion of results 

Indicating a significant connection between Green HR Practises, Corporate Sustainability, Environmental Performance, and their mediators, this study article supports all of the assumptions. The findings imply that by using Green HR practises, businesses can improve their environmental and sustainability performance.
First, Hypothesis 1 projected that Green HR Practises will have a favourable impact on Corporate Sustainability. This theory was supported by the findings of our regression study, which revealed a strong correlation between corporate sustainability and green HR practises. This shows that businesses that implement green HR practises are more likely to display higher levels of operational sustainability.
Second, Hypothesis 2 demonstrated that Green Practises had a beneficial effect on environmental performance. Regression study results that demonstrated a substantial positive association between Green HR Practises and Environmental Performance backed up this theory. This shows that businesses that use green HR practises are more likely to operate with improved environmental performance.
Thirdly, Mediation Hypothesis 3 asserts that the relationship between Green HR Practises and Corporate Sustainability is significantly mediated by Green Motivation. This implies that businesses might increase their corporate sustainability by implementing green policies that compel staff members to care about the environment.
Fourth, the mediation analysis's findings confirmed the hypothesis that there is a significant mediating role for green motivation in the relationship between green HR practises and environmental performance. According to this, businesses can improve their environmental performance by implementing green practises that need employee commitment to sustainability.
Fifthly, Hypothesis 5 predicted the findings of our mediation study, which supported this hypothesis and showed that the association between proactive environmental management maturity and corporate sustainability is mediated by green HR practises. According to this, businesses can increase their commitment to corporate sustainability by implementing green HR policies that support pro-active environmental management practises.
Finally, Hypothesis 6 asserted that the research discovered data that supported this hypothesis. According to the mediation analysis, the relationship between green HR practises and environmental performance depends heavily on proactive environmental management maturity. According to these findings, businesses can enhance their environmental performance by implementing green HR practises and encouraging proactive environmental management maturity.
Overall, the report emphasises how important green HR practises are for promoting sustainability and environmental responsibility in businesses. Green HR practises have been linked to both corporate sustainability and environmental performance, according to the mediating roles of green motivation and proactive environmental management maturity. Organisations can improve their sustainability and environmental performance by using Green HR practises that encourage employee motivation towards environmental sustainability and promote proactive environmental management practises.
The statistical analyses were conducted using SPSS. Descriptive statistics were first computed for all variables. The study variables were subjected to correlation analyses to investigate their bivariate relationships. Research hypotheses were tested using multiple regression analyses. To evaluate the mediating functions of green motivation and proactive environmental management maturity, mediation studies were carried out. A significance level of 05 was used for all statistical tests.
[bookmark: _Toc103267472]5.2 Theoretical Contributions

The current study adds to the body of knowledge on green HRM practises and their effects on environmental performance and sustainability. The research's findings support the association between green HR practises and corporate sustainability and environmental performance with empirical data. The natural resource-based perspective theory, which contends that businesses can use their resources to improve their environmental performance (Barney, 1991), is compatible with the findings of this study. Organisations can use their human resources to support sustainable practises and improve environmental performance by implementing Green HRM Practises.
The research have emphasised the value of environmental management practises that are proactive and employee motivation in raising corporate sustainability and environmental performance. In line with these findings, the current study investigates how green motivation and pro-active environmental management maturity play mediating roles in the association between green HR practises and the aforementioned outcomes. increasing environmental performance and sustainability (Jabbour et al., 2013; Cabral & Jabbour, 2020). The study findings provide empirical evidence to support the need for organizations to adopt Green HR practices that foster employee motivation towards environmental sustainability and promote proactive environmental management practices.
Additionally, by examining the connection between Green HR Practises, Green Motivation, and Proactive Environmental Management Maturity in the particular context of the IT business in Pakistan, this study adds significantly to the body of knowledge. There is a dearth of study in this area for the Pakistani IT industry, despite the expanding amount of literature on Green HR practises and their effects on sustainability and environmental performance. Therefore, by examining the effects of Green HR practises on sustainability and environmental performance in this specific setting, this study fills a significant gap in the literature. 
The study's findings, in sum, contribute to the body of knowledge by providing empirical proof for the positive relationship between Green HR Practises, Corporate Sustainability, and Environmental Performance. The study also emphasises the intermediary roles of proactive environmental management maturity and green motivation in this context. These findings offer insightful advice to organisations seeking to enhance their environmental performance and sustainability through the adoption of Green HR practises, not just in Pakistan's IT sector but also in other locations.
5.3 Practical Implications 
The aim of the study was to explore how green HR practices could help advance environmental sustainability and decrease the environmental footprint of the IT sector, which contributes significantly to worldwide greenhouse gas emissions, and organizations across industries have been under increasing pressure to proactively address environmental sustainability. In this context, HR practices have emerged as a critical factor in driving sustainability within organizations by influencing employee behavior and promoting the adoption of environmentally responsible practices. Green HR Practices, in particular, have been found to play an important part in fostering a Green organizational culture and promoting sustainability. Previous studies have shown that implementing green HR practices in the IT sector can have positive outcomes, such as increased employee motivation, enhanced environmental management maturity, and improved financial performance. For example, Zhang and Fan (2015) found that companies that implemented green HR practices experienced higher employee engagement, job satisfaction, and reduced costs associated with energy consumption and waste management.
5.4 LIMITATIONS AND FUTURE DIRECTION
It is vital to recognise the limits of this study despite the fact that it provides insightful information about Green HR practises, business sustainability, and environmental performance. The cross-sectional design is a significant drawback since it makes it impossible to infer causal links between variables. Future studies should take into account longitudinal designs. It is difficult to extrapolate the results to other businesses and situations due to the sample size's restriction to Pakistan's IT sector. Furthermore, depending solely on employee self-reported data may result in social desirability and common method biases. Future study should take into account gathering data from a variety of sources to help alleviate these problems. Future research should examine additional potential mediators and moderators since the study primarily focused on two mediators—Green Motivation and Proactive Environmental Management Maturity. Additionally, the study did not take into account how Green HR practises might interact with other organisational elements including leadership, culture, and organisational structure. Future research should take these constraints into consideration.
 5.5 CONCLUSION
This research paper aimed to investigate the relationship between green HR practices, green motivation, and proactive environmental management maturity in the IT industry. The data analysis was conducted using SPSS, and all the hypotheses were tested.
After conducting the study, it can be concluded that green HR practices have a positive impact on green motivation and proactive environmental management maturity in the IT industry. The study found that employees who perceive that their organization practices green HR policies are more motivated to engage in green behavior and have a higher level of proactive environmental management maturity.
Furthermore, the study highlights the importance of organizations adopting green HR practices to enhance their employees' green motivation and proactive environmental management maturity. The study provides valuable insights for organizations in the IT industry to develop and implement effective green HR policies and practices to promote sustainability.
In conclusion, this study contributes to the growing literature on green HR practices and provides empirical evidence to support the positive relationship between green HR practices, green motivation, and proactive environmental management maturity in the IT industry. The study's findings have significant implications for organizations seeking to promote sustainability and environmental responsibility. 
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SURVEY QUESTIONNAIRE
Annexure A
As a part of my research work, I am conducting a survey. Please complete the questionnaire by indicating the extent to which your agreement with each statement. I assure you your response is highly valued and will remain completely confidential, anonymous and used for the academic purpose. There are no right or wrong answers. Please answer each question as honestly as you can. It is most important that you answer ALL questions. .  Thank you for taking the time to participate in this important research project.

	Please tick or circle in the appropriate box:

A. Your Name   --------------------------

B. Gender:  Male          Female

C. Age (Yrs.):   ------------------------

D. Industry:  --------------------------------                                                
	    E. Designation(Yrs.):-----------------------
F. Education (Yrs.):------------------------

G. Industry Name------------------------------














GREEN HRM PRACTICES
	
Please indicate the extent of agreement with each of the following statements.                                     
                                                       (Please tick only one number)
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	a) Our organization relates employee’s eco-friendly behavior to rewards and compensation
	1
	2
	3
	4
	5

	b) Our Organization considers personal identity-environmental management fit in recruitment and selection 
	1
	2
	3
	4
	5

	c) Our Organization encourages employees to provide suggestions on environmental improvement 

	1
	2
	3
	4
	5



GREEN MOTIVATION
	

Please indicate the extent of agreement with each of the following statements.                                     
                                                       (Please tick only one number)
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	a) Do you agree that you enjoy trying to solve environmental tasks on job?
	1
	2
	3
	4
	5

	b) Do you enjoy executing existing green ideas at your job ?
	1
	2
	3
	4
	5

	c) Do you feel like you have become further engaged in the development of green ideas ?
	1
	2
	3
	4
	5

	d) Do you believe that your organization have periodic natural environment audits?
	1
	2
	3
	4
	5

	e)I often think about rewards, salary, or promotion for myenvironmental tasks
	1
	2
	3
	4
	5

	f) I have to feel that I am earning something for my environmental tasks
	1
	2
	3
	4
	5

	g) Our Organization provides adequate training to promote environmental management as a core organizational value
	1
	2
	3
	4
	5



PROACTIVE ENVIRONMENTAL MANAGEMENT MATURITY
	
Please indicate the extent of agreement with each of the following statements.
                                                       (Please tick only one number)
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	a) Our organization has a program of waste recycling/reuse 
	1
	2
	3
	4
	5

	b) Our organization systematically separate dangerous wastes
	1
	2
	3
	4
	5

	c) Our organization has a program for water recycling
	1
	2
	3
	4
	5

	d) Green HRM practices in organization increase energy efficiency.
	1
	2
	3
	4
	5



CORPORATE SUSTAINABILITY

	
Please indicate the extent of agreement with each of the following statements.
                                                       (Please tick only one number)
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	a) We know enough about corporate sustainability
	1
	2
	3
	4
	5

	b) Organizations, where operations are based on sustainable growth, social responsibility,and environmental protection, are sustainable organizations. 
	1
	2
	3
	4
	5

	c) Sustainable organizations would consider sustainability as one of the essential components of the corporate culture.
	1
	2
	3
	4
	5

	d) Sustainable organizations exploit environmental challenges and legislation to their advantage by developing new greener products. 
	1
	2
	3
	4
	5

	e) Ecological regulations add more restrictions on firms.
	1
	2
	3
	4
	5

	f) Due to ecological constraints, it is okay to think of relocating production to other countries, where ecological requirements are lower.
	1
	2
	3
	4
	5

	g) Sustainability has to be taken as an important route for the long-term development of the enterprise.
	1
	2
	3
	4
	5




ENVIRONMENTAL PERFORMANCE
	
Please indicate the extent of agreement with each of the following statements.
                                                       (Please tick only one number)
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	a) Our organization reduces wastes and emissions from operations 
	1
	2
	3
	4
	5

	b) Our organization reduces the environmental impacts of its services
	1
	2
	3
	4
	5

	c) Our organization reduces environmental impact by establishing partnerships 
	1
	2
	3
	4
	5

	d) Our organization reduces the risk of environmental accidents, spills, and releases  
	1
	2
	3
	4
	5

	e)Our organization reduces purchases of non-renewable materials, chemicals, and components 
	1
	2
	3
	4
	5

	f)Our organization reduces purchases of non-renewable materials, chemicals, and components 
	1
	2
	3
	4
	5
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