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ABSTRACT 

 

 

When employees are engaged at work, It is important in helping businesses identify fresh, 

creative answers to their long-term problems, Because of this, scholars have focused a great 

deal of attention on employee performance, particularly in examining the factors that 

contribute to it. AMO theory serves as the basis for each of this study's objectives. With 

employee engagement acting as a mediator, the study first investigates the direct and 

indirect relationships between employee performance and Green HR practices (GHRP). 

The study was completed by 370 employees from Pakistan's IT industries in Rawalpindi 

and Islamabad. The structural modeling and measurement model (PLS-SEM) is used to 

statistically assess the quantitative data that was gathered via online and self-administered 

surveys. The findings indicate an encouraging relationship between employee performance 

and GHRPs. The findings also support the mediating role of staff engagement and the 

moderating role of spiritual leadership does not support. GHRPs are a procedure that 

improves performance outcomes in relation to real-world applications and outlines areas of 

opportunity for further study. 

 

Key-Words: Green HR practices, Employee engagement, Employee performance, 

Spiritual leadership 
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CHAPTER 1 

INTRODUCTION 

  

The study of green HR practices is a crucial part of methods for implementing them 

(AlZgool et al., 2021). Recent concepts in green HR practices focus on motivating 

employees, recruitment, and recognition through ideas and strategies supporting employees 

to accomplish the company goals (Ahmad et al., 2021). Recent concepts in green HR 

practices focus on motivating employees, recruitment, and recognition through ideas and 

strategies (Iftikar et al., 2022). To further enhance Pakistan, green behavior among 

employees may be promoted in banks, colleges, and other establishments. These days, 

every company prioritizes green HR practices, and green activities are a novel approach of 

motivating staff to concentrate on enhancing their performance  (Saeed et al., 2019). 

Software development and IT-enabled services for data centers, technical service/call 

centers, and telecom services make up the majority of the Pakistani information technology 

industry. In order to counteract this trend, organizations have started a variety of initiatives 

to help consumers and workers in BPO’s call center which is work under information 

technology industry also adopt greener practices. The call centers companies has also 

changed to better recognize the benefits of adopting green practices and their effects on 

larger information systems  (Ojo & Raman, 2019). Recent concepts in green HR practices 

focus on motivating employees, recruitment, and recognition through ideas and strategies 

(Moraes et al., 2019).  

              Three components markup GHR practices: green employment, training, and 

performance evaluation. Green hiring is a crucial component that emphasizes the value of 

building relationships amongst employees.  (Aboramadan et al, 2022). "Green employee 

recruitment" refers to the process by which companies establish a link between the 

performance values and concerns of their employees and their dedication to their 

objectives. By using green strategies like eco-friendly job descriptions, interview protocols, 

and resumes that highlight eco-friendly aspects in job postings and candidate interviews, 

green companies may gain a competitive edge. Ecological values and green consciousness 

should be discussed during interviews, and job candidates should raise awareness of these 

topics through conferences, seminars, and team-building exercises (Jerónimo et al, 2020). 



2 
 

The second component of green training is continuous learning, which enables staff 

members assist new hires, update their knowledge, and take care of the environment in 

order to help the company reach its green goals. It is essential for developing skills and 

accomplishing sustainability visions (Joshi et al, 2020). Complete information on a 

company's green policies, practices, initiatives, and mission statement should be included 

in green training programs. From side to side conferences, seminars, and team-building 

exercises, they should also increase awareness of green problems. In addition to learning 

The programs must encourage employees to engage in green practices including resource 

reduction, reutilizing, and reuse, as well as Environmental competencies such as energy 

saving and waste management (Imran et al, 2021). The green performance evaluation 

describes practical strategies for implementing innovative measures and empowering firms 

to align their operations with their environmental objectives. In GHR, sustainability is a 

worldwide issue that forces businesses to figure out a balance between environmental 

compatibility and financial viability while dealing with pressure from shareholders, its 

competitors, government agencies, and the population overall (Mousa et al, 2020). 

According to Zhang et al, (2024) significant obstacles stand in the way of ecological growth 

in the developing world, especially when it comes to green performance evaluation, which 

takes into account not only financial and statistical data but also distinctive conditions and 

over-all prosperity. According to the research, spiritual leadership is essential in promoting 

green HR practices, which have been shown to increase employee engagement and 

performance. Leaders that are spiritually minded and supportive can help put green 

initiatives into action. (Rizvi et al, 2021). The study examined hotel HR procedures during 

COVID-19 and discovered that these procedures had a beneficial effect on staff and the 

hotel environment, resulting in better service, more profits, and lower employee turnover 

(Dorta-Afonso et al, 2023). Globalization has intensified competition for human resources, 

leading to increased demand for competent and knowledgeable workforce. Companies 

must improve their HR management strategies to compete with local and international 

companies, putting pressure on them to recruit, develop, and retain quality human resources 

(Anwar et al, 2021). 

              According to Amin et al, (2020) GHR include recruiting, training, development, 

documentation, and assessment Given the growing interest in the issue of green HR, 

especially in the context of technology-based organizations, this study anticipated that 

green HR practices had a major impact on employee performance.(Dumont et al., 2017). 
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Green human resource practices, or GHRPs, are being used by organizations to improve 

environmental sustainability and protection. In order to determine how Green HR practices 

might operate as a mediator in improving job performance, the study investigates the 

impact they have on worker engagement (Rizvi et al, 2021). According to Chowdhury et 

al, (2023) organizations are increasingly recognizing the need for sustainable practices to 

reduce environmental impact, operational costs, and ensure long-term service viability. 

Green human resource practices (GHRP’s) are now a thought-out strategy for improving 

organizational performance. Through GHRPs, top management and policymakers are 

promoting green unique principles to increase performance. They also promote employees' 

attitudes and strive to improve performance by implementing some moral values through 

green policies (Shahzad et al, 2024). The fast worldwide expansion of the IT industry raises 

environmental issues because of its high energy consumption and support for electronic 

devices, but it also presents chances for environmentally friendly sustainability through 

green practices (Hooi et al, 2022). This study examines how employee religiosity affects 

engagement and job performance in Indonesia, where the majority of workers are 

Muslims.It highlights the importance of commitment and enthusiasm in driving 

engagement and higher job performance. Existing literature has also highlighted the 

influence of religiosity on employee attitude and behavior. The research is groundbreaking 

in future work-religion studies and serves as a practical reference for managing employees. 

Understanding the relationship between religion and job performance is crucial for 

effective employee management (Brien et al, 2019). A research looks at how Green HR 

practices in Pakistan's technology encourage green motivation, acknowledging the 

significant influence that technology has on global greenhouse gas emissions (Wang et al, 

2023) the degree to which employees are motivated, involved, and dedicated to their work 

is referred to as employee engagement, company, and organizational goals. It includes 

vigor, dedication, and absorption as indicators (Sukoco et al, 2021). SDG Goal 9 is to 

provide innovative solutions, encourage sustainable industrialization, and construct robust 

infrastructure. For innovative solutions, encourage sustainable industrialization, and 

construct robust infrastructure. Concern for resources and the environment spurs and 

propels innovation. The notion that resources shouldn't be depleted more quickly than they 

can be restored and that waste production shouldn't surpass the ecosystem's carrying 

capacity is being adopted by businesses, which highlights the necessity of circular 

innovation strategies in line with the values of tech firms. 
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1.1 The Rationale of Study 

The study's objectives is to improve the organization awareness on green HRP by 

investigating how green HR practices affect worker performance. Green practices include 

empowerment, green performance evaluation. On the other hand, since "green training" 

provides IT workers with the necessary gears to integrate Implementing eco-design 

techniques, clean technology, and green management into their job, as well as offering 

incentives and compensation, are all essential in recruiting new hires (Pinzone et al., 2019). 

Providing both The development of human resources includes both formal and informal 

education to improve employees' abilities, skills, and attitudes. Programs objective to 

increase work ethic, provide incentives, and offer training, promotions, and transfers. 

Leadership training is crucial for future leaders (Aboramadan et al, 2022).  

          The study shows that practice wide-ranging green HR procedures can lead to 

favorable employee outcomes that are connected to green performance. In order to evaluate 

it as a mediator, the study examines how Green HR practices affect employee engagement. 

If employees are completely focused on their work, their performance improves Leadership 

actions that promote workers' spiritual ideals and well-being are referred to as leadership 

behaviors (Islam et al, 2021). The effect of green HR practices on employee engagement 

may be boosted by spiritual leadership, suggesting that leaders who are encouraging and 

spiritually minded might assist staff in embracing green practices. Since leadership may 

increase engagement, spiritual leadership be tested in this study a connection amongst 

employee engagement as moderator and green HR practices (Aboramadan, 2022). Many 

researchers says that while green participation offers chances for eco-friendly management 

practices, which boosts employees' overall performance, green hiring, training, 

performance management, and remuneration place extra focus on improving employees' 

green capabilities.(Saeed et al, 2021).  

The rapid worldwide expansion causes environmental issues, Because of its excessive use 

of energy and dependence on electronic gadget, but it also presents chances for sustaining 

the environment using eco-friendly methods (Sánchez-Sellero et al, 2022). Employee 

behavior is unbiased by leadership through performance-related, motivating constructs 

including work engagement and attitudes like dedication, well-being, and job satisfaction 

(Ahmad et al, 2021). The acceptance of Information Technology (IT) depends on users' 

assessment of its practicality and usability. Employees recognize as a modern human need 

and ability of the company to adapt to changing business conditions. Information 
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technology supports tasks, and an average value of 4.0 indicates that it improves employee 

performance (Haerani et al, 2020). Job satisfaction significantly impacts employee 

performance, as dissatisfaction with work leads to absenteeism rates. This dissatisfaction 

negatively impacts business operations. Work discipline is crucial in organizations as it 

conveys an employee's credibility, ensuring they deliver the best possible work outcomes 

for the organization's success. High work discipline ensures employees' credibility in 

delivering the best possible work outcomes (Festiningtyas et al, 2020). This study 

investigates how organizational commitment, employee engagement, and spiritual 

leadership affect worker performance, pointing up a weakness in earlier studies on these 

elements (Rahmadalena et al, 2020). This research explores the impact of spiritual 

leadership, employee engagement, and organizational commitment on employee 

performance, pointing up a weakness in earlier studies on these elements. The Regional 

Agency should ensure efficient use of information technology by providing training and 

skills to employees, fostering a work climate that supports performance, and encouraging 

employee involvement (Suleman et al, 2022). There are research gaps that might be filled 

by future studies since organizational commitment does not enhance employee 

performance or reduce the link between spiritual leadership and employee engagement 

(Yusliza et al, 2021). This study indicates that spiritual leadership has a substantial impact 

on job engagement. By using a primary motivational framework that enhances the spiritual 

well-being of subordinates by including vision, hope, faith, and selfless love (Cao et al, 

2020). 

1.2 Problem Statement 

 Green HR methods may solve a significant issue with employee performance and benefit 

Pakistan's IT industry. HR skills increase employee engagement and save operational 

expenses (Yong et al., 2019).  Employee performance is a challenge for firms, and 

employee performance is an issue in the BPO’s call center which is regulatory body of 

information technology industry. In Pakistan's fast growing technology changes, 

environmentally friendly practices improve performance and increase productivity for 

businesses. Another significant issue is the adoption of "green practices," which refers to 

how staff members engage in the sustainability process and encourage others to embrace 

eco-friendly initiatives like pollution control. No guidance or training was given by staff 

members. Still, there isn't enough involvement. Another major concern in this case is that 

the implementation of green HR practices may result in a change in employee engagement. 
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Green engagement is the term used to describe how employees participate in the 

sustainability process which motivates people to support environmentally friendly 

endeavors like pollution prevention and waste management. Serious problems are presently 

plaguing Pakistani manufacturing, which is affecting staff performance (Ojo et al., 2022). 

Observing the elements that influence a worker's performance is the first step. HR strategies 

boost staff involvement, and thus strengthens the bond with a spiritual leader, which in turn 

improves worker performance  (Dumont et al., 2017).  

          Green HR procedures Employee engagement is a significant problem in this study, 

and GHRP’s has an effect on it. Employee performance is the issue facing the IT sector as 

it is linked to employee engagement (Chandani, 2016). Implementing environmentally 

friendly methods may raise sustainability objectives, enhance performance, and boost 

productivity for firms in Pakistan's rapidly expanding IT sector (Agostino et al, 2021).  

1.3 Research Objectives 

Following are the study's goals, which are based on the above-discussed issue: 

1. To determine how employee performance and green HR practices are related?  

2. To find out the mediating role of employee engagement amongst Green HR 

Practices and employee’s performance? 

3. To determine how spiritual leadership influences employee engagement and green 

HR practices? 

1.4 Research Questions 

The study's reach questions are as follows: 

1. How do Green HR practices affect how well employees perform?  

2. Is employee performance impacted by green HR policies and does engagement 

function as a mediator? 

3. Can the impact of Green HR policies on employee engagement be explained by 

spiritual leadership? 

1.5 Conceptual Model 

The goal of the study is to look at the model in order to determine whether or not the 

performance of employees is impacted by green practices in a particular setting. Since 

green HR practices would improve employee performance, this observation should be 

further developed and evaluated. Additionally, spiritual leadership support the association 
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among employee engagement and green human resource management and play a 

moderating role. Green HR practices should also increase employee engagement, which in 

return improve employee performance. Prior study has be done on the banking industry 

and manufacturing industry in Pakistan (Li et al, 2023). There is need to study at how green 

training and green rewards and compensation  affect employee performance (Moradeke et 

al, 2021).The moderating role of  spiritual leadership on the association between green 

training and development or Green reward and compensation and employee engagement 

was one of the researchers' recommendations for future approaches for the investigation 

(Aboramadan et al, 2022). 

            This study's main goal is to evaluate how green HR practices affect worker 

performance. HR procedures like mediating and moderating responsibilities in this 

connection not only enhance worker performance but also general commitment and 

satisfaction. Green HR practices are anticipated to increase employee engagement, which 

in turn results in improved performance. This is the effect of GHR practices on employee 

performance in a particular situation. Moreover, spiritual leadership should mediate the 

connection from employee engagement to green HR practices. The study's objective is to 

assess how green HR practices effect on worker engagement and performance in a 

particular role. With an emphasis on training and development for employees to meet 

corporate goals, the study assesses how green HR practices affect worker performance and 

engagement. 

1.6 Theoretical Underpinning 

The AMO should be utilized in order to describe the theoretical model (Ability-Motivation-

Opportunities) theory which was developed by (Appelbaum et al., 2000) stated that 

employee effectiveness is based on three essential elements: individual skills, incentive, 

and involvement possibilities. Workers require a few specialized skills to execute certain 

tasks, rewards from managers and supervisors to finish particular tasks, and chances to 

broaden their skill sets and participate in different application and selection procedures to 

enhance performance. The AMO concept states that, HR procedures have a important 

impact on workers' attitudes, engagement levels, and overall performance. The AMO form 

describes human performance and addresses issues (Rayner & Morgan, 2018). Motivation 

is a kind of incentive and recognition that may increase employee engagement and 

performance, whereas ability mentions to a person's knowledge, skills, and competencies 

that play a significant role in performance. Opportunity refers to the organizational and 
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environmental elements that affected the performance. Organizations with green 

capabilities should enhance green performance by encouraging workers' creativity and 

innovation. Additionally, green training may help employees become more green business 

person, which can lead to better green actions and creative ideas.   

1.7 Significance of Study 

Our primary goal is to clarify how green HR practices assist workers in enhancing their 

performance in the field of information technology. This study determination show how 

employee performance is affected by green HR practices. Many literary contributions are 

made by this study. In relation to creating GHRPs based on employee performance. The 

study demonstrates how employee performance is impacted by green HR strategies. The 

importance of employee’s actions has been recognized by scholars due to the development 

of several studies the pro-environmental actions of workers have been examined in relation 

to the employee performance of the firms. Many topics are still poorly known and 

unexplored despite earlier research. Regarding this, Dumont et al. (2017) proposed that one 

intriguing subject to be covered is how green HRM might improve 

employee’s performance. In order to improve the country's performance, businesses, 

service sectors, and the hotel industry must take into account employees' pro-environmental 

actions in connection with their green HR practice. This study found that workers' green 

behavior at work is correlated with green HR strategies in businesses. Promoting 

environmentally friendly behavior at work is greatly aided by green HR practices(Islam et 

al., 2021). Through the recruitment, selection, training, and reward processes, human 

resource practices (HRPs) can enhance organizational performance. In order to further 

improve employee performance, this study looks at how green HR practices impact 

engagement (Ojo & Raman, 2019).  

        GHRPs improve motivation, engagement, and satisfaction, all of which have an 

impact on worker performance. Organization should implement. Researchers have shown 

that when employees feel their business should encourage them, they determination be 

more motivated and committed to their job. Green training and development, green 

incentive, and green remuneration are examples of methods that can help improve 

performance outcomes. When the productivity level should high its automatically leads 

towards the employee performance high {Khurshid et al., 2016). GHRPs improve 

motivation, engagement, and satisfaction, all of which have an impact on worker 

performance. Organizations should use strategies that can enhance performance outcomes, 
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such as green training and development or green incentive and compensation. Building on 

earlier studies on Green Training, Development, and Compensation, the study seeks to 

determine how Green HRM practices affect Pakistan's IT industry (Moradeke et al, 2021). 

By using traditional recruiting practices, Green Recruitment and Selection (GRS) affects 

economic development and recession by selecting candidates who care about the 

environment (Islam et al, 2021). A green culture that connects human resources practices 

with environmentally conscious responsibilities has emerged as a result of growing 

awareness of green sustainability, and it is increasingly impacting modern company tactics 

(Roscoe et al, 2019). The study identifies a research vacuum in the IT industry and 

emphasizes the significance of spiritual leadership in raising employee engagement. From 

self-management to external control, spiritual leaders are crucial in today's quickly 

evolving workplace. They inspire both themselves and their leaders by being conscious of 

morals, ethics, and attitudes (Riana et al, 2022). The body of research on leadership and job 

engagement is still growing; studies look at how certain leadership ideas increase employee 

engagement, which is essential to individual as well as team achievement in organizations 

(Bayighomog et al, 2022). Researchers have looked into a number of constructive 

leadership philosophies, such as charismatic leadership (Babcock-Roberson et al, 2010), 

ethical leadership authentic leadership (Chughtaiet al, 2015). Both transformational and 

inclusive leadership have been essential in increasing employee engagement. 

          HR specialists may save time and space by substituting digital files for recruitment 

resources, reorganizing administrative activities, providing data-based information, and 

improving facilities. Because of their capacity to quickly adjust to changes in technology 

and the cutthroat global market, human resources are essential to the survival and growth 

of ecological businesses (PUTRA et al, 2020). This study examines how green HR policies 

affect organizational and worker performance, with a particular emphasis on worker green 

attitudes, satisfaction, behaviors, and output. It seeks to offer evidence-based insights for 

successful Green HR practices, promote an environmentally conscious and conscientious 

corporate culture, and assist executives in implementing tactics (Majid et al, 2023).  

The effect of Green Human Resource on employee performance has increasingly been 

studied in present times above a basic principle of business literature, as green HR assists 

as a vital tool, primarily for companies seeking steadily growing economies, sustainable 

operations, and social responsibility (Yin and Q, 2023). This study develops the AMO 

theory, a subject of considerable research in industrialized nations, by determining the 
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mediating role of work engagement on Green HRPs (Yuan et al, 2024). In order to serve 

as a reference model for spiritual leadership development, this research intends to improve 

spiritual leadership models, employee engagement, and staff performance in the working 

out company (Kessi et al, 2022). This study assesses how Green HR affects worker 

performance in the banking sector in poor nations using AMO. Marketing, operations 

management, accounting, and management are all impacted by the going green agenda, but 

HRM is especially affected since it is regarded as an essential organizational resource 

(Shoaib et al, 2021). 

       GHRP’s is an important human resources study issue that many academics are 

interested in GHRP’s line up environmental-focused idea concentrating on Green Human 

Resource Management (GHRM) to advance sustainability in companies in line with the 

company's business strategy and objectives (Kurniawati et al, 2023The use of green human 

resource management (GHRM) in the IT industry has not received much attention 

according to the literature review. Sustainability indicators are positively impacted by GHR 

features including performance management, training, compensation, and recruiting; 

however, their effective implementation is highly dependent on employee performance 

(Yousf et al, 2024). By hiring, educating, evaluating, and rewarding employees, GHR 

practices help them develop green skills, which improves HR competency, behavior, 

attitude, and proficiency (Darvishmotevali et al, 2022). 
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CHAPTER 2 

LITERATURE REVIEW 

 

2.1 Green HR practices 
The book by Wehrmeyer, "Greening People: Human Resources and Environmental 

Management," was the first to Human resource management and environmental 

management should be combined, and it created the idea of "green human resource 

management." Green HR practices deliberately develop operational plans to support the 

organization's overall performance (Dumont et al., 2017). And to indirectly encourage 

sustainable use of organizational assets towards achievement of an essential organizational 

goal. HR strategies used are green uses of HR. It involves incorporating subjects for 

enhancing corporate ecological planning through the incorporation of concerns into HR 

procedures, policies, and methods (Shafaei et al., 2020). In order to improve employee 

knowledge of the value of resource management, the GTD (Green Training and 

Development) conception was created. GTD, which is regarded as an essential element of 

human resource management, includes green training, such as training that takes place off 

the job (OFT) and on the job (OJT), as well as staff development. Such efforts aim to 

encourage positive environmentally friendly it focuses on workplace practices and 

promotes employees' awareness, attitudes, knowledge and social responsibility values of 

the workplace. This process is complete with training and development of employees 

(Rajabpour et al., 2022). Green training has been linked to advantages in the past since it 

helps employees identify and address issues (Renwick et al., 2016). On the one hand, it is 

an active policy that informs managers and employees about the potential environmental 

impact of various workplace regulations, practices, and activities. Additionally, it increases 

their capacity to accomplish goals and holds them accountable for achieving them (Pinzone 

et al., 2019).  

 According to  (Chandani et al., 2016) While workers are extra committed and involved at 

work, They experience a sense of value and appreciation when they receive incentives. 

Individual and collective achievement have been acknowledged and appreciated through 

rewards and compensation. Organizations develop a culture of appreciation by admiring 

and rewarding top performers, and inspiring others Motivation Rewards, such as cash 

bonuses, commendation, or non-cash incentives, can inspire employees to go overhead and 
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beyond the call of duty, Employee motivation is increased when rewards are tied to specific 

performance objectives. The importance of human resources in delivering long-term 

business feedback is acknowledged by green compensation (Jabbour & Kantarjian, 2016). 

With its policies, practices, and strategies that promote green behavior among employees 

and create an eco-friendly, resource-efficient, and socially concerned workplace by 

developing awareness of environmental issues, GHR is essential for company goals and 

strategic vision (Kabil et al, 2024).  

Green recruitment and selection, to put it another way, is a method of analysis and 

recruitment. In an effort to align company values and objectives with potential employees' 

values and skills, GHRP (green human resource management) is a crucial component. 

Additionally, Green Recruitment and Selection is aware that workers are crucial conduits 

for advancing company objectives (Tang et al., 2018).   Subramanian et al., (2016) stated 

that the term of "green recruiting and selection" highlights how important it is to find an 

organization's moral values with the core principles and abilities of potential employees. 

Employers may select and hire candidates who demonstrate their commitment to hard 

work. The underlying concept of GPMA (Green Performance Management & Appraisal) 

is the concept that businesses have a mission to manage the negative consequences while 

achieving their business objectives. Through the implementation of green objectives and 

practices into performance management systems, organizations can effectively evaluate 

their progress, highlight areas for enhancement, and align their objectives with sustainable 

development concepts as well (Saeed et al., 2019). The Green HR Approach is a crucial 

strategy for organizations to improve environmental performance and sustainable 

development. It involves modifying HR culture, structure, strategies, and policies to protect 

the environment. It is being rapidly adopted by organizations to minimize environmental 

impacts and maintain the ecological environment (Herawati et al, 2020). 

               The term "Green Performance Management & Appraisal" (GPMA) describes the 

process of evaluating the performance and sustainability objectives of an organization. It 

includes evaluating and tracking the company's efforts to implement ethical norms, It also 

assist to encourage long-term growth and lessen its carbon imprint. Incorporating 

environmental challenges and green policies into social performance management and 

assessment systems is the foundation of these initiatives (Pallavi & Bhanu, 2016). 

Researchers have shown that the need for green HR practices has been increasing in 

developing nations, both at the corporate and individual levels. Promoting green behavior, 
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encouraging employee performance, and supporting organizations in achieving their 

performance goals are all made possible by green HR strategies (Yong et al, 2020). The 

green human resources concept is broadly of the manufacturing sector of Malaysia and the 

industries of Nashik, India, encouraging green HR practices (Ghouri et al, 2020). Green 

performance assessment, based on green standards, enhances employee adoption by 

increasing perceived value and promoting adherence to green practices, thus demonstrating 

the merit of green performance evaluations (Samina et al, 2019). HRP’s is a systematic 

approach to human resource deployment and activities to achieve organizational goals. It 

involves activities that influence employee behavior to meet strategic business needs. 

Performance is linked to return, with higher returns enhancing effectiveness. Job 

performance refers to employees fulfilling their commitments within the organization, 

ensuring good performance aligns with the organization's goals (Saleh et al, 2020). 

Additionally, for the most sustainable performance, companies can employ digital 

platforms and social media for recruiting, selection, and the implementation of green HR 

practices at various levels. Green HR promotes positive employee performance through 

green engagement and training, which supports sustainability, according to connections and 

literature reviews (Mousa et al, 2020). Green Human Resource Management (GHRM) is a 

socially responsible and sustainable HR system that integrates green practices into 

functions like hiring, development, performance management, and compensation 

management, aiming to enhance organizational sustainability and implement strategic 

objectives through a triple bottom line focus (Yong et al, 2020). By adopting eco-friendly 

methods for hiring, training, and performance reviews, enacting green recruiting rules, and 

implementing HR practices with sustainable goals, green HR aims to boost green 

performance (Tanveer et al, 2024). This study explores the benefits of adopting green HRM 

practices in organizations. It highlights the reduction of service costs, the creation of a 

health-conscious culture, and the environmental benefits of recycling waste. It also 

emphasizes the importance of a sustainable environment for both the organization and 

society, ensuring its sustainability. Future research on green HR practices' impact on 

environmental performance is needed, as knowledge on their effects is limited. Studies 

suggest they promote green behavior in the workplace (Ali et al, 2022). Green recruitment 

involves selecting employees with knowledge, skills, and methodologies compatible with 

an organization's environmental management systems. This strategy emphasizes the 

importance of the environment and attracts enthusiastic, environmentally-friendly 
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employees. This approach allows businesses to quickly recruit professionals familiar with 

sustainable processes and a rational working environment (Iftikar et al, 2022). Green 

training and development enhance employees' awareness of ecological management, 

conservation measures, and ability to address environmental challenges, such as waste 

management within a company (Ojo et al, 2019). Green HR suggests employee incentives 

and rewards can boost environmental initiatives in organizations, as demonstrated study, 

resulting in increased involvement in environmental management programs (Islam et al, 

2021). This research focuses on fostering inclusive workplaces by promoting employee 

engagement, aiming to increase creativity, innovation, and employee satisfaction, 

contributing to organizational success in the creative industry (Imam et al, 2022). 

2.2 Employee’s Engagement  
The employees that are physically, emotionally, and intellectually committed to their job 

are said to be engaged. Employee engagement is a motivational condition that has been 

linked to positive and desirable organizational results (Karatepe et al, 2022). It is also 

described as the amount of effort a worker devotes to his green job-related duties, his 

commitment to perform efforts at a green level, and his overall involvement in green work. 

These include being authentic in one's work, engaging with oneself, and putting forth one's 

energy, passion, and drive in one's job (Rodwell et al., 2017). 

Engaging team members directly can help promote green best practices. Devoted workers 

are more likely to learn sustainable practices and support green initiatives when they are 

connected to the company's green goals. Essentially, their enthusiasm for and dedication to 

green techniques might influence and motivate others inside the organization (Luu, 2019). 

Employee engagement enhances organizational achievements, safety, reliability, and 

efficiency, which calls for a review of best practices and new initiatives to promote 

sustainability (Festiningtyas et al, 2020). Engaging employees in attaining operational 

objectives and improving psychological and emotional well-being has become more 

important than only operational efficiency and safety concerns. EE acts as a mediator, 

motivating success. Effective organizational culture positively influences EP, EE, and EP, 

and EE has a positive influence on both (Shantz et al, 2013). Employee engagement is the 

term used to describe a worker's dedication and participation in the company and its values, 

fostering confidence and commitment. This leads to increased development opportunities, 

increased productivity, and ultimately, success in organizational performance (Margaretha 

et al, 2021). In order to encourage managers to take on a more active role in environmental 
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management, green performance indicators are essential components of performance 

management systems. However, negative measures of employees' green performance 

outcomes may encourage more engagement in environmental actions, impacting 

compensation and rewards processes (Alayanet al, 2022). Employee involvement in an 

organization fosters creativity, idea presentation, and decision-making, while also 

expanding knowledge and promoting effective decision-making within the organization. 

Employee participation is crucial for organizations to achieve commitment to values and 

performance, and to achieve strategic goals, as it prevents negative use or differentiation 

(Iftikar et al, 2022). 

For a business to be productive, employee engagement and performance are crucial. More 

empowered workers are more attached to their work, showed positive commitment, and are 

more unlikely to leave their jobs, which may enhance team performance and engagement 

in uninteresting activities. Employees' opinions of the purpose, competence, and self-

sufficiency of their work have an advantageous impact on where they work (Kruja et al, 

2016 and Sharma et al, 2018). Employee engagement is a passion for work, involving 

positive feelings and preparation to perform at the best of one's ability. Workers that have 

a positive attitude toward the company are said to be in this psychological state and perform 

at a level exceeding job standards, fostering trust, clear duties, and sensitivity to 

responsibility (Wen et al, 2023). Work engagement, introduced by Kahn (1990), refers to 

an employee's mastery of their job position, involving physical, cognitive, and emotional 

expression during performance. It encompasses physical energy, faith in the organization, 

its leaders, and the working environment and emotional feelings towards the company. 

High work engagement is crucial in business management for employees' involvement and 

enthusiasm for long-term company goals (Heslin et al, 2020). 

This thesis focuses on employee engagement (EE) and how it affects corporate outcomes. 

High levels of engagement contribute to positive behaviors, work performance, and 

commitment, which in turn lead to career path, organizational performance, motivation, 

creativity, morale, and responsibility. According to a definition, employee engagement is 

the dedication, inspiration, and contribution that workers provide to the company to their 

work and the organization. It focuses on perceived value, respect, and individual points of 

view. It enhances organizational performance and reduces turnover (Jeremiah et al, 2023). 

Employee engagement is mostly influenced by commitment, which drives employees to 

perform their best, preventing feelings of disinterest, decreased output, high turnover rates, 
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and undesirable company achievement (Atiku et al, 2024). Work engagement positively 

impacts employees' passion, commitment, and engagement, which results in a feeling of 

loyalty to the business. Engaged workers are dedicated, feel emotionally, intellectually, and 

physically bonded, and favorably impact the company to their work. Green HR adoption is 

crucial for successful implementation, as employee Engagement is a favorable mental state 

that is defined by dedication and focus (Lim et al, 2022). The research indicates that 

motivational variables significantly impact employee performance, as they act as incentives 

to perform actions. Job satisfaction is influenced by how individuals feel about their work. 

The work motivated by salary was the highest Employee performance directly impacts an 

organization's success, influenced by various HR practices. HRP’s measures individual 

performance and motivates workers, creating competition for better results. Other factors 

also contribute to organizational success (Saleh et al, 2020). Effective Employee 

performance (EP) is crucial for talented workers as it generates reciprocity and increases 

their interest in their jobs. This positive interaction fosters improved performance and 

optimistic attitudes, making it a valuable investment for organizations. Thus, effective EP 

is a bet on talent (Imran et al, 2020).  

             According to the research findings, EE significantly affects employee satisfaction 

in the banking and IT sectors. Studies conducted in Thailand and Hong Kong have also 

found a positive correlation between EE and employee satisfaction when EE employees 

put effort into their green job-related responsibilities and are involved in putting forth their 

best effort (Saleem et al, 2020). HR practices and employee engagement are positively 

correlated, according to the results, with employee involvement, performance reviews, and 

awards all contributing to higher levels of engagement (Jose et al, 2024). Ugarte et al, 

(2021) According to this theory, HR procedures increase employee engagement by 

speeding up their perception of advantages; when these expectations are not met, 

engagement levels decrease. This study explores how employee involvement and 

communication might promote inclusiveness in the workplace, particularly in the creative 

industry. It examines strategies used by organizations to create an inclusive work place 

(North et al, 2023). Workplace aspects like employer branding and talent retention are 

mediated by employee engagement because people are more committed to their company 

and work when they share its standards, values, and norms (Samo et al, 2020). Yousf et al. 

(2024) suggests that employee engagement mediates the connection between the work 

environment and dedication to the employer, highlighting the importance of engagement 
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in fostering work-related factors. Studies show that personal resources, or psychological 

capital, such as Resilience, hope, optimism, and self-efficacy can all be important factors 

in determining employee engagement, providing a competitive advantage for organizations 

(Johansen et al, 2019).  

Employee engagement, which motivates workers to give their all in contrast to uninterested 

sentiments, a decline in productivity, a high turnover rate, and a negative impact on 

business performance, is greatly influenced by commitment (AlZgool et al, 2021). 

Employees that are committed are emotionally secure, proud of their roles in the success 

of the company, highly engaged, driven, and frequently look for new challenges. 

Additionally, they represent the business and defend it when it is challenged (Atiku et al, 

2024). Motivation is essential for employee to engage as it provides a reasoning of 

determination and consequence, giving workers the impression that they make a significant 

contribution to the objectives of the company (Ojo et al, 2022).  In order to encourage 

workers to accomplish the organization's objectives, it is crucial to communicate the 

organization's vision and goals to them in an easy to understand way (Ewim et al, 2023).  

               Over the past several years, employee engagement has undoubtedly changed, 

emerging from the shadows of HR departments to the forefront of senior management 

conversations. Since employee engagement is founded on three factors—vigor, devotion, 

and absorption—an business cannot operate without it (Tensay et al, 2020). Employee 

engagement, which includes emotional, cognitive, and behavioral participation, is the 

drive, involvement, and dedication of an employee to their work and organization. Active 

workers are more productive, creative, loyal, and retainable because they feel invested in 

the company's success and linked to its vision, values, and objectives (Febrian et al, 2024). 

Employee engagement is measured by a number of measures, including work satisfaction, 

employee development program participation, absenteeism, and turnover rate. The proper, 

well-equipped design fosters engaged workers, who are a huge benefit to the company since 

they contribute to its reputation and value by bringing their forward-thinking attitude to 

work and fully supporting its objectives. High levels of involvement indicate that workers 

are interested in learning, low levels of engagement indicate that workers lack motivation, 

and high levels of contentment indicate that workers are content with their jobs when 

considering factors like work culture and career chances (Dewi et al, 2021). Employee 

involvement, habits, and results related to green work are improved by green human 

resource management (GHRM), which raises corporate performance through the ability-
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motivation-opportunity framework, with senior management support playing a crucial role 

(Aboramadan et al, 2022). Engaged employees align balancing their own objectives with 

the mission of the company, boosting output and fostering a positive attitude. They are 

emotionally connected to the organization's objectives and work with a progressive attitude, 

building the organization's reputation and value. Mentoring not only enhances employee 

performance but also increases cultural awareness, aesthetic appreciation, and the potential 

for meaningful life. It boosts morale, motivates employees to achieve organizational goals, 

and allows organizations to understand their personal and work needs. Research suggests 

examining differences in mentorship and relationships (Festiningtyas et al, 2020). 

Employee engagement is a positive strategy to prevent burnout and disengagement by 

fostering positive emotions and promoting ethical behavior in the workplace. Organizations 

create environments for high engagement (Imran et al, 2020). Mentoring boosts employee 

performance, cultural awareness, morale, and understanding of personal and work needs, 

while also enhancing morale and achieving organizational goals (Pinzone et al, 2019). 

Based on their degrees of involvement, employees are three groups—engaged, not 

engaged, and aggressively disengaged. While disengaged workers are emotionally invested 

but lack passion, engaged workers are enthusiastic about their task and contribute to the 

organization succeed (Gallup et al, 2020). 

2.3 Spiritual Leadership 
Three pillars form the foundation of Fry's spiritual leadership model: organizational results, 

followers' spiritual survival requirements, attitudes, and actions of the leader. Three 

spiritual leadership traits— Altruistic love, faith, and vision—they encourage business 

dedication and output, and employee spiritual survival (Chen et al, 2013). Harmony, trust, 

and humility are fostered by altruistic love, which also creates a spiritual atmosphere that 

supports company vision and personnel development (Stam et al, 2014).  By encouraging 

an effortless connection of their spiritual identity with their job responsibilities, spiritual 

leadership helps employees explore an additional connection among their work and life 

(Fairholm et al, 2015). A leader's ideals, attitudes, and behaviors may inspire both people 

and communities. This is the essence of spiritual leadership. These include vision, 

hope/faith, and selfless love; these are the spiritual aspects of a leader. Spiritually oriented 

leadership may assist create a spiritual workplace and encourage employees to follow their 

example and take activities that improve employee performance (Afsar et al., 2016).  
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      Additionally, spiritual leadership offers a special tactic for preserving business 

resources and lowering subordinates' undesirable performance (Wang et al., 2019). Place 

of work spirituality is a set of structural ideals that takes into account how employees' 

transcendence, connection, completion, and satisfaction are encouraged through their work 

process (Bayighomog et al, 2019). Whatever spiritual leaders may do to inspire their 

supporters to act in a more environmentally responsible manner, friends, there is no 

question that these things need to be occurring far more quickly than they are. 

Environmentally conscious leaders may encourage their employees to follow their lead 

together Both inside and outside the company (Saleem et al., 2020).  The idea of Ethics and 

morality are highly valued in spiritual leadership, encouraging actions and ideals that 

support ethical behavior. Research on spiritual leadership demonstrates that encouraging 

spiritual health at work enhances the performance of both individuals and organizations 

(Karadag et al, 2020). 

The fundamental principles, leadership attributes, and behaviors that constitute a successful 

spiritual leader have been recognized by organizational leadership. Without having any 

official authority, spiritual leaders should be transparent, courageous, and successful in 

order to influence people who follow their footsteps (Iftikar et al, 2022). The relationship 

amongst spiritual leadership and employee engagement is investigated, particularly how it 

might improve employee engagement that extends beyond workers' conventional job 

functions and connects the business (Bayighomog et al, 2022).  Spiritual leadership inspires 

individuals and promotes learning, which is a common example in organizational 

transformation and growth. Getting workers to collaborate toward shared objectives is what 

it implies. Businesses need to emphasize spiritual leadership in order to promote 

motivation, dedication, and worker well-being without requiring major compromises 

(Anser et al, 2021).  

        Research indicates that it is closely related to. When spiritual leadership and green HR 

practices are implemented, employees' behaviors can be inspired in a spiritual setting, 

especially when such spiritual attributes are present. Encouraging supporters to visit 

spiritual leaders might inspire them to support eco-friendly practices and initiatives inside 

the company (Ahmad et al, 2021). Religion and spirituality can positively impact job 

satisfaction, job involvement, and employee mental health. Studies show that employees' 

religious values align with their job meaning, reducing work-stress, and maintaining 

positive attitudes towards work. This can lead to improved job involvement and well-being 
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(AlZgool et al, 2021). The study demonstrated a high association between organizational 

commitment and spiritual leadership assessments, mostly when there are emotional and 

ethical commitments involved (Hasibuan et al, 2022). This article assesses earlier studies 

on spiritual leadership, offering a thorough comprehension of their conclusions while 

pointing out areas in need of development and new concepts for further study (Piwowar-

Sulej et al, 2023).  

Organizational and personal results are positively impacted by fostering employees' 

spiritual well-being, according to research on spiritual leadership. According to studies, it 

has a directly affecting employee performanc, and spiritual leadership involves promoting 

internal spiritual well-being via conduct, beliefs, and attitudes (Qudus et al, 2022). 

Spirituality is a personal relationship with a transcendent entity beyond physical, 

psychological, and social dimensions, often referred to as "Divine being," "Ultimate 

reality," or "God." It differs from religiosity, which is based on internal experiences, and 

does not have specific rituals or validation (Ahmad et al., 2021). Supriyanto et al (2020) 

By attending to both leaders' and followers' fundamental requirements, spiritual leadership 

theory enhances organization, devotion, and productivity. It places a strong emphasis on 

internal drive, vision, hope, and unselfish love. Research suggests that religiosity 

significantly influences employees. However, studies show that intrinsic religious-

orientation leads to less job satisfaction, while extrinsic religious-orientation leads to higher 

stress levels. Work performance may be greatly impacted by motivation, but there is little 

search on how employee performance is affected by religion. When SL theory, which has 

a foundation in Western culture, is examined inside a Confucian framework, it becomes 

clear that leaders' degrees of spirituality have a big impact on the objectives of their 

organizations (Vu et al, 2023). 

2.4 Employee’s Performance 
 Performance focuses on an employee's actions or behavior rather than the products or 

contributions he produces as a result of his labor (Aguinis, 2019). An employee's actions 

at work are a reflection of their job performance or real performance, which is a measure 

of their actual accomplishments or work performance. Performance is the degree of 

superiority acquired by a worker in doing his duties in compliance with the obligations 

entrusted to him (Shen et al., 2018). Policies are part of the interactions and rewards of 

employees systems are important in the human resources domain; these rules specify how 

companies handle their workers and the ways in which they are paid and encouraged to 
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perform (Nguyen et al., 2021). Employee associations policies are concerned with Building 

a positive and productive workplace with excellent management-staff communication and 

problem-solving skills is part of this (Pallavi & Bhanu, 2016). 

            Jermsittiparsert et al, (2019) Studies have indicated a robust association between 

monetary and non-monetary gains, worker productivity and business profitability because 

job satisfaction among workers with the work environment enhances work quality and 

performance. The focus of earlier research investigations was before (Luu et al, 2018 and 

Tisu et al, 2020). The results show that employee performance and HRPs are positively 

correlated. Performance is the measure of an individual's ability to do a job in accordance 

with a specified standard, objective, or criterion El-Kassar et al, (2019) highlighted how 

important green HR practices are for improving employee performance, job skills, and 

knowledge. There is also a favorable correlation between green workforces and employee 

performance. Employee performance involves executing responsibilities, meeting 

deadlines, and demonstrating competency. The elements comprise three aspects: contextual 

performance, adaptive performance, and task performance. The main objective of task 

performance is basic job responsibilities, while adaptive performance measures an 

employee's ability to adapt to changes in their role (Margaretha et al, 2021). The efficacy 

and efficiency with which a person carries out their designated duties is known as employee 

performance, encompassing their effort and effort, and is crucial for a work unit to achieve 

its goals, objectives, vision, and mission (Pacheco et al, 2023).  

 Employees evaluate performance, which is the result of their job and is based on factors 

like expertise, experience, seriousness, and time, to ascertain how much they have 

contributed to the company through services and output results (Suprayitno, 2022). 

Performance in enhancing accountability and decision-making is determined by work and 

behavior. A systematic approach to evaluating an employee's performance in relation to 

work that supports Performance is influenced by strategic objectives, consumer 

satisfaction, and the economics is called performance evaluation (Schleu et al, 2021). 

Performance evaluation evaluates previous performance, collects information about the 

company's and each employee's capabilities, sets goals for the future, evaluates work done 

objectively, looks for remuneration, and establishes wage criteria (Ghouri et al, 2020). The 

commitment and interest staff members have in the company and its values is referred to 

as employee engagement. It has a strong effect on performance and has a favorable 
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correlation with it. At every level, increased involvement produces a variety of performance 

effects (Iftikar et al, 2022). 

           Employee performance is improved when the workplace encourages a favorable 

culture at work. Employees feel more at ease and can work more efficiently in a 

comfortable environment (Suprayitno et al, 2022). Employee performance goals based on 

organizational principles were fulfilled with predictable performance plans. Activities are 

measurable at the organizational and personnel levels, and performance reviews are 

conducted annually and biannually (Katili et al, 2021The success of a business is greatly 

impacted by employee performance, and accomplishing organizational goals requires 

effective human resource management, which includes attendance (Fazrin et al, 2021). 

Performance bonuses from HR management are crucial for encouraging employees to be 

devoted and compelled to serve. Businesses that can strategically influence investment and 

permits can benefit their workforce (Ali et al, 2023). Performance is crucial for individuals 

and organizations, encompassing effectiveness and efficiency. It involves continuous 

assessment of work by supervisors and employees based on key performance metrics such 

as quantity, timeliness, quality, and affordability. Employee performance involves 

completing tasks according to established standards while making effective use of 

resources in a dynamic setting (Hwang et al, 2022). Green HR practices promote 

environmentally friendly behavior, with scholars highlighting the positive relationship 

between green practices like employment, recruitment, education, and rewards, enabling 

organizations to achieve sustainability and competitive advantages. However, resources 

remain limited (Acquah et al, 2021). Managers must prioritize employee performance to 

build organizational foundation and meet quality expectations, evaluating it critically to 

ensure employee success within policy and time constraints (Venkatesh et al, 2022). 

Employee performance refers to how well workers complete and carry out their duties, and 

their contribution to raising incentives and improving public efficiency is essential in 

resolving social and economic problems (Aina-Obe et al, 2022). Elbaz et al (2020), this 

suggests that if you have regulations in place, train staff, or encourage eco-friendly conduct, 

you may improve employee performance and create a sustainable culture. According to 

research, workers who comprehend and support their company's sustainability objectives 

are more driven, which boosts output, attendance, and job quality (Hossain et al, 2021). 
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      When workers perform effectively, the organization's chances of success are 

significantly increased because group performance improves, overall outcomes become 

more evident, and each person's involvement in achieving goals is quantified (Sari et al, 

2020; Widodo et al, 2022). Employee performance is reflects an employee's effectiveness 

and efficiency in following corporate regulations and procedures and accomplishing 

organizational goals. It differs throughout organizations according on their traits and nature 

(Yusliza et al, 2021). According to research on employee performance assessment, a 

number of factors, such as meeting organizational objectives, the caliber of the job 

produced, and the deadline, are all related to employee performance (Riyanto et al, 2021; 

Widodo et al, 2022; Yan et al, 2020). Since employee performance reflects the behavior of 

its members and ensures the attainment of the desired objectives, it is essential to an 

organization's aims. Performance assessment is the procedure for assessing a worker's 

output in relation to predetermined criteria and then informing them of the results (Salehan 

et al, 2022). 

2.5 Research/ Literature Gap 
Prior study has be done on the banking industry and manufacturing industry in Pakistan (Li 

et al, 2023). There is need to study at how green training and green rewards and 

compensation affect employee performance (Moradeke et al, 2021).  The moderating role 

of spiritual leadership on the association between green training and development or Green 

reward and compensation and employee engagement was one of the researchers' 

recommendations for future approaches for the investigation (Chowdhury et al. 2023). 

Furthermore, it was proposed that future research on the relationship between green HR 

practices and the context of green engagement and the perceived organizational support for 

sustainability be conducted through green employees (Dumont et al., 2017). Based on the 

research on employee performance  (Shen et al., 2018). It is recommended that the green 

framework incorporate the moderating role of leadership style by (Altinay et al., 2019).  

2.6 Theory Underpinning and Hypotheses Development 
Appelbaum et al, (2000) According to Ability-Motivation-Opportunity (AMO) Theory, 

Enhancing individual abilities to enhance organizational performance outcomes, such as 

improved performance through green activities, is the goal of GHRPs. The ability can be 

linked to a leader's capacity to promote a spiritual atmosphere, according to theory (AMO). 

Spiritual leadership may inspire others because it provides a sense of meaning, satisfaction, 

and purpose that exceeds financial success. By using self-analysis or awareness as a 
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moderator, spiritual leaders may assist their staff in developing a relationship with their 

inner selves and enhancing their spiritual health. Based on AMO theory, each elements can 

contribute to enhancing green performance, for example training and development of 

employees lead to their self-efficacy to use their specific skills i.e., green ability. These 

abilities can be used in creative and innovative ways to improve employee engagement. 

These green skills may also result from the organization's green training. Improved 

employee abilities can also lead to an increase participation in the development of more 

creative solutions to green issues. Employee motivation also leads to an improvement in 

employees, or the development of practices that enhance employee performance. Employee 

participation in greening initiatives for firms is further encouraged via green performance 

management, employee rewards, and compensation. Opportunities include internal 

organizational structures and facilities that encourage or lead to employee’s performance. 

The findings of a study indicated that the organizations' staff received eco-friendly training. 

As a result, they were more motivated and inspired to participate in environmental projects. 

However, the results also indicated that the organization did not have enough possibilities 

to address environmental issues. The management team's collaboration may address this 

lack of employee involvement by empowering staff members and giving them opportunity 

to address environmental problems (Iftikar et al, 2022).  

           According to the AMO hypothesis, both opportunity and motivation must work in 

tandem with ability rather than separately having an additive impact. In order to enhance 

our initial knowledge of skill, motivation, and empowerment-enhancing actions, we further 

searched the AMO, which is frequently referred to differently in literature. Originally 

applied to individual-level results, the AMO concept is now employed in HRM systems to 

explain aggregate-level outcomes, such as organizational performance. It helps discover 

high-performing labor processes and output, enhancing employees' AMO and performance 

an improvement in workers' performance (Lepak et al, 2006). 

Assessing how successfully executives apply green HR strategies is the goal of this study 

such as employee satisfaction and performance, rather than HR practices per se. It is 

recommended that the AMO theory be used to recruit and retain green workers, encourage 

them to perform and engage, and reward green behavior and employee opportunities (Singh 

et al, 2020Employee engagement is driven by empowered workers, and this is the first 

study to examine if employee engagement mediates an underlying link. Current workplace 

HR procedures heavily depend on ability, motivation, and opportunity; performance was 
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directly impacted by ability, but this influence was either amplified or lessened by 

motivation and opportunity. The study's conclusions lend credence to the AMO theory as 

employee engagement is significantly impacted by spiritual leadership (Iftikar et al, 2022).  

       The foundation of the AMO theory should be a formula that shows how ability 

influences performance in a positive and independent way, while motivation and 

opportunity may influence performance either favorably or unfavorably. This sums up why 

researchers thought that training, selection, ability, and motivation all affected success in 

this instance. With countless examples of managers and leaders in this field the term 

"ability" describes the skills required for the effective application of green HR practices in 

the workplace (Hailey et al, 2005 and Maxwell et al, 2006).  The ability, motivation, and 

opportunity (AMO) hypothesis is improved by green HR practices. This may be 

accomplished by using green hiring and training practices, adopting remuneration 

Frameworks that recognize environmentally friendly conduct and provide chances for 

Employees must participate in environmental initiatives. Green HR is associated with 

employee engagement, comprising optimism, tenacity, commitment, and goal-orienteers 

(Ababneh et al, 2019). Ability, comprising innate and acquired skills, significantly 

influences employee behavior and task completion. Integrative abilities enable efficient 

task execution, while acquired skills distinguish work performance and behavior (Boxall et 

al, 2022). Competent workers require motivation for optimal performance, and while 

financial compensation is crucial for knowledge workers, creating an equitable policy for 

all employees can be challenging (Guest et al, 2017). The AMO theory suggests that 

employees who are provided with chances to participate and carry out their responsibilities 

achieve better organizational results through engagement and job design (Guerci et al, 

2017). 

Task willingness is influenced by expectations, values, personality attributes, motivation, 

and work satisfaction Opportunities for activities like working circumstances, tool 

availability, leader conduct and established protocols, and time allocation are all taken into 

consideration. According to the authors, opportunity, aptitude, and drive are necessary for 

performance under an interaction model (Marin-Garcia et al, 2016).  Green HR enhances 

employee engagement by influencing factors like positive emotions, commitment, and task 

performance. Implemented well, green HR practices encourage employees to conform to 

policies and take initiative and cultivate a deep awareness of environmental challenges 

(Baykal et al, 2022) 
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Using the following hypothesis, the gap in the literature be filled; 

 

2.6.1 Green HR Practice’s and Employee’s Performance 
Green HRM techniques are strategies and instruments that helps a green workforce striving 

to meet the organization's green goals at work. Green HR procedures may boost worker 

performance and demonstrate a company's dedication. There is a greater likelihood that 

workers identify with the organization's goal and values when they believe their company 

is actively working to create a greener future. Increased performance is associated with 

higher levels of motivation, work satisfaction, and performance (Renwick et al., 2016). 

There are several ways they may improve worker performance. Innovation and creativity 

are promoted, staff engagement, contentment, and drive are raised, the company's brand 

and image are strengthened, and employee health and well-being are supported (Dumont 

et al., 2017). Implementing concepts of sustainability into HR policies and procedures can 

help organizations improve employee performance while creating a greener workplace 

(Shafaei et al., 2020).  Viswesvaran et al, (2000) define employee job performance as 

scalable activities, behaviors, and results contributing to an organization's goals. It 

influences organizational and individual results, and leadership and motivation 

significantly impact employee happiness and performance. Job performance impacts 

termination, financial rewards, and promotions. Leadership and motivation significantly 

impact employee happiness. Organizations may follow compliance approaches, requiring 

routine tasks and hazard control. However, innovative environmental stewardship 

approaches, proactively detecting hazards, and accommodating contemporary 

environmental issues are essential for employee performance (Ramanayake et al, 2022). 

HR departments aim to enhance employees' capabilities, performance, and well-being to 

maintain competitive advantage. Investment in HR systems aligns with strategic goals and 

positive impact on performance. To become more sustainable, HR systems must adopt a 

green-based approach to sustainability (Tanova et al, 2022). Employee performance is 

influenced by their ability to fulfill organizational duties, reflecting the organization's 

standard. Unhappiness can impair performance Long-term performance is improved by 

green training, incentives, and company culture that strengthen employees' environmental 

commitment (Yafi et al, 2021). Employee needs are growing, and businesses must prioritize 

meeting these needs for proper work rest, food, housing, and education. A supportive work 

environment, fostering positive connections, and discipline and motivation at work are 

crucial for employee and corporate performance. Effective human resource management, 
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focusing on individual roles and responsibilities, is essential for a company's success 

(Karatepe et al, 2022). High motivation among employees leads to increased work 

productivity and organizational goals achievement. Managers can understand motivation's 

role to boost subordinates' productivity and performance. It is evident that workers perform 

better when they are inspired to be more productive (Rivaldo et al, 2020). 

         Green HR practices aim to highlight the role that management plays in employees' 

conflicted engagement in environmental activities, skill development, and the creation of 

useful institutions. The term "green HR practices" refers to HR concepts that place a strong 

emphasis on management's accountability for improving employees' environmental work, 

skill development, and practice and structure stability (Zhang et al, 2024). Green 

performance is defined as the performance of an employee who incorporates GHR practices 

(Iftikar et al, 2022). Performance is the methods by which an individual may do a task 

effectively and efficiently in order to fulfill the criteria and goals established. It reflects 

employees' actions and their value to the organization. Performance management involves 

activities to enhance company performance, including individual employee and work group 

performance (Khong et al, 2023). The theory suggests that employee performance is linked 

to aptitude, drive, and performance opportunities. Organizations thrive when Workers are 

inspired, possess the requisite knowledge and abilities, and have the chance to put them to 

use. This applies to ecological human resource management, where employees possess 

necessary skills and knowledge (Pandey et al, 2024). HR is made up of workforce planning, 

organizing, directing, regulating, staffing, paying, developing, integrating, and maintaining 

to support employees and create a productive work environment. These functions ensure 

the organization has the right number and type of employees (Silva et al, 2021). The 

majority of firms implement green HR strategies in order to address environmental 

problems. One of the five strategies is green recruiting, which aims to find environmentally 

conscious workers who share the employer's values and help the company achieve its 

objectives (Baah et al, 2021). Performance is the actual achievement achieved by an 

employee in fulfilling their duties, based on predetermined standards and criteria. It is the 

result of quality and quantity of work done in accordance with their responsibilities. 

Performance is a translation of performance, encompassing the work of a worker, 

management process, or organization, requiring concrete evidence and measurement 

(Oktavianti, 2020). An organization's performance is positively impacted by green hiring 

and training (EP). Green performance management encourages workers to support and 
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concentrate on employers and employees jointly establishing green goals (Yong et al, 

2019). Work engagement in organizations is primarily driven by psychological ownership, 

as per social identity theory. This attachment to possessions positively impacts 

engagement, promoting sustainability and employee retention, thus enhancing employee 

performance (Baykal et al, 2022).  

          According to the literature study, the performance is more significantly impacted 

when green activities are coupled (Mousa et al, 2020). With the use of GHRP's policies, 

agencies may proactively foster effective environmental and overall performance by 

incorporating practices into HR strategies that support the development of good attitudes, 

behaviors, and performance outcomes (Farrukh et al, 2022). Prior research on how Green 

HR policies affect employee. Additionally, identify the green behaviors, attitudes, and 

satisfaction that are important components of organizational performance as well as 

environmental performance and customer satisfaction, has shown encouraging findings 

(AlKetbi et al, 2024). Organizations can foster a culture of sustainability by encouraging 

eco-friendly conduct, offering instruction, and creating regulations that benefit both the 

organization and its employees (Al-Alawneh et al, 2024). According to research, workers 

who comprehend and support their company's sustainability objectives are more driven, 

which boosts output, attendance, and job quality (Iftikar et al, 2022). Organizations that 

prioritize employee well-being, work-life balance, support programs, and education can 

reduce turnover rates and boost productivity through green practices (Ojo et al, 2022). 

Employee performance is influenced by their ability to fulfill organizational duties, 

reflecting the organization's standard. Unhappiness can impair performance. Performance 

is the quality and quantity of work employees perform, and high job satisfaction leads to 

loyalty and increased performance. Employees are crucial for company progress, 

innovation, and products. A quality company fosters a good work life, producing qualified 

and competent employees (AlZgool et al, 2021). Long-term performance is improved by 

green training, incentives, and company culture that strengthen employees' environmental 

commitment (Rijal et al, 2023). Job performance measures work accuracy, speed, and 

employee effectiveness, influencing promotions, cash prizes, tasks, and terminations. 

Leadership and motivation significantly impact employee happiness and performance 

(Ramanayake et al, 2022). 
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 The fact that Green HR practices, which are informed by the ability- motivation-

opportunity (AMO) theory, foster employee training and performance-based rewards 

therefore supports the premise based on the data presented in the study. 

H1: Employee performance is significantly impacted by green training and development.  

H2: Employee performance is significantly impacted by green rewards and compensation. 

 

2.6.2 Green HR Practice’s and Employee’s Engagement  
The relationship between employee engagement and green training and development 

(T&D) is described using GWE as a platform. For example, HR procedures include the 

employee engagement process, in which the company should motivate its staff to 

consistently participate in their job (Chandani et al., 2016). The author claims that, when 

taking into account green training and development, employment may be viewed as a 

positive motivator and, as such, favorably connected with employees' job happiness 

(Obuobisa Darko, 2020). Green work engagement is a result of supervisors and effective 

human resource management techniques, such as green rewards and green training, which 

inspire employees and improve their ability to engage in constructive green activities and 

generate new green ideas (Aboramadan, 2022). Since they represent the cornerstone of an 

organization's value and necessary for accomplishing objectives, employee engagement is 

critical for organizational success, especially in the information technology sector (Atiku 

et al, 2024). Research on the impact of GHR practices on work engagement in developing 

countries' manufacturing industries is limited, despite studies indicating their existence 

(Susanto et al, 2023). Recent studies discovered a favorable correlation between GHR 

practices and Green Green Recommendations and work engagement, with studies 

suggesting that a positive perception of GHR practices boosts work engagement, despite 

the limited research on green engagement (Karatepe et al, 2022). AMO theory suggests that 

employees form a dedicated connection with employers when both sides follow the rules 

regarding trade and exchange, leading to increased work engagement (Ari et al, 2020). 

         EE considerably increases employee engagement, which eventually has a beneficial 

business influence on an organization's performance, productivity, customer outcomes, and 

employee retention (Alserhan et al, 2024). By offering training, career development, and 

remuneration, HR practices may improve employee engagement and encourage reciprocal 

behaviors (Saragih et al, 2020). According to the study, which investigates the connection 

between green HR practices and employee engagement promoting environmentally 
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friendly activities raises employee engagement (Darban et al, 2022). The increases in 

ecological behavior and staff participation that Green HRPs encourage. There is, however, 

a dearth of empirical research on its consequences, particularly in the industrial sectors of 

developing nations (Yusliza et al, 2021). Through environmentally friendly HR procedures 

including hiring, training, and staff development, green HRM reduces environmental 

impact while promoting sustainable performance improvement in employee work and 

encouraging green, creative behavior at the individual and corporate levels (Ojo et al, 

2022). 

Previous research indicates that green performance practices and employee engagement are 

positively correlated; however, there is a notable study vacuum about whether this link 

continues after COVID-19 (Islam et al, 2021). According to this study, which employs the 

Ability-Motivation Opportunity (AMO) hypothesis, GHRPs can have a favorable impact 

on employee engagement by increasing positive emotions, absorption, perseverance, job 

performance, and goal orientation (Iftikar et al, 2022The ability, motivation, and 

opportunity components of the AMO theory offer a conceptual foundation for 

comprehending how Green HR practices improve engagement. Businesses should reorient 

their strategy and employee values to embrace a green culture. Employee dedication to 

environmental sustainability and sustainable behaviors are encouraged by Green Human 

Resources (GHR). Rewarding and compensating are key HRM strategies, building a link 

between employee benefits and the business (Herawati et al, 2020). 

        The concept of green HR is new, and there are no standard methods for evaluating the 

success of strategies related to sustainable conflict. The most efficient rely on the industry 

and the organization's size (Z Hameed et al, 2020). The influence of Green practices on 

employee engagement (EE) and employee performance (EP) in firms is examined in this 

section, despite the abundance of research on the subject (Mehrajunnisa et al, 2022). The 

influence of green HR policies on EE and EP is evaluated using three different 

methodologies: quantitative, qualitative, and theoretical. Quantitative studies employ 

statistical analysis, whereas qualitative methods are employed in qualitative research. Since 

training and development improve competence and are internal components of the 

engagement process that attend to employees' needs, they have a substantial influence on 

employee engagement. (Zhu et al, 2021). A model that combines organizational, job-

related, motivational, and personal elements is put out to show how HR strategies might 

increase employee engagement at work (M Aboramadan et al, 2021). By utilizing workers' 
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work interaction points, minimizing environmental effect during hiring, training, 

performance reviews, and improvement of employees, and encouraging green, creative 

behavior at the individual and organizational levels, green human resource management 

(HRM) fosters sustainable performance improvement (Dira et al, 2024). 

                Changing firm strategy, beliefs, attitudes, and behaviors toward the pillars of 

environmental sustainability is the main goal of green HR practices, which are practices 

created to support sustainable business initiatives (Jerónimo et al, 2020). Hakem et al, 

(2021) claimed that employee dedication to environmental sustainability concerns and 

sustainable environmental activities are encouraged by green human resources 

management, or GHRM. Compensation and rewards are essential HR procedures for 

rewarding staff for excellent work and building a connection between the firm and 

employee benefits (Rashid et al, 2022). Research by Abdullahi et al, (2023) this implies 

that resource acquisition or conservation is how GHRPs control EE, though the exact 

mechanism is still up for discussion. By teaching staff members about environmental 

sustainability, lowering their carbon footprint, and increasing organizational efficiency, 

green human resources (HR) encourages sustainable behaviors. In order to improve 

employees' skills and talents, lower employee turnover, and boost business productivity 

through a variety of options, training and career development are essential (Yong et al, 

2020). A company's green goals are therefore achieved through hiring, training, 

remuneration, development, and upgrading its human resources to produce a green 

workforce (Suleman et al, 2022). 

H3: Employee engagement is significantly impacted by green training and development.  

H4: Employee engagement is significantly impacted by green rewards and compensation. 

 

2.6.3 Employee’s Engagement and Employee’s Performance  
Employee engagement may help firms and employees alike, and it has an impact on 

workers' performance, EE has to do with how motivated, committed, and valued how 

workers feel about their jobs and employers. They are working harder and are more 

productive to achieve their objectives and help the company succeed. Workers who are 

actively involved in their work experience greater levels of fulfillment and contentment as 

well as a sense of meaning and purpose  (Obuobisa Darko, 2020). GHRP is the integration 

of environmentally friendly practices into HR policies and strategies to enhance the 

organization's overall efficiency and green performance so that performance may be 
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improved by incorporating practices into HR strategies for encouraging good attitudes and 

behaviors (Munawar et al, 2022).  

           Workers who feel that their companies encourage performance that is personally 

meaningful to them are more likely to find their work enjoyable. Positive opinions then 

help to raise the amount of work engagement that can occur when the components coincide, 

meaning that businesses and employees strive for the same goals or ideals. Due to the fact 

that a company's creativity is crucial when it comes to humanitarian goals and objectives 

for staff implementation. (AM et al, 2022). E-HR automates daily HR tasks, freeing HR 

staff from manual labor, enabling AI chats to handle interviews, manage HR tasks, and 

provide ongoing support (Iftikar et al, 2022). Employees' declaration of engagement during 

the mandated remote working period demonstrated that they were actively participating in 

the task. The workers, however, believed that their performance suffered when they were 

working remotely. Therefore, it needs to be put into practice by establishing the timetable 

at work and by teleworking. Because of this, individuals have easy access to coworkers and 

superiors and may help create a more positive view of their own performance (Giauque et 

al, 2022). A study reveals that self-efficacy doesn't significantly impact employee 

performance or engagement in freight forwarding companies. Factors like working 

conditions, culture, support, and career development opportunities play a more significant 

role. The study suggests self-efficacy isn't significant in other industries (Washington et al, 

2023). Employee engagement and involvement are crucial aspects of corporate relations, 

focusing on employees' need for learning opportunities and commitment to the 

organization's values, motivating colleagues towards success (Govender et al, 2020). A key 

component of organizational success is employee engagement, which includes zeal, 

dedication, and emotional investment. Beyond job happiness, it includes how workers view 

their roles, contributions, and alignment with the goals and values of the company (Gallup, 

2023). 

The philosophy of employee engagement, which focused on the growing demand for 

learning opportunities inside firms, was introduced to employee corporate relations (Ojo et 

al, 2022). Participation from employees is critical to the success of the business since it 

demonstrates dedication to its values, duties, and motivation among coworkers (Ahmad et 

al, 2021). Organizations may follow a compliance approach, expecting employees to 

perform routine tasks like hazard control, power consumption, and material disposal. 

However, unpredicted incidents may require innovative environmental stewardship, such 
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as proactively detecting hazards, designing green initiatives, and addressing contemporary 

environmental issues in job performance. Research focuses on the relationship between 

employee engagement and performance, highlighting the significant role of human 

resources in determining organizational management and performance (Veerasamy et al, 

2024). Employees' disengagement from company regulations and lack of support for the 

company's development program negatively impacts operational activities and 

performance. Respondents believe employee engagement affects performance. This low 

operational performance in freight forwarding companies is influenced by factors that have 

led to a decline in employee performance (Govender et al, 2020). Employee performance 

is influenced by their ability to fulfill organizational duties, reflecting the organization's 

standard. Green training, rewards, and organizational culture enhance environmental 

commitment, improving long-term performance (Pandey et al, 2025). The Ability-

Motivation-Opportunity (AMO) framework reveals Green HR impact on repercussions for 

attitudes and actions, such as green hiring, training, performance evaluation, and incentives 

job description, organizational culture, union role, organizational learning, and green health 

and safety (Khan et al, 2022). Work and behavior determine performance, improving 

decision-making and responsibility. Performance is influenced by work that is in line with 

strategic goals, customer happiness, and the economy (Schleu et al, 2021). Performance 

assessment is a regular process for reviewing and evaluating employee performance, 

aiming to improve compensation distribution, career progression, and employee 

motivation. It is a key organizational incentive system, involving measurable and objective 

data collection by the superior and involving work plan, implementation, supervision, and 

coaching (Wang et al, 2022). 

Gallup Institute's "employee engagement" refers to an employee's positive status in their 

work environment or company. It varies across organizations and can be the antithesis of 

job fatigue. Engagement leads to higher organizational performance. Employee 

involvement is influenced by self-association with job roles, persistence, and deepening in 

work activities, supported by psychological experiences that encourage individual 

attitudes, behavior, and engagement (Margaretha et al, 2021). The relationship between 

spiritual leadership and business success has been studied extensively. A meta-analysis 

found that employee engagement mediates the relationship between transformational 

leadership and performance indicators. Engaged employees contribute to increased 

productivity, customer satisfaction, and profitability, highlighting the importance of 
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engagement as a driver of business success (Islam et al, 2021). Research shows that 

Employee Engagement significantly impacts performance and reduces employee turnover 

rates. High engagement levels increase team synergy and lead to increased performance. 

High engagement results in performance that meets employee standards, while low 

engagement results in performance below established standards. This link between 

Employee Engagement and performance is widely accepted among senior executives and 

HR practitioners (Islam et al, 2021). 

H5: Performance is significantly impacted by employee engagement. 

 

2.6.4 Mediating Role of Employee’s Engagement 
In order to boost employee involvement with green HR practices, examine the elements 

that influence employees' engagement in the workplace  (Kerdpitak & Jermsittiparsert, 

2020).  Green employee engagement initiatives, green performance evaluation, green 

training and development initiatives, green hiring and selection procedures, green 

incentives and awards and green employee involvement may all be effective means of 

promoting green behaviors. Workers discover that the company supports and fosters their 

involvement (Renwick et al., 2016). By focusing on individual productivity and efficiency, 

reciprocal care between organizations and employees improves job satisfaction, 

motivation, and organizational success (Lahmar et al, 2023). By creating a feeling of 

purpose, spiritual leaders encourage and inspire their workforce, which boosts engagement, 

dedication, and voluntary effort and improves performance results (Manel et al, 2023). 

Employee engagement at work encompasses attitudes and behaviors like loyalty, it is 

acknowledged that employee engagement is a crucial element in enhancing participation 

and highly active involvement in the development of a functioning organization. Employee 

engagement is acknowledged as a crucial component to enhance involvement and a highly 

active contribution to the growth of an operational business (Kerdpitak & Jermsittiparsert, 

2020). Employees that are actively involved in service leadership are more accountable, 

committed, and offer superior customer service. This link between employee engagement 

and service quality emphasizes how crucial it is to develop a committed and motivated 

team (Shin et al, 2020). Companies aim to enhance their competitiveness by ensuring 

employee satisfaction and productivity. However, this is less relevant when employees feel 

satisfied with work demands and not motivated for organizational performance. According 

to several research now under publication, employee engagement (EE) has a good impact 
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on employee performance (EP), and employee engagement has a favorable impact on EP 

(Nguyen et al., 2021). 

Improving an organization's overall performance is an EE's primary objective. EE study 

shows its value in HRM by establishing its connection to organizational performance (OP), 

employee outcomes, and production (Tensay et al, 2020). The dedication and emotional 

investment that workers have in a company, as well as their genuine dedication to their 

work and capacity to help it succeed, is known as employee engagement (Nayak et al, 

2020). Maintaining employee loyalty, finishing work on schedule and with quality, 

enhancing their reputation inside the company, and embracing a feeling of organizational 

involvement are all models of employee engagement. Asghar et al, (2020) and Obschonka 

et al, (2023). 

          The term "emotional attachment to work" refers to a person's positive outlook, 

commitment, loyalty, and sense of pride in the organization. Employee engagement, which 

is measured by zeal, devotion, dedication, and organizational pride, is essential for 

corporate success. High levels of involvement result in increased productivity, more effort, 

and task completion (Algarni et al, 2023). An innovative approach that incorporates 

environmentally friendly practices into HRM plans and initiatives is called "green HRM." 

(Pham et al, 2020). Employee involvement has a big impact on an organization's long-term 

success. This includes dedication, strength, and attention. Currently, the majority of firms 

use HR practices to include their staff (Gómez‐Salgado et al, 2021). The term "employee 

engagement" describes a person's participation, contentment, and excitement for their job, 

which includes personal presence, active performance, and a connection to both their work 

and others (Albrecht et al, 2020). 

 Employee engagement is a crucial mediator that influences performance results by serving 

as a motivating factor, according to studies (Aboramadan et al, 2022). Employee 

engagement is crucial for an organization's long-term success, as it involves active, loyal, 

and psychologically robust employees who enjoy their work. Employee performance is 

influenced by various factors such as work environment, corporate culture, job placement, 

welfare of employees, disciplinary training, emotional intelligence, job satisfaction, 

competency, and leadership style (Rijal et al, 2023). Engaged and motivated employees are 

more likely to engage in environmentally friendly behaviors, leading to improved 
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performance and higher-quality social interactions, according to social exchange theory, 

creating a mutually beneficial situation for both parties (Khan et al, 2022).  

H6: Green training and development and employee performance are mediated by employee 

engagement.  

H7: Green reward and compensation and employee performance are mediated by employee 

engagement. 

 

2.6.5 Moderating Role of Spiritual Leadership  

The relationship between leadership style and green workplace behavior among employees has 

been thoroughly examined, according a prior study (Zada et al., 2022). For instance, it has been 

discovered that spiritual leadership abilities foster a spiritual workplace that motivates 

employees to take part in environmentally conscious activities (Afsar et al., 2016). Spiritual 

leaders are renowned for their capacity to forecast their staff members' green engagement. 

According to other observations, task-specific leadership has an impact on environmentally 

conscious behavior. Spiritual leaders who are able to effectively manage moral people can 

motivate their staff to adopt eco-friendly workplace procedures (Li et al., 2023). Leadership 

involves influencing activities to lead an organization towards achieving goals. Effective 

leadership styles can motivate staff, enhance performance, and boost motivation amidst 

obstacles like uncertainty, linguistic difficulties, cultural differences, and technology 

disruption (Guterresa et al, 2020). Spiritual leadership involves leaders integrating social-

spiritual values and rational criteria in decision-making, fostering transcendent vision, 

hope, and altruism through a transcendent vision (AlZgool et al, 2021). HR is crucial for 

leaders to implement organizational structures, support managers, and align leadership and 

HR practices to help employees follow their vision, manage resources effectively, and 

communicate a clear message (Hameed et al, 2020). Leadership significantly impacts 

employee engagement, with transactional leadership positively correlated with employee 

engagement and motivation, while passive-avoidant leadership negatively affects 

attachment due to its tendency to respond to situations without intervening until the 

problem is resolved (Wiradendi Wolor et al, 2020). 

         Fry, (2003) Love, faith, and vision are the three elements of spiritual leadership that 

are explored. Thus, it may be said that spiritual leadership promotes constructive employee 

engagement at work. This article examines the connection between spiritual leadership and 

employee engagement in Pakistan's IT industry, emphasizing the significance of spiritual 
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leadership for productivity, customer satisfaction, and organizational success (Peters et al, 

2019). Spiritual leadership fosters meaningful work environments by promoting a sense of 

purpose and direction among employees, connecting their work to the organization's 

broader goals. Spiritual leaders' genuine care and support foster a nurturing environment, 

fostering professional growth and personal fulfillment among employees (Fry et al, 2017). 

The importance of a clear vision and selfless compassion in spiritual leadership, advocating 

for leaders and staff to embrace these principles in order to strive toward a shared goal. By 

encouraging spiritual well-being and a feeling of purpose within the company, spiritual 

leaders inspire hope and motivate staff to have a good influence. According to the study, 

having a healthy spiritual life improves both individual and organizational outcomes, 

including dedication and output (Ali et al, 2023). Additionally, according to the social 

learning theory, individuals learn up new actions by observing and imitating others. 

According to this idea, social learning is a cognitive procedure that, even in the absence of 

direct support, can be performed by observations or instructions. Based on the social 

learning theory, we propose that employees who embrace their organizations GHRP’s 

initiatives and disseminate green knowledge also have an impact on leaders in BPO’s call 

center employees, serve as an inspiration to others employees, and assist their staff 

members in adopting similar practices so that they can join the group of employees who 

follow green practices in their workplace. As a result, employees' learning is impacted by 

their dedication to the engaging towards towards their performance. Previous research has 

documented how SL indirectly influences employee’s engagement through GHRP’s. 

However, we think that by sharing workers' green expertise, this indirect link may be 

enhanced. It is suggested that employees who embrace this culture can be further motivated 

to improve their SL and green practices in the information technology industry (Ansari et 

al, 2021). 

 In order to thrive and compete in a difficult business climate, corporations are placing a 

greater emphasis on spiritual leadership, encouraging selfless love, hope, faith, and 

corporate vision (Samul et al, 2019). According to the idea of spiritual leadership, a spiritual 

leader may make a workplace more productive, creative, and conducive to learning. 

Employee engagement at work is increased, professional duties are completed, and new 

ideas are acquired by spiritual leaders (Supriyanto et al, 2020). The study places a strong 

emphasis on how spiritual leadership may improve their level of engagement at work. 

Additionally, spiritual leadership has been studied as a moderator, addressing erratic 
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interactions in earlier research (Fry et al, 2009). Leadership affects how employees behave 

by affecting their perceptions of the workplace, including feelings of happiness, 

commitment, and wellbeing. Spiritual leadership founded on altruistic love, faith, hope, 

vision, and workplace spirituality emphasizes behaviors motivated by work meaning, 

unlike traditional membership exchange theories and economic exchange models. It 

captures deeper human experience dimensions in today's workplace (Saeed et al, 2019). 

Spiritual leadership involves beliefs, dispositions, and actions that inspire people to pursue 

spirituality. Studies in Work engagement is greatly impacted by spiritual leadership, as 

demonstrated by Yogyakarta's Islamic hospitality sector (Baykal et al, 2022). Furthermore, 

the social learning theory states that people pick up new behaviors by watching and copying 

others. This theory holds that social learning is a cognitive process that may be carried out 

through instructions or observations even in the absence of direct guidance. According to 

the social learning theory, we suggest that workers who support their company's GHRP 

initiatives and spread green knowledge also influence BPO call center leaders, act as role 

models for other workers, and help their staff members adopt similar practices so they can 

join the group of workers who follow green practices at work. 

        Building self-worth, inspiring personnel to fulfill the purpose, and supporting an 

organization's long-term objectives all depend on a spiritual leader's vision, values, and 

hope/faith (Oh et al, 2020).  An individual is considered to be self-sufficient in his decision-

making when he engages in actions that are consistent with his own preferences and free. 

Transformational, ethical, and participatory leadership styles provide workers greater 

autonomy (Ali et al, 2023). Though more study is required to evaluate these linkages, 

especially Innovation and information exchange are moderated in the by workplace 

spirituality (Yap Peng Lok et al, 2019). Spiritual leaders' genuine care and support create a 

nurturing environment, promoting professional growth and personal fulfillment among 

employees, contributing to a sense of purpose and purpose in their work (Zhang et al, 2021). 

Although new models of spiritual leadership are being created, the study points to a possible 

connection between spiritual leadership and employee engagement. By encouraging a 

common vision, value congruence, and greater organizational commitment and 

productivity among leaders and followers, spiritual leadership fosters spiritual well-being, 

purpose, and belonging (KA et al, 2021). The goal of spiritual leadership is to ensure that 

the organization's goals are in line with the demands of its workers by attending to their 

basic needs (Messabia et al, 2022). Spiritual leadership is a value-based approach that 
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motivates followers and leaders towards a meaningful future through their values, attitude, 

and behaviors, fostering a sense of spiritual well-being (Tabor et al, 2020). 

H8: The positive effect of green training & development on employee engagement will be 

enhanced under strong spiritual leadership and reduce under poor spiritual leadership. 

H9: The positive effect of green reward & compensation on employee engagement will be 

enhanced under strong spiritual leadership and reduce under poor spiritual leadership. 

 

2.7 Proposed Theoretical Framework 
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2.8 Hypotheses Summary 
 

 

 

H1 Green training & development is significantly impact on employee’s performance. 

H2 Green rewards & compensation is significantly impact on employee’s performance. 

H3 Green training & development is significantly impact on employee’s engagement. 

H4 Green rewards & compensation is significantly impact on employee’s engagement. 

H5 Employee’s engagement have a significant impact on employee’s performance. 

H6 Employee’s engagement have a mediating impact between green training & 

development and employee’s performance. 

H7 The relationship between employee performance and green rewards and 

compensation is mediated by employee engagement. 

H8 The positive effect of green training & development on employee engagement will 

be enhanced under strong spiritual leadership and reduce under poor spiritual 

leadership. 

 

H9 The positive effect of green reward & compensation on employee engagement will 

be enhanced under strong spiritual leadership and reduce under poor spiritual 

leadership.  
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CHAPTER 3 

RESEARCH METHODOLOGY 

 

 

3.1 Research Design 
This study uses a quantitative approach to investigate how employee engagement is 

affected in the f Pakistani primary regulatory companies such as BPo’s call centers in order 

to determine the significance of social concerns. Thematic analysis is a qualitative research 

method that focuses on many facets of the study topic in order to identify, examine, and 

synthesize themes in data. In order to obtain comprehensive accounts of the participants' 

experiences with employee engagement and performance, we employed a smaller sample 

size. 

3.2 Population & Sample Size 
The target population of this study is Call centers employees. Since there are three lac 

people living there and 1700 employees in Rawalpindi and Islamabad, data have been 

gathered. An estimate of the sample size was made using Krejcie and Morgan's formula 

(Krejcie & Morgan, 1970). For the study, at the 95% confidence level of the observed value, 

a sample size of 314–384 is adequate. Furthermore, according to Sekaran and Bougie 

(2016), according to Hair et al. (2017) the number of variables to be examined and the 

sample size from previous studies may be used to calculate the sample size. However, the 

sample size of 370 is enough, and the smart PLS (SEM) approach should be used for 

analysis in this study. 

3.3 Sampling Technique 
The study gathers data from respondents using the quantitative approach through the use 

of the non-probability sampling technique's convenience sampling technique. Convenience 

sampling is frequently employed in qualitative research in the social sciences and education 

because it is practical to use pre-existing groups, such students.  Your research may benefit 

from convenience sampling if: You wish to get insight into people's beliefs and 

perspectives. You wish to conduct a test pilot for your questionnaire; you want to come up 

with theories that can be thoroughly investigated in subsequent studies (Anderson and 

Gerbing, 1988; Sekaran, 2009; Creswell, 2013). We collected data in Pakistan's BPO’S call 

centers which is sub body of information technology industry using a cross-sectional study 
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approach in an uncontrived atmosphere. For scheduling and management approval to 

gather data from individuals, consequently, a single unit of analysis serves as a basis for 

our investigation. 

3.4 Data Collection 
A link to a questionnaire was shared with personnel in the BPO’s call center, and 

questionnaires were distributed to them in person in order to gather data. Interviews with 

participants about employee performance, green HR practices, and employee engagement 

in their companies have been recorded and the responses were taken down for further 

investigation. In order to organize and code data, carry out certain tasks, and give visual 

analytical representation, this study made use of both Internet-based tools for text and 

media data analysis as well as computer-assisted qualitative data analysis software. In order 

to find individuals with the necessary expertise, experience, or viewpoint in the field of 

information technology, a sampling approach was employed for the study. 

3.5 Control Variables 
According to the prior research, demographic factors such as age, educational attainment, 

marital status, employment history, and institution (Abrahemse & Steg, 2009). To achieve 

its objectives, the study employed Cronbach's Alpha and confirmatory factor analysis to 

evaluate the validity and reliability of the questionnaires. 

Variable and Measurement Scale Description 

In this study, the constructs have been evaluated using five-point Lickert scales, with 1 

denoting "strongly disagree" and 5 denoting "strongly agree." A detailed description of all 

the scales used in the research is included in the appendix. 

3.5.1 Green HR practices 
The eight-item scale was adopted from (Dumont et al., 2017) and (Tang et al., 2018). The 

sample scale items were “My company provides employees with green training to develop 

employees’ knowledge and skills required for green management (green training and 

development)”, and “My company relates employees’ workplace green behaviors to 

rewards and compensation (green compensation and reward (). It was determined that the 

total scale's Cronbach's alpha value was 0.969. 
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3.5.2 Employee Engagement 
The nine-item scale was adopted from (Schaufeli & Bakker, 2003). The range of 

Cronbach's alpha for the different nations is between.72 and.90. An example of an item: At 

my job, I feel strong and vigorous, When I get up in the morning, I feel like going to work. 

3.5.3 Spiritual Leadership 
The 17-item scale was adopted from (Fry et al., 2005). Sample items: “I have faith in my 

supervisor’s vision for its employees” (vision), “I persevere and exert extra effort to help 

my supervisor because I have faith in what he/she does” (hope/faith), and “My supervisor 

is honest and without false pride” (altruistic love).  

3.5.4 Employee Performance 
The ten-item scale was adopted from (Primi et al., 2016). Sample item: I perform hard tasks 

properly, I try to update my technical knowledge to do my job, I do my job according to 

what the organization expects from me. 

3.6 Data Analysis 
This study examine employee performance, spiritual leadership, employee engagement, 

and green HR practices. Regression analysis, correlation analysis, and descriptive analysis 

of the data using SPSS software. The smart PLS software validate the study of mediation 

and moderation. 
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CHAPTER 4 

DATA ANALYSIS 

 

The PLS-SEM analysis's findings and details are presented in this chapter. Structural model 

analysis and measurement were used to the data collected to create these outcomes. The 

determining model demonstrates the validity of the data acquired and its excellent quality. 

The correlations suggested by our research model are evaluated for significance by the 

structural model. 

4.1 Demographics of responants 
 

 Table 4.1 Demographics 

Demographic 

characteristics 

 Frequency % 

Gender Male 313 84.6 

 Female 57 15.4 

Age 18 and above 10 2.7 

 18-22 years 180 48.6 

 23-27 years 180 48.6 

Education Bachelors 29 7.8 

 Masters 80 21.6 

 Mphil/MS 261 70.5 

 

Experience Less than 5 year 106 28.6 

 10-15years 213 57.6 

 15-20 years 51 13.8 

Marital status    

 

Single 

 

200 54.1 

 Married 

 

170 45.9 
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4.2 Measurement Model 
The measuring model was assessed in order to determine the validity and reliability of the 

constructs. The quality of the concepts is evaluated by the measurement model's results. 

Once quality is assessed using factor loadings, validity and reliability are added. As 

everyone knows, formative constructions are those in which the measurements cause the 

latent construct, whereas reflecting constructs are those in which the measured variable is 

produced by the underlying construct. Latent variables are the cause of the measurements 

used in this investigation. It is a reflecting measuring model as a result. A major component 

is allocated to each item in the correlation matrix based on how well it interacts with factor 

loadings. The range of these integer values is -1 to +1. 

First, the model's values are higher than the permitted minimum of 0.50 for each item's 

factor loadings (Sarstedt, 2016). Although factor loading larger than 0.7 is recommended, 

the effects of deleting the item on convergent validity and composite reliability be 

examined rather than having indications automatically eliminated. When eliminating 

objects with outside loadings ranging from 0.40 to 0.70 increases the average variance 

extracted (AVE) or composite reliability over the recommended threshold, they are often 

taken into consideration. Composite reliability, Cronbach's alpha, and rho-a were evaluated 

using statistics, and both were higher than the suggested threshold of 0.700 (Sarstedt, 2021). 

4.2.1 Loadings of CR and AVE of all Constructs 

 

Construct                                    Item’s               loading’s         AVE            CR 

GTD                                             GTD1                 0.90                  0.87            0.95 

                                                     GTD2                 0.95                  

                                                     GTD3                 0.95 

                                                     GTD 4                0.93     

GRC                                             GRC1                 0.80                  0.74              0.88 

                                                     GRC2                 0.88 

                                                     GRC3                 0.85 

                                                     GRC4                 0.90 

EE                                                 EE1                   0.06                  0.21              0.42 

                                                      EE2                   0.62 
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                                                      EE3                      0.69 

                                                      EE4                      0.25 

                                                      EE5                      0.16 

                                                      EE6                      0.55 

                                                      EE7                      0.44 

SL                                                 SLV1                   0.48                   0.22                0.79 

                                                      SLV2                   0.40 

                                                      SLV3                   0.31 

                                                      SLV4                   0.28 

                                                      SLV5                   0.28 

                                                      SLH1                   0.60  

                                                      SLH2                   0.51 

                                                      SLH3                   0.58 

                                                      SLH4                   0.27 

                                                      SLH5                   0.39 

                                                      SLA1                   0.59 

                                                      SLA2                   0.56 

                                                      SLA3                   0.51 

                                                      SLA4                   0.61 

                                                      SLA5                   0.38 

                                                      SLA6                   0.57 

                                                      SLA7                   0.47 

EP                                                 EP1                      0.82                  0.81              0.97 

                                                      EP2                     0.86 

                                                      EP3                     0.89 

                                                      EP4                     0.93 

                                                      EP5                     0.89 

                                                      EP6                     0.94 

                                                      EP7                     0.92                  

                                                     EP8                      0.92 



47 
 

                                                     EP9                      0.92 

                                                    EP10                     0.87 

Note. GTD: Green training & development, GRC: Green reward & compensation, EE: 

Employee Engagement, SL: Spiritual leadership, EP: Employee Performance 

 

4.2.2 The Average Variance Extraction (AVE) 
The AVE must higher than 0.5 if such is the case. AVE for our goods is displayed in Table 

4.2.1 once all items from the products mentioned above have been removed. All of these 

figures also exceed the suggested threshold (Sarstedt, 2016). 

 4.2.3 Reliability Analysis 
Mark (1996stated that the measurement's level of consistency and stability is known as 

dependability. While the findings of a second dimension be identical? It is necessary for 

dependability. Reliability is the degree of stability and uniformity of a measurement device. 

The same findings be obtained if an instrument is used again. Two key elements of 

dependability are Cronbach alpha and composite reliability. With Cronbach's alpha 

between 0.728 and 0.899 and composite reliability statistics between 0.816 and 0.923, the 

pointers' reliability is more than double that of a reliability criterion of 0.70. Cronbach's 

alpha and composite reliability analysis has been completed and is shown in Table 4.2.1. 

4.2.4 Construct Validity 
The presence of both discriminant and convergent validity indicates construct validity. 

4.2.5 Convergent Validity 
Convergent validity is used when measuring the same idea over several attempts. It is a 

legitimate measure of the item when two or more things are high. AVE statistics yield data 

for convergent validity. The suggested value is .05 which shows in Table 4.2.1. 

4.2.6 Discriminant Validity 
To demonstrate that distinct assessments of distinct ideas shouldn't be too connected, 

psychologists employ the idea of discriminant validity. Secure discriminant validity is 

demonstrated by a higher square root of AVE than any other connection. Table 4.2.1 

displays the discriminant validity standards for every item. 

4.2.7 Discriminant validity Heterotrait monotrait ratio (HTMT) Matrix 
Results from the HTMT are shown with the discriminant values. If the discriminating 

validity score is less than 0.8, it indicates that the discriminant validity of the construct may 

be confirmed. A significant discriminant validity is therefore demonstrated by our data. As 

viewed below. It clarifies whether or not the variables in our study deviate from one 
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another. Hair et al, (2011) stated that even though several of the items still have loadings 

below.70, they have been kept for more study since removing them might seriously impair 

the constructs' content validity and reliability. The HTMT ratio for the constructions is 

displayed in Table 4.3 All of the values are evidently significant, and discriminant validity 

has been demonstrated.  

4.2.7.1 HTMT Values 
 

                                                 EP            GRC          GTD        SL 

EE  0.468      

EP  0.320  0.900     

GRC  0.316  0.312  0.864    

GTD  0.348  0.283  0.748  0.935   

SL  0.737  0.364  0.301  0.417  0.475  

Note. GTD: Green Training & Development, GRC: Green reward & Compensation, EE: 

Employee Engagement, SL: Spiritual leadership, EP: Employee Performance 

 

4.2.8 Cross Loadings 
A given object must have large loadings associated with its individual build relatively any 

new construct. When the real circumstance arises, discriminant validity problems arise. 

Details on cross loadings are shown in the following tables. 

 

 
EE EP GRC GTD         SL 

EE2                           0.62 0.12 0.17 0.17           0.51 

EE3 0.69 0.21 0.15 0.20           0.58 

EP4 0.28 0.93 0.27 0.26           0.34 

EP6 0.3 0.94 0.31 0.32           0.37 

GRC2 0.27 0.23 0.88 0.62           0.24 

GRC4 0.28 0.23 0.90 0.56           0.23 

GTD3 0.31 0.28 0.71 0.95           0.39 

GTD4 0.29 0.27 0.72 0.93           0.36 

SL1 0.35 0.25 0.21 0.29           0.59 

SL4 0.27 0.18 0.17 0.27           0.61 
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Note: GTD: green training & development. GRC: green reward & compensation, EE: 

Employee engagement, SL: Spiritual leadership, EP: Employee performance 

 

4.3 Structural Model 
The structural model should be assessed in order to determine the statistical significance of 

the link between the components. To test the hypothesis, the t-value is determined using 

the bootstrapping method. Bootstrapping is the most recent method for determining the 

importance of the path coefficient using t-value estimations. 

 

4.3.1 Beta Coefficients, Mean. STDEV, T Values 
  Beta 

Coefficient 

(β) 

Sample 

Mean (M) 

Standard 

Deviation(STDEV) 

T 

Statistics 

P 

Values  

EE -> EP 0.240 0.249 0.059 4.065 0.000  
GRC -> 

EE 

0.118 0.118 0.067 1.752 0.040 

GRC -> 

EP 

0.199 0.209 0.097 2.046 0.020 

GTD -> 

EE 

-0.021 -0.027 0.072 0.287 0.387 

GTD -> 

EP 

0.718 0.738 0.044 16.32 0.000 

SL x 

GTD -> 

EE 

-0.034 -0.027 0.036 0.928 0.177 

SL x 

GRC -> 

EE 

0.023 0.019 0.045 0.506 0.307 

GTD -> 

EE -> EP  

0.136  0.148  0.030  4.575  0.000  

GRC -> 

EE -> EP 

0.124 0.137 0.030 4.209 0.000 

  
    

Note. GTD: Green Training & Development, GRC: Green reward & Compensation, EE: 

Employee Engagement, SL: Spiritual leadership, EP: Employee Performance 
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H1: There is a positive correlation between employee performance and 

green training and development. 

There is a strong correlation between employee success and the amount of green training 

and development a firm provides. The aforementioned evidence makes it clear that EP has 

had a significant impact on GTD. The figure 4.2.2, which may be seen below, has them. 

 

Β  T-statistics P-value 

0.718 16.32 0.000 

 

H2: Employee performance and green rewards and compensation have a 

strong positive correlation. 

It comes to the conclusion that employee performance, receiving fair compensation, and 

receiving green rewards are strongly correlated. According to the table's results, GRC has 

a significant impact on EP Below, you can view figure. 

 

Β  T-statistics P-value 

0.198 1.951 0.026 

 

H3 Green training & development and Employee engagement has 

negatively correlated 

The findings in the above table demonstrate that GRC performs somewhat better than EE 

in terms of effect, as evidenced by the mentioned numbers. There is no discernible 

relationship between employee engagement and green training and development, as seen 

in Figure below. 

 

Β  T-statistics P-value 

-0.021 0.287 0.387 
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H4 There is a positive relationship between employee engagement and 

green rewards and compensation. 

Green rewards and incentives are directly tied to employee performance. According to the 

table, there is a considerable connection between GRC and EE. These figures are related to 

figure, which is seen below. 

 

 

Β  T-statistics P-value 

0.118 1.752 0.040 

 

H5 There is a positive link between employee engagement and 

performance. 

According to the values, EE has a major influence on EP. It evaluates the degree of 

correlation between employee performance and engagement. The figure is seen below. 

 

Β  T-statistics P-value 

0.240 4.065 0.000 

 

4.3.2 Mediation Analysis  
 

 

 

Fig 3 
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Fig 4 

Mediation analysis was performed to assess the mediating role of EE on the linkage 

between GHRP and EP. The results reveals that the total effect of GHRP on EE was 

significant (β = 0.126, t = 4.575, p = 0.000). The indirect effect of GHRP on EP through 

EE was found significant (β = 0.124,t = 4.206, p = 0.000). This shows that the relationship 

between GHRM and EP is partially mediated by EE. 

H5 The positive effect of green reward & compensation on employee 

engagement will be enhanced under strong spiritual leadership and 

reduce under poor spiritual leadership 

As shown in the outcomes of moderation analysis is insignificant. 

 

 

 

Fig 5 
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4.3.3 Slope Analysis 
The green line represents a high level of spiritual leadership, while the red line represents 

a low one. It is clear that employee performance and green rewards and remuneration are 

correlated with strong spiritual leader ideals. At low numbers, there is no significant 

association between GRC and EP. However, as the accompanying table shows. 

 

H6 The positive effect of green training & development on employee 

engagement will be enhanced under strong spiritual leadership and 

reduce under poor spiritual leadership 

 

Fig 6 

4.3.4 Slope Analysis 
The relational connections are depicted by the red and green lines; the green stroke 

indicates a high degree of spiritual leadership, though the red stripe indicates a low level. 

It is evident that GTD and EP are associated at high spiritual leader values. They do not 

demonstrate a strong association between GTD and EP at the low levels. 

 

 

Fig 7 
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 Green training and development (GTD) and green reward and compensation (GRC) are 

linked in the above graphic when moderator spiritual leadership (SL) is present. 

 4.3.5 Before Moderation 

 

  
Original Sample 

(O) 
Sample Mean 

(M) 
Standard 

Deviation(STDEV) 
T 

statistics 
P 

Values 

GRC -> 
EE 

0.155 0.157 0.097 1.597 0.055 

GTD -> 
EE 

0.279 0.286 0.089 3.125 0.001 

Note: EE: Employee engagement, GTD: green training & development, GRC: green 

reward & compensation. 

 

Table 4.3.6 After moderation 

 

  
Original 

Sample(O) 
Sample Mean 

(M) 
Standard Deviation 

(STDEV) 
T 

Statistics 
P 

Values 

SL x 
GTD -> 
EE 

-0.034 -0.027 0.036 0.928 0.177 

SL x 
GRC -> 
EE 

0.023 0.019 0.045 0.506 0.307 

Note: EE: Employee engagement, GTD: green training & development, GRC: green 

reward & compensation 

 

The after mentioned outcomes show that SL has a major effect on the link between GRT, 

GRC and EE. 
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CHAPTER 5 

DISSCUION 

 

The purpose of the current study was to determine the impact of green human resources on 

employee performance in Pakistan's technology sector. Our study's results are not the same 

as those of previous studies. Analysts in the technology industry were chosen as research 

participants in order to determine the connection between worker engagement and output. 

The objective of this research’s to investigate the direct and indirect effects of employee 

engagement on Green HR practices through employee performance. The study also looks 

at how the impact on employee engagement is moderated by spiritual leadership strength, 

as determined by the GHRP. The claim that the data in these datasets demonstrates how 

GHRP raises worker productivity. A key factor in the relationship between an employee's 

performance and general HR procedures is employee participation. The results are 

consistent with previous research. Energy-efficient facilities, remote meetings, and 

telecommuting are just a few examples of green HR practices in the BPO’s call centers 

employees that may drastically lower the sector's carbon footprint and support long-term 

sustainability objectives. 

Examined how the connections between GHRP and EE and between EPs affected each 

other. Programmers' performance rapidly improved as a result of their increased enthusiasm 

in their profession. However, when work engagement increases after it has reached the 

critical threshold, job performance declines. Additionally, the study suggests that lower 

GHRP strength perceptions are associated with worse employee engagement outcomes 

(Prasad et al, 2022). The findings of this study are consistent with other research suggesting 

that spiritual leadership may have an impact on the connection between GHRP and 

employee engagement. These results are consistent with past studies that found spiritual 

leadership to have a moderating effect on the connection between GHRP and employee 

engagement. Workers' efforts to environmentally friendly projects, including developing 

software programs that use less energy and putting data center optimization techniques into 

practice, are accepted (Ababneh et al, 2021). Green HRP positively impacts IT employee 

performance by promoting environmentally responsible practices, enhancing operational 

efficiency (Naseer et al, 2023). 
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5.1 Hypothesis 1 
Examine whether green training and development improves your employees' productivity. 

Employee performance is clearly improved by green training and development, according 

to the statistics (B=0.718, T=16.320, P=0.000). Thus, the primary hypothesis is supported 

by the researchers. 

5.1.1 Discussion 
Green training and development are positively correlated with employee performance (EP). 

(GTD) is demonstrated by the findings First research objective should be match to the 

analysis results in which green training give employee performance a boosting effect. 

Accordingly, earlier researchers Hu et al., (2019) discover the similar related situation in 

China's IT industry. Additionally, compared to other emerging nations, the adoption of 

green HR practices be distinct discover the similar relationship situation in China's IT 

industry. Furthermore, compared to other developing nations, this country should adopt 

green HR practices differently (Sharma et al., 2019). The study's findings show that green 

training and development has a major influence on staff performance, supporting the theory 

(Daily et al, 2012). The study suggests that since green actions should support both 

company and country transformation, companies should ensure that employees are aware 

of green practices and provide useful training. The green development of the IT sector 

supports both organization improvement and higher competitiveness globally (Alraja et al, 

2022). 

5.2 Hypothesis 2 
 H2; Green rewards and compensation have a substantial and favorable influence on 

employee performance, according to the data (B=0.198, T=1.951, P=0.026). The statement 

indicates that H2 is supported. 

5.2.1 Discussion 
The study's second findings should support the original concept. Thus, the findings indicate 

that employee performance (EP) and green reward & compensation (GRC) are related. 

Additionally, earlier research produced some pertinent findings. Giving employees 

incentives can significantly boost an organization's performance (Jabbour et al, 2016). In 

line with previous research findings, the study demonstrates a strong correlation between 

green reward & compensation (GRC) and employee performance (EP). The study also 

found that providing green incentives increases employee commitment, so it is crucial for 

businesses to reward sustainability (Masri et al, 2017). Researchers propose that although 

green involvement offers chances for ecological organization activities, which improves 
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employees' overall performance, green recruiting, training, performance management, and 

remuneration focus on strengthening employees' green abilities (Rizvi et al, 2021). 

5.3 Hypothesis 3 
H3 Determine if employee engagement is little impacted by green training and 

development (B=-0.021, T=0.287, P=0.387). H3 was thus not supported. 

5.3.1 Discussion 
Since of this, previous research confirms these findings since GTD has no effect on 

employee engagement (EP). Consequently, the research may apply GTD to boost employee 

motivation, which in turn boosts corporate productivity. The results seem to indicate that 

green training and development is insufficient to boost employee engagement; thus, the 

objective not aligned to hypothesis because more attention should be paid to education and 

training. They can assist prepare new eco-friendly employees by allowing current 

employees to develop a variety of work experiences (Aboramadan, 2022).  In addition to 

following laws and regulations, green HRM promotes employee participation in volunteer 

green projects. Businesses gain from this strategy by lowering expenses, recruiting and 

keeping green workers, and enhancing operational efficiency. Additionally, it increases 

one's advantages in work (Arasli et al, 2020). To improve environmental management and 

encourage green behavior among employees, organizations must apply Green HRP's 

activities. Employees that feel their training is inadequate perform worse and are unable to 

accomplish their goals, which is detrimental to the company. Since green training 

frequently doesn't address their main responsibilities or objectives, employees frequently 

feel it is pointless and has little impact on their level of involvement. A person may be too 

preoccupied with study and project work, leaving little time or energy for being 

environmentally conscious. Green training's impact on employee dedication can be difficult 

to quantify, making it difficult to determine its effectiveness or areas for development. If 

feedback and green training are not provided to employees, they may lose motivation and 

become less engaged in their work. 

5.4 Hypothesis 4 
H4; The findings showed that employee engagement is significantly impacted by green 

rewards and remuneration (B= 0.118, T=1.752, P= 0.040). Shown support for H4. 

5.4.1 Discussion 
According to findings research objective should match with hypothesis that employee 

engagement is significantly affect with reward and compensation policy which is given by 
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the company. Researchers discovered that green awards increase employee loyalty, which 

was corroborated by previous research. According to the report, managers have to give 

extra incentives and bonuses to staff members who adopt green practices (Islam et al, 

2021). According to the study, green rewards have a big impact on worker engagement. 

Dumont et al, (2017) GRC has been shown to have a favorable impact on employee 

engagement. Green Work engagement, green HR practices, and green incentives were 

revealed to be significantly positively correlated by the study. Green incentives have a good 

impact on employees (Ari et al, 2020). 

5.5 Hypothesis 5 
 H5; Determine whether employee performance is significantly and favorably impacted by 

employee engagement. The results employee engagement has a significant and positive 

impact on employee performance (B= 0.240, T=4.065, P= 0.000). Therefore, H5 was 

supported. 

5.5.1 Discussion 
One of the key factors that directly affects employee performance is employee engagement. 

The results indicate that employee work engagement is significantly impacted.  Employees' 

performance in Pakistan is significantly impacted by their level of engagement at work. 

Research indicates that when employees are responsible and actively involved, the team 

accomplishes its goals and employees become more productive (Paliga et al, 2022). Tisu , 

(2020) said that workers who are engaged find their occupations appealing, engaging, and 

relevant. They also show enthusiasm and joy when their companies support their personal 

performance, which shows that work engagement has a satisfactory effect on worker 

performance. The findings of earlier research in this area show that opinions on the 

relationship between employee participation and performance are divided. Staff 

engagement has a significant impact on staff production, according to evidence (Rashid et 

al, 2022).  Second, there is no obvious impact of employee participation on performance 

(Lim et al, 2021). The main objective is to enhance the mediating role which is directly link 

towards employee performance hence the findings results are match with our objective that 

employee performance is significantly impacted with employee engagement. 

5.6 Hypothesis 6 
 H6; the relationship between employee engagement and green training and development 

will be moderated by spiritual leadership. The findings showed that spiritual leadership and 
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green training and development had a negligible and detrimental effect on employee 

engagement. (T=0.928, P=0.177, B=-0.034). H6 was thus not supported. 

5.6.1 Discussion 
The study investigates how employee engagement is not affected by spiritual leadership 

and green HR practices. Our objective is not match with this hypothesis because some 

employee think that their leader is not fully communicate with them they did not motivate 

the employee if they achieve their goals that’s why their results is not supported with 

objective. Furthermore, social learning theory holds that social learning is a cognitive 

process that may be carried out through instructions or observations even in the absence of 

direct guidance. According to the social learning theory, we suggest that workers who 

support their company's GHRP initiatives and spread green knowledge also influence BPO 

call center leaders, act as role models for other workers, and help their staff members adopt 

similar practices so they can join the group of workers who follow green practices at work. 

The influence of spiritual leadership on staff engagement and green training and 

development is negligible. Leadership involves emotional connections, authenticity, and 

spiritual values, with research indicating this. However, leadership is not always perfect 

and can have negative impacts, prompting scholars to examine potential contingencies and 

potential negative impacts (Fry et al, 2011). Over the past two decades, scholars have 

explored spiritual leadership, but there are still gaps in understanding. Current research 

lacks clear examination of key leader characteristics and situational factors, such as 

interconnectedness, religious faith, and leader personality, which are crucial for spiritual 

leadership (Sweeney et al, 2012). Green HR strategies and spiritual leadership are required 

to promote eco-friendly behavior Via encouraging green HR procedures and spiritual 

leadership. Additionally, the study looked at the impact of spiritual leadership on Pakistan's 

IT industry. Furthermore, despite the challenges of cross-referencing data, green HR 

practices support sustainability and corporate social responsibility. It suggests that 

implementing training programs and green policies help Pakistani IT companies perform 

better (Khan et al, 2019). . According to this study, there are existing correlations between 

spiritual leadership and green training, and by combining sustainable and spiritual themes 

via individuals leading others, even stronger ties may develop. People must work harder in 

a global setting due to globalization and new technologies, and they must rely more on 

leaders' affection, effective communication, and team spirit to foster collaboration (Maidl 

et al, 2022). The presence of a spiritual leader plays a significant role in ensuring that HR 
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supports workers by fostering appropriate corporate values. Measuring these values should 

come before implementing the program. Developing our spirituality via learning and 

growth frequently enables us to operate in a sustainable manner. Employee involvement 

has increased, and they are now contributing to the identification and resolution of 

sustainability concerns. The chosen studies were tagged and categorized, and the research 

provides agenda-setting recommendations. It is a piece of writing about managing 

coworkers and spiritual leadership that aims to increase organizations' environmental 

responsibility. 

5.7 Hypothesis 7 
 H7; The relationship between employee engagement and green rewards and remuneration 

will be moderated by spiritual leadership. The findings showed that employee engagement 

is not significantly impacted by spiritual leadership or green rewards and incentives. 

(T=0.506, P=0.307, B=0.023). H7 was thus not supported. 

5.7.1 Discussion 
The study backs up the finding that spiritual leadership has little bearing on worker 

encouraging a work climate that allows individuals to fulfill their spiritual aspirations and 

encouraging participation through rewards and compensation (Sapta et al, 2021). 

Workplace spirituality and spiritual leadership are frequently viewed as advantageous for 

both firms and individuals. Both good and bad sides can exist, too, since some workers find 

it difficult to follow their spirituality, which can result in disinteresting encounters as well 

as other drawbacks including seduction, manipulation, and overthrow (Afsar et al, 

2016This study examines the connection between IT industry success and employee 

engagement, with a particular emphasis on spiritual leadership and green HR practices. The 

findings indicate that employee performance is not greatly impacted by engagement, which 

functions as a mediator in the link between performance and GHRP’s (Chen et al, 2012). 

Spirituality is adopted at both individual and organizational levels through an initial stage 

of awakening, where individuals or organizations recognize the void due to a lack of 

spirituality. Stages 2 and 5 of the spiritual transformation process involve disappointment, 

recovery, and a deeper questioning of beliefs. Stage 4 is a negative phase, while Stage 5 is 

the dawn stage, where individuals adopt spirituality with a sense of interconnectedness and 

perfection thus, increased engagement improves work performance in the IT business, but 

it declines after attaining important value, according to a study that examines the link 

between EP and GHRPs. Altaf et al, 2011). The three existing theories on spiritual 
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leadership have two gaps. The first is a disregard for the attributes of a spiritual leader and 

the outside forces that support effective spiritual leadership. The second gap relates to 

boundary conditions and whether spirituality can become a bane or a benefit, as seen in 

hypocritical and sinister leaders (Bauman et al, 2013).  

5.8 Hypothesis 8 
 H8; The relationship between employee performance and green training and development 

will be mediated by employee engagement. The findings showed that employee 

engagement is significantly impacted by employee performance or green training and 

development. (T=4.575, P=0.000, B=0.13). H8 was thus supported.     

5.8.1 Discussion 
The results show that employee performance (EP) and green training and development are 

favorably connected through the mediating influence of employee engagement. In order to 

determine if green training improves employee performance, the first study goal should 

align with the analysis findings. Accordingly, previous studies Hu et al. (2019) find a 

similar issue in the technology business in Pakistan. The implementation of green HR 

practices also be different in call centers than in other developing countries. 

5.8 Hypothesis 9 
H9; The link between green reward & compensation and employee performance will be 

mediated by employee engagement. The results demonstrated that green training and 

development or staff performance has a major influence on employee engagement. 

(B=0.124, P=0.000, T=4.209). As a result, H9 was supported. 

5.9.1 Discussion 
The findings indicate a positive relationship between green reward and compensation and 

employee performance (EP), with employee engagement acting as a mediating factor. The 

initial research aim should be in line with the analytical results to determine if green 

compensation give to employee in regard their achieves its enhances employee 

performance. Accordingly, earlier research identifies a comparable problem in Pakistan's 

technology industry. Call centers also adopt green HR practices differently than other 

businesses. 

5.10 Theoretical Contributions  
The most current research advances theory in a number of ways. The study found that 

GHRP causes employees to perform better. Accordingly, this study supports the previous 



62 
 

study's conclusions that GHRP influences employee performance and suggests that similar 

findings be retested in different contexts in future research (Bednall, 2014). 

        Second, the AMO hypothesis proposes that employee engagement acts as a mediator 

between the direct and indirect effects of GHRP on employee performance.The current 

study demonstrated that spiritual leadership is an important underlying mechanism in the 

relationship between GHRPs and employee engagement, which supports a specific feature 

of the AMO hypothesis. This is the first research of its kind to investigate whether an 

underlying link is mediated by employee engagement (Bowen, 2004). GHRP gives workers 

a sense of empowerment, which motivates them to put in greater effort at work. 

Additionally, by demonstrating how spiritual leadership modifies the association between 

GHRPs and worker engagement, our study advanced knowledge in that area. The study 

addresses a significant research gap on certain HR practices and evaluates the impact of 

GHRP on employee performance by concentrating on employee engagement. The purpose 

of this study is to examine how employee engagement affects Green HR practices both 

directly and indirectly through employee performance. Additionally, the study examines 

how spiritual leadership strength, as measured by the GHRP, moderates the effect on 

employee engagement. the assertion that these dataset’s data show how GHRP increases 

employee productivity. Employee engagement is a crucial component in the connection 

between an employee's performance and standard HR practices. The findings align with 

earlier studies. Among the green HR practices used by BPO call center personnel include 

green construction, virtual meetings, and telecommuting. These practices have the potential 

to significantly reduce the sector's carbon footprint and promote long-term sustainability 

goals. 

Additionally, we discovered that the relationship between GHRP and employee 

engagement was moderated by spiritual leadership strength. To the best of our knowledge, 

no study has explicitly examined the moderating effect of spiritual leadership. In this way, 

we were able to show how GHRP views reinforce the relationship between employee 

engagement and performance. Finally, earlier studies (Messersmith, 2011). HRM has been 

found to be strongly associated with a number of factors of workers' attitudes and actions 

at work. In order to assess the outcomes of certain activities, such as the impact of creative 

behavior, many of these studies used a variety of HRM activities. By examining the 

function of employee engagement—which had not been previously examined—the current 

study investigated how GHRP influences employee performance. 
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          In line with the goal of the study, the AMO theory offers insightful information on 

how GHR practices might enhance academic staff dedication and behavior in the IT 

industry (Ali et al, 2022). According to the Ability, Motivation, Opportunities (AMO) 

hypothesis, human resources ought to concentrate on employee abilities, rewards, and 

chances to improve productivity and corporate social responsibility (Yu et al, 2020). 

GHRP’s and employee performance should linked in different ways. First, using the lens 

of GHRP’s and employee engagement, our work examines the mediating function of EE 

as an underlying mechanism of the theory of attitude. Second, our research supports the 

idea that EE acts as a mediating factor between EP and GHRPs. Third, by utilizing social 

learning theory, our study adds SL as a moderating variable in the indirect association 

between GHRM and employee engagement via GTD and GRC. The study's theoretical 

underpinnings, assumptions, research methodology, and findings are covered. We conclude 

our study by going over the findings, ramifications, restrictions, and potential avenues for 

further investigation. 

5.11 practical Implications 
For managers, executives, and staff members who deal with IT, the research's conclusions 

have some real-world applications. Improving the involvement of employees entails 

recognizing the significance of employee engagement. The present study is being 

conducted in the context of information technology, where employees use technology to 

boost engagement and perform better. G-HR procedures are essential for encouraging 

sustainability and creating a work environment that embraces and incorporates eco-friendly 

activities, which improves ecological performance and employee happiness (Kalogiannidis 

et al, 2021). According to the literature, employee engagement and performance are 

positively correlated with green HR practices, and spiritual leadership However, these 

results should be included in future research. G-HR procedures encourage eco-friendly 

mindsets, which improves corporate ecological performance and employee happiness. 

        Our study offers ideas to researchers looking into spiritual leadership by covering the 

existing body of knowledge and allowing a better view of the past, present and future of 

this concept.  First, being involved with employees allows GHRP to have an effect on their 

performance both directly and indirectly. Since GHRPs motivate employees to participate, 

organizations must design their GHRPs to produce positive results. Organizational changes 

are the responsibility of the manager and leader. It points out that sharing information 

openly requires keeping feedback going all the time. Having a positive approach to staff 
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performance helps people feel comfortable saying what they think. The study found aspects 

that can impact how workers perform jobs (Iftikar et al, 2022).This study demonstrates that 

a work environment that aligns with employee engagement leads to improved well-being, 

increased productivity, and benefits the organization. Research suggests leadership and 

spiritual workforce environments impact employee performance. 

Second, it's critical that the company assigns the worker a variety of jobs. This implies 

implementing the new methods, strategies, and technologies. Employee technology 

performance  ultimately increase as a consequence of innovation producing new ideas and 

insights, like green technology, which improves performance. Since feedback and 

discussion may have a good effect on employees' reactions, an open communication 

strategy is advised to boost employee engagement and modify GHRPs. 

        Thirdly, the company has to help employees take advantage of technological 

advancements. Training and continuing education should be promoted by sector policies. 

The staff give them rewards. The performance of employees also be affected. Lastly, the 

policies of organization hierarchy remain same at all levels, especially in HR sector. Green 

HR practices promote sustainability in the workforce. This study synthesizes empirical 

research to align employee development, engagement, and performance improvement in 

organizations. It proposes an upward gain spiral model, incorporating resource caravan and 

exploring theoretical implications. Future research evaluate the effectiveness of each 

construct. 

Green practices may boost employee performance and support sustainable growth with the 

help of this study's useful insights. The significance of incorporating green HRM practices 

into corporate strategies—like eco-friendly hiring procedures and environmental training 

initiatives—is emphasized. By implementing GHR principles, which necessitate significant 

employee empowerment, the study indicates that GHRPs in emerging economies can 

improve their effectiveness. Employee engagement programs are proven to improve 

motivation and performance, leading to increased attendance, productivity, and job 

satisfaction. These initiatives provide possibilities for professional growth, 

accomplishment recognition, and employee feedback, strengthening the relationship 

between employees and the company. By designing and implementing programs tailored 

to employee needs, these programs offer opportunities for employee feedback, professional 

development, and achievement recognition. Effective engagement programs not only 
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inspire workers but also increase their dedication to the organization's objectives, which 

eventually helps it succeed in the long run. 

5.12 Limitations and Future Research 
The recent study suggested a number of limitations for further investigation. First, a cross-

sectional design was employed. In the future, data analysis require a longitudinal design. 

Second, the current work examines a unidimensional entity. Future studies can make 

advantage of the evaluation of the many GHRP aspects. Additionally, additional GHR 

components are used in the study to connect the association in subsequent research. The 

study recommends that future research take into account perceived organizational support 

for sustainability, green employee engagement, the moderating role of leadership style, and 

the green HR practices recommended in the literature on employee performance (Li et al, 

2023). The study highlights social responsibility for future research because there aren't 

many studies on the subject, and it finds ways to improve employee performance in the 

health industry through green innovation and risk management techniques. 

       Future studies might concentrate on the three topics listed below: First, investigate in 

a group context the relationship between job performance and work engagement. Second, 

longitudinal research can confirm the causal link between an increase in employee 

performance and the growth of psychological capital. Finally, the influence process 

theoretical model may be examined using qualitative research. Future research should 

examine how the GHRP operates and what it does in developed and developing nations, 

how green citizens behave, and how for-profit and non-profit organizations operate. This 

literature review examines the impact of Green Human Resource Management (G-HRM) 

practices on employee green attitudes, satisfaction, behavior, and organizational green 

performance, aiming to guide leaders in adopting strategies that align with unique 

organizational challenges and opportunities (Majid et al, 2023).  

Organizational results and work unit spirituality were influenced by the study's mapping of 

leaders' inner-life practices, vision, values, and spiritual behaviors. Nevertheless, it lacked 

empirical backing, indicating that this should be the main focus of future studies. Although 

the research covered a lot of ground, it only used data from one database—Scopus—which 

may have had pertinent articles. Additionally, the study exclusively included research 

publications written in English, which promotes the publication of peer-reviewed works 

written in other languages (Lata et al, 2021). Employee involvement was examined as a 

mediator in the study's analysis of the connection between performance and Green 



66 
 

Employee engagemnet. To find out more about the underlying mechanisms, future studies 

might look at other mechanisms like employee motivation, innovation, or green 

organizational culture (Islam et al, 2021). 

5.13 Concluding Remarks 
The results of this study demonstrated that GHRP improves employee performance. 

Regarding the connection between GHRPs and worker performance, worker engagement 

acts as a mediator. Additionally, we discovered that the effects of GHRP on spiritual 

leadership and staff engagement are moderated by GHRP perceptions. When workers feel 

they are performing at a high level, they are more willing to embrace new techniques, 

methods, and talents at work. The growing concern for sustainability and greening 

workplaces has led to the emergence of new research fields like Green Human Resource 

Management (GHRM), green supply chain, and green marketing. GHRM is a crucial 

management practice that aids organizations in reducing their carbon footprints and 

promoting business sustainability. According to the study, engagement serves as a mediator 

between GHRP and improved employee performance. GHRP's influence on employee 

engagement and spiritual leadership is moderated by perceptions of the program. 

         By enhancing their impressions of the caliber of their work, managers may empower 

their employees and inspire innovative behavior. Managers and decision-makers must pay 

close attention to innovative employee activities since they are crucial to the growth and 

viability of the company, particularly in higher education institutions. This research 

highlights the significance of embracing spiritual leadership in the workplace, which 

consists of beliefs, dispositions, and actions that motivate others to pursue greater 

objectives. This may be accomplished by managers by fostering a happy work 

environment, assigning duties that are consistent with principles, encouraging work-life 

balance, and letting staff members follow their passions. Data from IT businesses may have 

reduced the study's generalizability; better results would require future replication in 

different industry and cultural contexts. However, more study is needed to verify these 

relationships, especially in the industrial and services sectors. Knowledge sharing and 

creativity are mediated by workplace spirituality and intrinsic drive. Employee 

performance is examined in relation to green hiring, performance, and training. Providing 

creative ideas, promoting sustainable industrialization, and building strong infrastructure 

are the three objectives of Goal 9. For creative answers, promote sustainable industry, and 

build strong infrastructure. Concern for the environment and resources encourages and 
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drives innovation. Businesses are embracing the idea that resources shouldn't be used up 

faster than they can be replenished and that trash output shouldn't exceed the ecosystem's 

carrying capacity. This underscores the need for circular innovation strategies that align 

with the ideals of digital companies. 

By emphasizing environmentally friendly initiatives, offering training, and rewarding 

green behavior, green HR practices may increase employee engagement, contentment, and 

devotion while also promoting a green culture inside the company. The paper proposes that 

green HR approaches, such green hiring and training, may encourage employee green 

behavior and company social obligations by using the ability motivation opportunity 

theory. The study suggests that spiritual leadership in public sector organizations may not 

be as effective as it appears. It suggests that leaders should consider both their spiritual and 

actual needs, as spiritual needs encourage emotional interaction and creativity. Effective 

spiritual leadership can lead to personal and organizational benefits, such as job 

satisfaction, mental health, career motivation, and increased work engagement. This 

research could help organizations improve employee performance and contribute positively 

to the community. The environment and businesses both gain from green HR practices, 

which strike a balance between profit and the environment. They increase worker 

involvement and provide benefits for long-term sustainability. These practices are globally 

relevant and can create positive outcomes, paving the way for future research.  

           The study finds that putting Green HR strategies into practice greatly increases 

employee engagement (EE) and has a favorable effect on employee performance, with EE 

level being a key factor. A viewpoint frequently missed in previous research, the study 

emphasizes the need of active employee participation in guaranteeing sustainable progress 

through eco-friendly HR practices. Future studies should examine other mediators and tools 

in a variety of organizational contexts to further understand and strengthen the relationship 

between engaged workers and an organization's efforts. Green training, performance, and 

recruiting are significantly correlated with green HR strategies, which also balance profit 

and planet, increase employee engagement, and support sustainability. Because GHR is a 

new and untested idea, resistance and time restrictions may have hampered research 

participation. Our research concluded that GHR plays a critical role in an organization's 

sustainability, and the relevance of GHR in promoting desirable employee 

performance through GTD and GRC is demonstrated by the acceptance of study 

hypotheses. The indirect effect of GHR on employee performance through EE is mitigated 
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by green knowledge exchange. For this reason, EE, EP, and GHRP are crucial for workers 

and businesses. Furthermore, our study's shortcomings and ramifications offer a chance for 

more research in the same area. 
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Appendix 

Dear Respondent, 

I am a student of MSMS at NUML, Rawalpindi. I am researching on “Analyzing the 

Employee Performance through Green HR Practices: Mediating Role of Employee 

Engagement and Moderated by Spiritual Leadership” You are requested to voluntarily 

participate and fill out the survey to the best of your knowledge and information. Your 

responses be kept confidential and resulting data be summarized on a general basis and not 

on an individual basis. Please read the instructions carefully and answer all the questions. 

There are no “tricky” questions, so please answer each item as conveniently and as honestly 

as possible. All the questions must be answered. Your identity remain confidential, thus 

more fair feedback is solicited.  The responses have evaluated on Likert Scale, ranging from 

1-5, and consume around ten minutes of your good self, accordingly.  

I once again thank you for your assistance and cooperation.  

Demographics 

Please, put a tick mark in the space provided or fill in according to the specific instructions 

given. 

Gender Male Female  

Age 18 and above 18 - 22 years 23- 27 years 

Marital status Single Married  

Level of education Bachelors Masters MPhil/MS 

Work experience Less than 5 years  10-15 years 15-20 years 

Kindly tick the appropriate response against each item. You are requested to be honest in 

answering the item as per the Likert scale interval:  
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Item Strongly 

agree 

Agree Neutral Disagree Strongly 

Disagree 

Green Training & Development “My company provides employees with green training 

to develop employees’ knowledge and skills required for green management. 

1. My company attracts 

green job candidates 

who use green criteria 

to select 

organizations. 

     

2. My company uses 

green employer 

branding to attract 

green employees. 

     

3. My company recruits 

employees who have 

green awareness. 

     

4. My company 

considers candidates’ 

green attitudes in 

recruitment and 

selection. 

     

Green Reward & Compensation “My company relates employees’ workplace green 

behaviors to rewards and compensation. 

1. My company relates 

employees’ 

workplace green 

behaviors to rewards 

and compensation. 

     

2. Our firm makes green 

9benefits 

(transport/travel) 

available rather than 

giving out pre-paid 

cards to purchase 

green products. 

     

3. In our firms, there are 

financial or tax 

incentives (bicycle 

loans, use of less 

polluting cars). 

     

4. Our firm has 

recognition-based 

rewards in 

environment 

management for staff 

(public recognition, 

awards, paid 
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vacations, time off, 

gift certificates). 

Employee Engagement  

1. At my work I feel 

bursting with energy. 

     

2. At my job, I feel 

strong and vigorous. 

     

3. I am enthusiastic 

about my job. 

     

4. My job inspires me.      

5. When I get up in the 

morning, I feel like 

going to work. 

     

6. I feel happy when I 

am working intensely. 

     

7. I am proud of the 

work that I do. 

     

8. I am immersed in my 

work. 

     

9. I get carried away 

when I am working. 

     

Spiritual Leadership  

Vision “I have faith in my supervisor’s vision for its employees” 

1. I understand and am 

committed to my 

organization’s vision. 

     

2. My workgroup has a 

vision statement that 

brings out the best in 

me. 

     

3. My organization’s 

vision inspires my 

best performance. 
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4. I have faith in my 

organization’s vision 

for its employees. 

     

5. My organization’s 

vision is clear and 

compelling to me. 

     

Hope/Faith “I persevere and exert extra effort to help my supervisor because I have faith 

in what he/she does”  

1. I have faith in my 

organization and I am 

willing to do 

whatever it takes to 

ensure that it 

accomplishes its 

mission. 

2. I persevere and exert 

extra effort to help 

my organization 

succeed because I 

have faith in what it 

stands for. 

     

3. I always do my best 

in my work because I 

have faith in my 

organization and its 

leaders. 

     

4. I set challenging goals 

for my work because 

I have faith in my 

organization and want 

us to succeed. 

     

5. I demonstrate my 

faith in my 

organization and its 

mission by doing 

everything I can to 

help us succeed. 

     

Altruistic love “My supervisor is honest and without false pride”  

1. My organization 

really cares about its 

people. 

     

2. My organization is 

kind and considerate 

toward its workers, 

and when they are 
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suffering, wants to do 

something about it. 

3. The leaders in my 

organization walk the 

walk as well as talk 

the talk. 

     

4. My organization is 

trustworthy and loyal 

to its employees. 

     

5. My organization does 

not punish honest 

mistakes. 

     

6. The leaders in my 

organization are 

honest and without 

false pride. 

     

7. The leaders in my 

organization dare to 

stand up for their 

people. 

     

Employee Performance  

1. I perform hard tasks 

properly. 

     

2. I try to update my 

technical knowledge 

to do my job. 

     

3. I do my job according 

to what the 

organization expects 

from me. 

     

4. I plan the execution 

of my job by defining 

actions, deadlines, 

and priorities. 

     

5. I plan actions 

according to my tasks 
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and organizational 

routines. 

6. I take initiatives to 

improve my results at 

work. 

     

7. I seek new solutions 

for problems that may 

come up in my job. 

     

8. I work hard to do the 

tasks designated to 

me. 

     

9. I execute my tasks 

foreseeing their 

results. 

     

10. I seize opportunities 

that can improve my 

results at work. 
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