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Abstract

:

Due to the recent economic crisis, the requirement for sustainable company performance has spread across the globe, with green initiatives being seen as the best way to address it. Recent literature and regulators have taken notice of this predicament. The deployment of green innovation, responsible leadership induction, and green human resource management (GHRM) techniques have been made necessary by the significant focus on attaining business sustainability. This study aims to provide light on the banking industry’s perception of how GHRM practices, green innovation, and responsible leadership affect business sustainability practices. The data were provided by 396 banking professionals employed by the top five commercial sector banks nationwide. By using the Mplus program for analysis, the study’s hypotheses were evaluated using structural equation modeling. The findings show a positive relationship between GHRM practices, ethical leadership, green process innovation, and sustainable company performance. However, an intriguing finding between responsible leadership and sustainable business performance was the role that pro-environmental conduct played as a partial mediator. The findings offer scholars and practitioners interested in firms’ sustainable business performance additional context-specific social, ecological, and financial implications. The effectiveness of GHRM practices, responsible leadership, and green innovation as a strategy to increase business sustainability in a developing country environment has only received minimal academic attention so far. A literary gap exists as few studies have been conducted to test the role of green HRM, responsible leadership, and green innovation’s impact on sustainable business practices. Small number of studies taken pro-environmental behaviors as a mediator in the recent past. In light of this, the present study has taken these behaviors as a mediator to test the mediation effect in the banking sector of Pakistan. So, the present study removed the gap by exploring the mediation effect of pro-environmental behaviors. The selection of Pakistan’s banking sector for analysis in the present study is a significant contribution to the literature because no studies have previously been conducted on Pakistan’s banking sector to analyze the role of green HRM practices, responsible leadership, and green innovation’s impact on sustainable business performance through the mediating role of their pro-environmental behavior. The present study provides guidelines to senior management in the banking sector to understand the role of green HRM practices, responsible leadership, and green innovation practices’ importance for sustainable business performance as sustainable performance is essential to excel in this competitive business world.
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1. Introduction


Globalization and the emergence of social-media-influenced businesses and corporations to change their mind regarding profitability as businesses are no longer thought to be motivated by actions that maximize profits. Businesses must perform more sustainably to maintain their position in the market, both nationally and internationally, since social media development and globalization have increased public awareness of businesses’ social and environmental responsibilities [1]. The corporate world and enterprises today have learned that people are the focus of all initiatives that cover people, profit, and the planet. Due to the advancement of society’s emphasis on environmental issues and the enactment of more stringent environmental regulations by governments, there are significant consequences for businesses in Pakistan. To address environmental challenges in response to demands from many stakeholders, company managers are becoming more actively involved in modifying their strategy, internal initiatives for green innovation, and high-quality sustainable development [2]. Pollution served as a tangible indicator of poor or wasteful resource utilization. To establish a better balance between financial and environmental consequences, several firms have been advised to adopt low-carbon and environmentally responsible HRM practices.



Globalization has forced business organizations to consider beyond profit maximization, giving rise to corporate sustainability, which develops a “green” strategy of HRM and leadership and produces long-term value for customers and workers, among others. This approach places a strong emphasis on the environment by taking into account all aspects of corporate operations and their effects on society, culture, the economy, and the ecosystem [3]. Previous studies connected business sustainability to higher profits, lower waste, resources, water, power, and total costs [4,5]. These studies also linked business sustainability to higher worker productivity [6,7], lower hiring and attrition costs, and lower operational and strategic concerns [8]. Therefore, both academics and practitioners must have a thorough grasp of the variables influencing business sustainability. Humans heavily impact how businesses operate, as well as their efforts to adopt sustainability [9]. Only those who are aware of their responsibility for their activities while maintaining a positive mindset toward surroundings that may have an influence on the environment use green-oriented management techniques. Employer engagement, eco-friendly education, eco-friendly salary and benefits, and eco-friendly recruiting and selection are all key components of GHRM strategies. The GHRM has a significant impact on the establishment of environmentally friendly standards and procedures inside organizations [10]. Pakistan’s financial sector has made considerable recent advancements. The banking sector in Pakistan is regarded as one of the world’s most rapidly growing sectors [11]. This research will examine the function of responsible leadership in the context of employee performance. Any nation’s financial system is crucial to that nation’s overall economic health. Consequently, the leadership position is essential, and without it, the banking industry cannot continue to succeed. The banking sector of Pakistan covers the whole of Pakistan without any discrimination in any area and motivates the researchers to take this sector for the present study.



Pakistan’s economic structure relies upon the banking system, which is one of the nation’s fastest-growing sectors [12]. The total number of bank branches increased by 420 to 14,477 branches as of December 2021 [13]. The banking sector provides finance to every industry for their growth, and if the banking sector itself implements policies regarding GHRM practices and responsible leadership to achieve sustainable business performance then it can lend loans to those industries that play their role in low-carbon emission and higher sustainable business performance. Albert Bandura’s social learning theory (SLT) has gained a lot of traction as one of the most important theories of learning and is frequently used to explain a range of organizational behaviors. According to this hypothesis, learning new skills and behaviors may be accomplished via the observation of others. The four phases of this learning process are attention, retention, reproduction, and motivation. It is sometimes referred to as observational learning [14]. Leaders have a greater capacity to serve as examples for followers to see and absorb since they have official authority, a higher position, and control over resources. Responsible leaders will first take concrete steps to put environmental preservation ideals into practice by outlining environmental, social, and economic values to followers [15]. Such actions provide a vital message to followers that environmental measures are supported within the company, boosting the probability that workers will take part in environmental efforts. Additionally, leaders may teach staff how to engage in environmental practices at work by personally showing such behaviors.



The present paper focused on sustainable performance achievement by GHRM and responsible leadership through the lens of pro-environmental behavior because sustainable performance determines the mentality of business owners that they are implementing strategies for achieving sustainable business performance. Companies execute sustainably when they conduct their operations without degrading society’s and the environment’s quality. Even on a worldwide scale, a green firm conducts its operations with the welfare of mankind and the quality of the planet’s resources in mind [16]. When managers are aware of the social and environmental demands placed on them by customers, potential customers, and the government, they can help their company run in a highly sustainable manner. They can also ensure that these demands are not compromised in the name of a little more profit. Such a company maintains accurate records of the environmental issues that arise as a result of its activities and conducts its operations following the guidelines established by environmental regulatory bodies. If a corporation safeguards the quality of the environment and the welfare of the local populace in the area where it conducts its activities, it can have sustainable performance. As a result, the corporation cultivates an atmosphere that will allow it to grow [17]. The influence of responsible leadership is substantial on how well businesses and workers function [18] owing to its several facets, which include financial, societal, and ecological [19]. So, the current study will add to the corpus of information about the GHRM and RL implications on sustainable economic success in the banking sector of Pakistan, studying how green HRM practices, green process innovation, and responsible leadership affect the banking industry of Pakistan to execute sustainably in business.



A literary gap exists as few studies have previously been conducted to test the role of green HRM, responsible leadership, and green innovation’s impact on sustainable business practices. Mediating role of pro-environmental behaviors is least resrached area in the banking sector. In light of this, the present study has taken these behaviors as a mediator to test the mediation effect in the banking sector of Pakistan. So, the present study removed the gap by exploring the mediation effect of pro-environmental behaviors. The selection of Pakistan’s banking sector for analysis in the present study is a significant contribution to the literature because no studies have previously been conducted in Pakistan’s banking sector to analyze the role of green HRM practices, responsible leadership, and green innovation’s impact on sustainable business performance through the mediating role of their pro-environmental behavior. The present study’s preliminary findings indicate that green HRM and responsible leadership have a significant influence on enhancing sustainable performance. Employees’ active participation in sustainable performance is significantly influenced by their opinions of the organization’s socially responsible image, as demonstrated through responsible leadership and environmentally friendly HRM procedures. The present study provides guidelines to senior management in the banking sector to understand the role of green HRM practices, responsible leadership, and green innovation practices’ importance for sustainable business performance as sustainable performance is essential to excel in this competitive business world.



The structure of this paper consists of five parts. After introducing the topic, the paper gives the blueprint of the interrelationship of green HRM practices, green innovation, responsible leadership, pro-environmental behaviors, and sustainable business performance in light of past literary arguments. The third part describes how the sample, sampling technique, and sample size were selected. It also provides supportive data for the study concepts that have been acquired. This part also describes how the validity of data has been analyzed, and results, on account of this analysis, have been set. Afterward, the results and analysis section are presented along with the hypotheses’ results. Then, the conclusion, implication, recommendations, limitations, and future directions of the study are given.




2. Literature Review


Sustainable business performance is an essential element for businesses and it depends upon functions, processes, and operations of the business activities that determine the impact on the environment and health of employees and customers. It is necessary to conduct business deals to foster stronger social connections with the stakeholders, including producers, customers, the public in general, and regulatory authorities. A highly sustainable firm plans its plans and strategies to maximize revenue without sacrificing the ecosystem’s quality and the well-being of society. Over 70% of the top businesses in their industries have prioritized sustainability in their work agendas during the last several years. Leading firms’ studies confirm that cooperation with supply chain (SC) players is essential to the success of their sustainability initiatives. Green or sustainable supply chain management (SSCM) entails incorporating economic and environmental goals into the management of the supply chain’s operational strategy. Its integration boosts financial return and profitability while reducing the carbon impact [20]. The United Nations has established sustainable goals for the world that emphasize sustainable development, and countries across the world are implementing these goals [21]. Businesses across the globe have given considerable attention to sustainable development. In the present study, researchers focused on the contributions of green HRM, green innovative practices, and responsible leadership in sustainable business performance. The respondents to our study who work in the banking industry were also evaluated for the mediating effects of their pro-environmental activities. With the aid of earlier literary arguments, this research offers its principles regarding green HRM, green innovation methods, responsible leadership, pro-environmental behavior, and sustainable business performance. Researchers have identified several antecedents, including transformational leadership [22], ethical leadership [23], transactional leadership [24], servant leadership [25], environmental strategy [26], environmental proactivity and environmental awareness [27], and response management [27] for the performance of employees. According to studies, leadership plays a paramount role in organizational performance [28]. As per leadership studies, executives are crucial due to their role in strategy formulation and implementation for achieving organizational performance. A responsible business leader considers the company’s economic, societal, and environmental challenges all at once [19]. Although the body of existing work substantially deepens our comprehension that leadership is an essential and crucial part of work, situational, and environmental performance, this line of inquiry is nevertheless constrained in several ways.



First, with an eye toward the future, responsible leadership has become more important for the future environment. Organizations are converting their energy systems into green energy [29], which is an essential element of the environment. Deciding on business strategies that are moral and include the interests of all parties—including shareholders, customers, producers, staff, the environment, and future generations—is necessary to achieve sustainable performance [30]. This style of leadership is crucial for enabling environmental practices and improving business performance because responsible leaders are accountable for sustainable decisions by taking into account all stakeholders and future generations [31]. However, the majority of the current research has heavily emphasized other leadership styles, such as servant leadership, transformational leadership, and agile leadership, and has generally ignored the paramount importance of responsible leadership regarding environmental performance. Second, responsible leadership due to its triple bottom approach is effective for the economic, environmental, and social aspects of the firm. It indicates that responsible leadership will ultimately be beneficial for boosting organizational tasks and contextual performance. Past studies have tested the various leadership styles with task and contextual performance as the role of visionary leadership in contextual performance [32], and transformational leadership’s impact on task performance [33].



Individual performance has a significant impact on how long an organization will exist. Performance is based on an individual’s actions or conduct, and performance may be evaluated from the perspective of contextual performance, which comprises actions that enhance the efficacy of the organization by creating a conducive atmosphere for task performance [34]. Additionally, actions that are not specifically connected to work duties but have a big influence on organizational, cultural, and psychological settings are included in the contextual performance. These actions act as catalysts for the effective completion of the duties that have been given to them. A person’s performance is demonstrated to spur business expansion [35], organizational effectiveness [36], and overall performance of the organization [37]. Whereas, individual performance can be boosted through the induction of responsible leaders at workplaces [38].



2.1. Green HRM Practices and Sustainable Business Performance


This is a term developed from the green management concept, strategies, and procedures used by businesses to manage the environment [39]. It is known as the area of human resource management that focuses on efforts to turn organizational people into green workers with a vision to complete organizational sustainability goals and an awareness of environmental sustainability. The term “GHRM” also refers to a system that uses HRM strategies to encourage resource usage within corporate settings to achieve environmental sustainability. According to the theory underlying the movement and definition of GHRM, three fundamental ideas—ecology, sustainability, and social justice—serve as the foundation for the movement’s ideology [40]. Businesses are no longer thought to be motivated by actions that maximize profits. People are the focus of all operations nowadays, and corporations and the corporate world have acknowledged this change. This has transformed business and given rise to corporate sustainability, which develops “green” strategies to build long-term value for stakeholders including customers and staff [41]. Humans heavily impact business operations, environmental strategy, and initiatives to embrace it [9]. Only those who have a favorable view of the environment and a feeling of responsibility for their actions that could influence the environment use green-oriented management techniques. According to the authors, GHRM procedures are crucial in supplying the elements required for establishing corporate sustainability. The importance and possibilities of GHRM in attaining business sustainability are therefore highlighted in recent research [10]. The purpose of this research is to examine how GHRM practices impact corporate sustainability initiatives from the perspective of the banking sector. This study is important because it addresses a gap in the literature that has been identified on the causal link between GHRM practices and company sustainability. The industry’s viewpoint on this crucial topic is notably underrepresented in the current literature. By presenting the industry’s perspective on GHRM and corporate sustainability, the current research fills this vacuum in the literature. Practitioners will be able to assess the value of GHRM practices in realistically achieving business sustainability with the aid of the study’s findings. Considering the aforementioned arguments, it can be hypothesized:



H1: 

Green HRM practices have a significant positive impact on sustainable business performance.






2.2. Green Innovation and Sustainable Business Performance


When a business provides a unique product, service, or method to serve its stakeholders, it is considered green innovation. The dynamic capabilities viewpoint was created as an extension of the resource-based approach, and it contends that a company’s distinct skills and resources are its most valuable assets for creating and maintaining a competitive edge [42]. Technology advancements and the advantages of green technology are necessary for green innovation. Recycling techniques also have a beneficial impact on corporate performance, while green innovation may dramatically reduce costs and offer the chance to boost business performance [43]. When a business adopts proactive strategies to fulfill the goals and preferences of its stakeholders while also taking the next generation into account, sustainable development has occurred. Prior definitions of sustainability included meeting social and economic requirements without compromising the environment. Prior research on company sustainability has centered on accomplishing three specific goals, namely, social, environmental, and economic. The sustainability idea places a strong emphasis on achieving both company goals and people’s well-being. According to the aforementioned definitions of sustainability, businesses should not only focus on maximizing shareholder value but also take into account how their activities may affect society, the environment, and employees [44]. The advantages of sustainability practices will eventually be seen in higher profits, enhanced product quality, brand fulfillment, loyalty to the company, enhanced brand image, government support, cost savings from sustainable supply chains and logistics, decreased environmental liability, and lower legal and regulatory costs [45]. Focusing on green product innovation in corporate resources and processes, a recent study was conducted on sustainable business performance [46]. It found that using or integrating company resources (physical and human resources), as well as business operations such as organizational functions, production, and brand recognition, to shield the community and the environment from the detrimental consequences of firms led the firm directly toward corporate sustainability performance. Based on these arguments, we propose the following hypothesis:



H2: 

Green Innovation has a significant positive impact on sustainable business performance.






2.3. Responsible Leadership and Sustainable Business Performance


Leadership plays a crucial role in the success of any business, and responsible leaders are individuals who concurrently address economic, societal, and environmental concerns [19]. Leadership roles in sustainable business performance are essential as a leadership approach toward environmental aspects is vital, which sets a priority for sustainable development. The literature reveals that various leadership styles were tested with sustainable development such as ethical leadership [47], green transformational leadership [48], empowering leadership [49], and sustainable leadership [50]. The current study will further increase this knowledge by examining the contribution of leadership to long-term corporate success. Based on above mentioned literature, we proposed the flowing hypothesis:



H3: 

Responsible Leadership has a significant positive impact on sustainable business performance.






2.4. Responsible Leadership and Pro-Environmental Behaviour


Pro-environmental behavior is a type of workplace conduct that covers any acts made by employees to protect the environment, whether they are doing official tasks or acting voluntarily. Examples include conserving water and electricity, recycling paper, and printing on both sides. Pro-environmental workplace conduct entails measures that are meant to benefit the environment, such as water and energy conservation. Pro-environmental actions fall into two categories: proactive pro-environmental actions and task-related pro-environmental actions. To qualify as task-related pro-environmental conduct, the official actions or obligations outlined in the job description must be carried out in an environmentally responsible manner. Proactive environmental behavior, on the other hand, is voluntary behavior that incorporates individual actions and a self-starting strategy to behave in an eco-friendly manner [51]. Consequently, both sorts of pro-environmental conduct are crucial for any organization’s environmental management system. The environmental performance of the organizations is more likely to be positively impacted by these initiatives. Additionally, studies have shown that maintaining employees’ skills, motivation, and capabilities that form the cornerstone of the environmental management system is essential to maintaining environmental performance [52]. To contribute to the body of knowledge and close the gap in the banking industry, the current study uses pro-environmental behavior as a mediator between responsible leadership and sustainable business performance. It has been proven to be a predictor of sustainable business performance. In light of this, we suggested the following hypothesis:



H4: 

Responsible Leadership has a significant positive impact on Pro-environmental behavior.






2.5. Green Innovation and Pro-Environmental Behaviour


Green Innovation has explained what ecosystem innovation is [53]. Green innovation will decrease product consumption as well as certain environmental dangers such as CO2 emissions and other effects of climate change. Environmental design is characterized by the development of novel environmental systems, the application of eco-design principles, and the development of sustainable processes. Green innovation entails coming up with fresh concepts and encouraging creativity in goods, services, operations, and procedures [54]. Green innovation leads toward a positive impact on sustainability as well as pro-environmental behaviors of employees. So, we proposed the following hypothesis for the present study.



H5: 

Green Innovation has a significant positive impact on Pro-environmental behavior.






2.6. Green HRM Practices and Pro-Environmental Behaviour


The definition of green HRM is “HRM practices that improve favorable environmental results”. Through ongoing learning and development, the adoption of environmental objectives and strategies that are fully implemented with goals and strategic directions, and with the application of advancement strategies, green HRM can use human assets to achieve sustainable development, reduce waste, and have a civic moral compass and a competitive edge. [55]. In the new century, a proactive business attitude to environmental problems first emerged and “goes above pollution prevention and the mitigation of environmental impact” [55]. The management of human resources that combines environmental management concepts and procedures is referred to as “green HRM”. A supportive company that uses green HR practices is positively connected with an employee’s willingness to create and implement eco-friendly initiatives. Moreover, the modern strategy incorporates both corporate and environmental aims. Organizations must improve their environmental performance as well as their cultural, ecological, and economic sustainability [56]. There is a clear link between HR management and environmental administration since human resources are a company’s lifeblood and contribute to the achievement of environmental sustainability. Organizations must embrace green HRM strategies, or “HRM components of green management”, to encourage employee pro-environmental behavior at work, in response to the rising environmental concern throughout the world. HRM has an effect on employee attitudes and behavior at work, which, in turn, influences organizational performance, according to behavioral studies in HRM. Initiatives in green HRM urge staff members to act properly to save the environment. Green HRM practices assist employees in developing pro-environmental mindsets in both their professional and personal lives by increasing their environmental awareness and honing their habits. By encouraging workers to participate in environmental activities, green HRM supports environmentally favorable activities. We have put out the following hypothesis in light of the debate above.



H6: 

Green HRM has a significant positive impact on Pro-environmental behavior.






2.7. Pro-Environmental Behaviour, Responsible Leadership, and Sustainable Business Performance


“Willingness to engage in pro-environmental activities” has been characterized as an employee’s pro-environmental conduct. Several of these behaviors have been documented in the literature, including turning the lights off when leaving the workplace printing double-sided, forgoing the use of disposable cups, assisting businesses with the implementation of greening strategies, commuting by bicycle, lowering waste, and developing new environmental initiatives. [57]. Employee environmental behavior is crucially important for enhancing environmental performance. Employee engagement in environmental issues and the adoption of pro-environmental behaviors is seen as a successful strategy for firms looking to adopt a commitment to the environment and enhance environmental performance [58]. Based on the debate above, we have put out the following hypothesis.



H7: 

Pro-environmental behavior mediates the relationship between Responsible Leadership and Sustainable Business Practices.






2.8. Green Innovation, Pro-Environmental Behaviour, and Sustainable Business Performance


Employees who exhibit improved pro-environmental attitudes should be more motivated to provide original concepts and environmentally friendly solutions to issues. Furthermore, staff members would come up with novel solutions and suggestions that might aid in the molding of procedures to be more ecologically friendly. This may also occur as a result of workers’ increased affiliation with green HRM, as social identity theory predicts. Companies will be building a reputation for a moral and responsible business while implementing green innovation, which might have an impact on pro-environmental behaviors [59]. Employees would need to feel connected to green innovation and as they identify with it for these ethical practices to be successful. Workers may feel secure connecting themselves with a responsible firm since they will be sure that their employer is more ethical and responsible. This may help the employee’s reputation as a responsible citizen. People would believe that such trustworthy firms do not deceive employees but rather encourage and give rewards for doing so, so they may share their original ideas without fear of suffering bad consequences [60]. After this debate, we suggest that pro-environmental actions serve as the trigger for sustainable corporate practices. Thus, we suggest that:



H8: 

Pro-environmental behavior mediates the relationship between Green Innovation and Sustainable Business Practices.






2.9. Pro-Environmental Behaviour, Green HRM Practices, and Sustainable Business Performance


In recent years, psychologists have been looking at potential interventions that may improve employees’ pro-environmental behavior in their home environments, while in organizational settings, this idea has drawn the interest of academics [61]. Pro-environmental conduct refers to conscious efforts made by a person to reduce the damaging effects of his or her activities on the environment. People spend one-third of their time at work, making it crucial that they act in an environmentally friendly manner [61]. Hence, it is anticipated that improving employees’ pro-environmental behavior will have favorable effects not just on corporate settings but also on their personal life, having a greater effect on society as a whole. The organization’s environmental approach and workers’ pro-environmental conduct are both closely correlated with GHRM, according to the study. GHRM has furthermore been shown to be a predictor of worker pro-environmental behavior and environmental performance. In a recent study, several mediators in the relationship between GHRM and environmental performance were investigated [52]. To promote pro-environmental behaviors and attitudes among employees, the concept of green HRM is put out. To do this, green HRM should plan and build their training programs so that they effectively teach awareness of the environment, as well as the necessary corporate values, attitudes, and knowledge. The role of green HRM has been tested previously, and in the present study, the researchers proposed to test the following hypothesis.



H9: 

Pro-environmental behavior mediates the relationship between Green HRM and Sustainable Business Practices.






2.10. Pro-Environmental Behavior and Sustainable Business Performance


The effectiveness of corporate activities for environmental sustainability depends on how pro-environmental staff behaves. Ensuring adequate integration of ecological sustainability into strategies for human resources is one of the significant problems HR professionals face today. Despite the increased interest in researching environmental management and its possible advantages for business, few academics have examined the reasons behind employees’ pro-environmental conduct. During the last few decades, unrelenting climate change, extensive environmental damage, and escalating resource shortages have all advanced at alarming rates. Across the world, an increasing number of organizations are implementing various pro-environment programs [62]. Nonetheless, many pro-environmentally friendly corporate initiatives rely on employee pro-environmental behavior to be effective and, in some cases, to be created. Because of this, these behaviors are recognized as important factors in corporate social and environmental performance, which has an impact on both businesses and their constituents as well as the environment [63]. It shows that pro-environmental behavior plays a vital role in the sustainability of business organizations.



H10: 

Pro-environmental behavior has a significant positive impact on sustainable business performance.





To confirm the pertinence of the hypotheses used in the present study, Table 1 is included with references to previous empirical studies.



A research model is presented in Figure 1.





3. Research Methodology


The research methodology section contains sample selection, sample size, sampling technique, data collection, measurements used in the study, handling of social desirability, and methods used to control common method biases in the current study.



3.1. Sample, Sampling Technique, and Sample Size


Sampling is picking the ideal representative of the population involves a series of methods [72]. The sample must be representative of the whole population and if the sample is wrongly selected then the study is useless. To reflect Pakistan’s banking sector, the current study was conducted in that country’s banking industry, we have selected the four provincial and one federal capital of Pakistan. We have divided the population of the present study into strata’s and then selected the five strata based on a stratified random sampling technique. The purpose behind the selection of these five cities was the number of branches working in these cities. These cities have the largest number of banking branches in Pakistan, which provides the basis for selecting these cities for sample purposes. Only when the sample size is sufficient can the study’s findings be generalized, and they cannot be generalized in the absence of a sufficient sample size. If the population of the study is greater than 100,000 then a sample size of 384 is adequate [72]. The population of the present study is also higher than 100,000, which provides the basis for a large sample size.




3.2. Data Collection and Measures


Data from respondents were gathered using a survey questionnaire approach. A total of 600 questionnaires were distributed among bankers from five cities according to the number of branches in the cities. Five top commercial banks were selected based on the number of branches working in Pakistan. These banks include the National Bank of Pakistan (NBP), Habib Bank Limited (HBL), Allied Bank Limited (ABL), MCB, and United Bank Limited (UBL). We have received 428 questionnaires and out of 428, 396 questionnaires were fully completed and usable condition for analysis. So, the response rate is 66% in the present study.



The reliability and validity of the measures were pre-established as we have used the adapted scales in the present study. The green HRM scale consists of ten items [73]. In other words, GHRM includes integrating an organization’s environmental management goals into the HR procedures, such as recruiting and selection, development and training, performance management and assessment, and incentives and acknowledgment. Green HRM practices are considered essential for boosting organizational performance as it is possible to effectively concentrate managerial attention by combining several human resource management strategies, such as staff selection and training, performance evaluation and rewards, employee autonomy, and enablement [74]. The green innovation scale consists of four items [73]. We used the green innovation scale, which has four components, to measure the innovation of green products. Responsible leadership scale consists of four items [75]. Responsible leadership can be measured through different scales, and researchers measured it through different dimensions. Responsible leadership can be measured through the triple bottom approach in which a leader will only be considered as responsible leadership if he/she takes care of economic, social, and environmental aspects simultaneously [76]. The sustainable business performance scale has five items [73]. Sustainable business practices can be measured through different scales developed by various authors. In the present study, researchers have adopted the scale for measuring sustainable business practices. We have used a five-point Likert scale to measure the response of the above-mentioned scales for the present study.




3.3. Managing Social Desirability and Issues of Common Method Bias


To address the issue of social desirability, we let the respondents know that their information will only be utilized for the current study’s research goals and will not be shared with anyone else. Further, we convinced respondents to answer the questions with honesty and guaranteed them that their data will only be used in aggregate form. The data were collected from individuals working in the banking sector, and we used the cross-sectional technique of data collection, which enhanced the chances of common method bias. To overcome the issues of CMB, we requested the respondents to respond genuinely and honestly. We also performed the single-factor Harman test and results revealed that there were no potential issues of common method bias in the data as the highest variance shared by single factor was 29.8%, which is far less than 50% [77,78]. As a result, it is determined that the data of the current study do not include any probable common technique bias issues.





4. Data Analysis and Results


The analysis is of two types: the first one is descriptive analysis and the second one is hypothesis testing. SPSS was utilized to carry out a descriptive analysis, and hypothesis testing was conducted through Mplus. The results of descriptive analysis depict that there were more men than women among the respondents indicating that men predominate in Pakistan’s banking industry. Male respondents, 339, and female respondents, 48, which is comparatively low. The majority of respondents belong to the less than thirty years category as 189 respondents were below 30 years of age, which is 48.8 % of the sample size. Five private sector commercial banks were selected for the study and the majority of the responses were collected from HBL, MCB, UBL, ABL, and BAHL. HBL is the largest private-sector commercial bank with the highest number of branches across Pakistan. Most of the respondents have a master’s education: 249 respondents have master’s degrees, which is 64.3% of the sample size.



A large number of respondents have 3–6 years of experience in the banking sector and 118 respondents have 3–6 years of banking experience, which is 30.5% of the sample. Punjab is the largest province according to population and 209 respondents belong to Punjab, which is 53% of the entire sample size. Extensive details regarding respondents are given in Table 2.



4.1. Measurement Model Assessment


The measurement of the model consists of two sections. In the first section, individual items’ reliability and cross-loadings were tested by using SPSS. In the second section, mean, standard deviation, composite reliability, and correlation analysis were performed.



4.1.1. Individual Item Reliability


All items’ factor loading must be more than 0.7 as a requirement for convergent validity, and no items loading from any other construct may be higher than the construct being assessed [79,80]. Hence, the items removed, which now have smaller loading, enhance the quality of the data. Based on cross-loading results, only two item factor loadings are less than 0.7, which are now removed from the table. These two items are part of green HRM practices, and now the green HRM practices scale has eight items.




4.1.2. Cross Loadings


Cross-loading findings are shown in Table 3; all loadings are above or close to the threshold value of 0.7. Cross loadings enable discriminant validity, which is accomplished as a result.



Through the use of the Mplus software version 8.8, the structural equation modeling (SEM) approach is employed to assess the study’s hypothesis. SEM is the second generation of multivariate analysis, which covers every characteristic of the first-generation and updated version for handling complex models [81]. One of the most important advancements in the field of social sciences is SEM due to its significant role in social sciences [82].



We have confirmed the validity and reliability of the scale to verify the study’s hypothesis. The reliability of the scale is already measured as the scale was adopted, whereas the Average variance extracted (AVE) and the square root of AVE were used to assess the convergent and discriminant validity of the model. Each of the AVE scores exceeded 0.5, which is acceptable as per the criteria [82]; while, by utilizing the square root of AVE, we established the discriminant validity, where the square root of AVE value must be higher than the correlation of the relevant construct [83], which is fulfilled in the present study. Table 4 depicts descriptive statistics, i.e., mean (M), standard deviation (SD), composite reliability (CR), average variance extracted (AVE), and correlation among variables. Means and SD were calculated (responsible leadership (Mean = 4.011, SD = 0.875), environmental performance (Mean = 3.998, SD = 0.801), task performance (Mean = 4.101, SD = 0.890), contextual performance (Mean = 3.895, SD = 0.795), and sustainability practices (Mean = 0.3.929, SD = 0.799)). To investigate the relationship between the variables, correlation studies were carried out. The results of correlation analysis revealed that responsible leadership and environmental performance are strongly and positively associated (r = 0.244, p < 0.01), task performance (r = 0.365, p < 0.01), contextual performance (r = 0.188, p < 0.01), and sustainability practices (r = 0.289, p < 0.01). Environmental performance (r = 0.264, p < 0.01), task performance (r = 0.319, p < 0.01), and contextual performance (r = 0.209, p < 0.01) are all substantially and positively connected with sustainability practices.



The present study used the adapted scales and factor loadings, which were checked before the dissemination of the survey questionnaire. Only those items included for analysis have loadings of more than 0.50. Survey questionnaire reliability and validity were tested. Alpha values of constructs were more than 0.70, which indicates that there is no issue of reliability. Whereas, convergent validity was tested through average variance extracted and composite reliability. The results of AVE were more than 0.50 and CR was 0.70, which indicated that there is no issue of convergent validity. Discriminant validity was tested through cross-loadings and results depict that relationship of items with their respective variables was greater than other variables. Low correlation between variables leads toward discriminant validity. Table 5 consists of the direct and indirect paths.



The above-mentioned results depict that green HRM, green innovation, responsible leadership, and pro-environmental behavior have a significant and positive impact on sustainable business performance. Green HRM has more impact on sustainable business performance compared with other variables of the study. Mediation exists in the model, whereas there is partial mediation because the relationship is still significant and its impact becomes decreased. A 62.40% variation in the performance of sustainable businesses can be attributed to predictors such as responsible leadership, green innovation, and green human resource management, according to the coefficient of determination results. Statistics for the R square are displayed in Table 6.



The results of the present study are summarized in Table 7, which briefly describes the decision of the hypothesis. The present study tested ten hypotheses and the decision depicts that seven were completely accepted and the mediation hypotheses were partially accepted. Partial acceptance of the hypotheses was due to their decreased indirect impact. Partial mediation is a case where the indirect effect of mediating variable becomes less impactful than the direct one with insignificant impact value [33]. The hypothesis results are shown in Table 7 with respective results.





4.2. Discussion


Researchers and industry professionals have been more interested in green HRM and sustainable business performance. However, in most studies, researchers tested the role of green HRM in developed nations and various industries. The current study examined how green HRM and responsible leadership fit within Pakistan’s banking industry. Recent studies found that green HRM is essential for establishing sustainable performance, and responsible leadership roles in the presence of green HRM were not tested. By examining how green HRM and leadership affect sustainable business performance in Pakistan’s banking industry, the current study closes this gap.



Despite the connection between green HRM and sustainable company success, the body of extant literature, particularly in the context of developing nations, lacks significant proof. Our results have contributed to this body of knowledge by revealing that employees’ opinions on their company’s participation in green HRM initiatives are important if they are relevant to the environment and have a favorable effect on pro-environmental behavior. Therefore, businesses that apply green HRM practices foster an atmosphere that is tailored to the individual’s beliefs and degree of development, which, in turn, encourages pro-environmental actions that contribute to sustainable growth. Employees are self-motivated to act in an environmentally friendly manner to ensure a sustainable future when they observe that their employer has a real commitment to protecting the environment.



Green HRM and responsible leaders play a crucial role in developing sustainable development. We are not the first to suggest that employees are crucial to protecting the environment and that their pro-environmental conduct is crucial for sustainable development; in fact, several experts have revealed the same conclusions in recent research [48].





5. Conclusions


In conclusion, as sustainability has become a major issue for everyone, modern businesses are unable to ignore its significance. This topic is extremely important, particularly in the context of developing countries, as the majority of developing countries are experiencing severe sustainability challenges as a result of their inadequate environmental management plans and leadership obligations. To slow down the rate of environmental deterioration in the country, the management of firms is urged to collaborate with employees about personal and environmental aspects. Understanding how people affect a company’s success is crucial given the rising concern for sustainable development. Because employees spend a lot of time at work, they must comprehend how their actions might have a big influence on the company’s ability to function sustainably. It is evident to us that when firms include sustainability principles in essential business operations such as green human resource management, green innovation, and responsible leadership, there is a greater chance for sustainable development. By implementing green HRM and responsible leadership approaches in the business world, organizations will achieve the desired level of sustainable development. It will also help the government to fulfill its commitments to the United Nations regarding the implementation of sustainable development goals [21]. In a nutshell, now is the moment to actively engage an organization’s workforce in addressing the problem of sustainability since this is one of the workable tactics that may help us move toward a better and more sustainable future.



5.1. Implications of the Study


The findings of our study add to the body of knowledge regarding green HRM and responsible leadership in the context of sustainable performance, as the majority of earlier studies have primarily focused on developed countries when addressing this issue. The results of this investigation have important theoretical and applied ramifications. The current study has considerable theoretical value since it advances the body of knowledge by incorporating employee pro-environmental behavior as a mediator between the link between green HRM and sustainable performance.



Our findings have intriguing practice-related ramifications as well. The present study’s preliminary findings indicate that green HRM and responsible leadership have a significant influence on enhancing sustainable performance. Employees’ active participation in sustainable performance is significantly influenced by their opinions of the organization’s socially responsible image, as demonstrated through responsible leadership and environmentally friendly HRM procedures. Therefore, using green HRM and responsible leadership strategies might help businesses that seek to encourage sustainable behaviors at the individual level. Unfortunately, Pakistan lacks almost any environmental emphasis in many industries, which is concerning for a nation currently dealing with severe climate change circumstances [48]. Policymakers must adopt the recommendations from this study to engage the workforce in enhancing environmental sustainability for a brighter and more sustainable future. By taking environmental responsibility more seriously, policymakers may make sustainable performance plans stronger. This may be addressed by strengthening the implementation and oversight of responsible leadership disclosure and green HRM.



Sustainability practices are the need of the hour and the present study results indicate that with the induction of responsible leadership, green innovation, and green HRM practices, the sustainable business performance of organizations can be enhanced. Enhanced sustainable business performance will further provide numerous benefits such as less carbon, more environmentally friendly products, and healthy workplaces.



Business groups have changed their objectives regarding sustainable development as they have come to understand its significance for the advancement of the country. To make the world more sustainable, the United Nations also created sustainable development goals and provided recommendations to nations all over the world. Without the assistance of organizations, nations cannot accomplish these goals, and Pakistan’s banking industry is one of the fastest-growing industries in the world [42]. The current study can assist top banking management in achieving more sustainable growth through the appointment of responsible leaders in top and middle-level management as well as the adoption of green HRM practices.




5.2. Recommendations of the Study


Business organizations should set priorities for green innovation for the sustainable development and implementation of sustainable business practices for production and routine matters. If the top management of organizations prioritizes green HRM policy then results will be more favorable in terms of sustainable development. In the appointment of a new employee, the recruitment committee must analyze his/her views about green policies and sustainable development. Business organizations should launch campaigns regarding green innovation and sustainable development. These campaigns help in the dissemination of messages regarding sustainability across the organization. Organizations should encourage employees to participate in within-organization competitions regarding green innovative ideas, low-carbon techniques, problem-solving teams, newsletters, etc. Organizations should recognize the efforts of staff contributing to sustainable development and implementing sustainability practices through appreciation letters, public recognition, paid vacations, monetary benefits, etc. Organizations should develop comprehensive pieces of training for staff regarding environmental awareness, sustainable development, and skill development. Government can also play role in the development and implementation of sustainability policy by providing a rebate on taxes to organizations implementing sustainability practices.




5.3. Limitations and Directions for Future Research


Some restrictions on the present study must be addressed. First off, future researchers should employ longitudinal data to enhance causality as the cross-sectional data collection method used in the current study does not completely preclude some of the causal extrapolations. Second, the notion of sustainable development, and particularly the impact of green HRM and leadership, are still in its infancy in Pakistan, where the data utilized in the current study were gathered. The concept of sustainable development is thus interpreted differently in different cultures, making it dangerous to generalize the findings to other countries. However, further studies carried out in other developing countries may increase our knowledge of this link. The sample of the present study was taken from the top five commercial banks working in Pakistan; although, the Pakistani banking sector also has several other banks including specialized, Islamic, and microfinance. It also decreases the generalizability of the present study findings. Future researchers should collect data from all categories of banking sectors based on a longitudinal approach to minimize the factor of common method bias. Future researchers can also test the various mediators such as green intellectual capital and pro-environmental behavior to further probe the issue of sustainable development.








Author Contributions


Conceptualization, R.L., Z.Y., A.I. and J.M.; Methodology, R.L., A.I., A.L. and J.M.; Software, R.L., A.L. and J.M.; Validation, R.L., A.I. and J.M.; Formal analysis, R.L., A.I., A.L. and J.M.; Investigation, Z.Y. and J.M.; Resources, Z.Y., A.L. and J.M.; Data curation, Z.Y. and J.M.; Writing—original draft, Z.Y., A.I. and J.M.; Writing—review & editing, Z.Y., A.I. and A.L.; Visualization, Z.Y. and J.M.; Supervision, A.L.; Project administration, A.I.; Funding acquisition, A.I. and A.L. All authors have read and agreed to the published version of the manuscript.




Funding


Chengdu philosophy and Social Science Planning Project in 2023.




Institutional Review Board Statement


Not applicable.




Informed Consent Statement


Not applicable.




Data Availability Statement


Not applicable.




Conflicts of Interest


The authors declare no conflict of interest.




References


	



Abbasi, S.G.; Tahir, M.S.; Abbas, M.; Shabbir, M.S. Examining the relationship between recruitment & selection practices and business growth: An exploratory study. J. Public Aff. 2022, 22, e2438. [Google Scholar]

	



Afsar, B.; Cheema, S.; Javed, F. Activating employee’s pro-environmental behaviors: The role of CSR, organizational identification, and environmentally specific servant leadership. Corp. Soc. Responsib. Environ. Manag. 2018, 25, 904–911. [Google Scholar] [CrossRef]

	



Aguinis, H.; Burgi-Tian, J. Talent management challenges during COVID-19 and beyond: Performance management to the rescue. BRQ Bus. Res. Q. 2021, 24, 233–240. [Google Scholar] [CrossRef]

	



Ahmad, I.; Ullah, K.; Khan, A. The impact of green HRM on green creativity: Mediating role of pro-environmental behaviors and moderating role of ethical leadership style. Int. J. Hum. Resour. Manag. 2022, 33, 3789–3821. [Google Scholar] [CrossRef]

	



Ahmad, N.; Ullah, Z.; Arshad, M.Z.; waqas Kamran, H.; Scholz, M.; Han, H. Relationship between corporate social responsibility at the micro-level and environmental performance: The mediating role of employee pro-environmental behavior and the moderating role of gender. Sustain. Prod. Consum. 2021, 27, 1138–1148. [Google Scholar] [CrossRef]

	



Ahmad, S. Green human resource management: Policies and practices. Cogent Bus. Manag. 2015, 2, 1030817. [Google Scholar] [CrossRef]

	



Akbar, A.; Jiang, X.; Qureshi, M.A.; Akbar, M. Does corporate environmental investment impede financial performance of Chinese enterprises? The moderating role of financial constraints. Environ. Sci. Pollut. Res. 2021, 28, 58007–58017. [Google Scholar] [CrossRef]

	



Akram, M.U.; Chauhan, C.; Ghosh, K.; Singh, A. Knowledge management, sustainable business performance and empowering leadership: A firm-level approach. Int. J. Knowl. Manag. 2019, 15, 20–35. [Google Scholar] [CrossRef]

	



Alafeshat, R.; Aboud, F. Servant leadership impact on organizational performance: The mediating role of employee engagement. Int. J. Hum. Resour. Stud. 2019, 9, 85–100. [Google Scholar] [CrossRef]

	



Anser, M.K.; Yousaf, Z.; Awan, U.; Nassani, A.A.; Qazi Abro, M.M.; Zaman, K. Identifying the carbon emissions damage to international tourism: Turn a blind eye. Sustainability 2020, 12, 1937. [Google Scholar] [CrossRef]

	



Anwar, G.; Abdullah, N.N. The impact of Human resource management practice on Organizational performance. Int. J. Eng. Bus. Manag. 2021, 5, 1–13. [Google Scholar] [CrossRef]

	



Ardito, L.; Dangelico, R.M. Firm environmental performance under scrutiny: The role of strategic and organizational orientations. Corp. Soc. Responsib. Environ. Manag. 2018, 25, 426–440. [Google Scholar] [CrossRef]

	



Arif, S.; Akram, A. Transformational leadership and organizational performance: The mediating role of organizational innovation. SEISENSE J. Manag. 2018, 1, 59–75. [Google Scholar] [CrossRef]

	



Balakrishnan, V.; Ng, K.S.; Rahim, H.A. To share or not to share–The underlying motives of sharing fake news amidst the COVID-19 pandemic in Malaysia. Technol. Soc. 2021, 66, 101676. [Google Scholar] [CrossRef]

	



Belmonte-Ureña, L.J.; Plaza-Úbeda, J.A.; Vazquez-Brust, D.; Yakovleva, N. Circular economy, degrowth and green growth as pathways for research on sustainable development goals: A global analysis and future agenda. Ecol. Econ. 2021, 185, 107050. [Google Scholar] [CrossRef]

	



Bissing-Olson, M.J.; Iyer, A.; Fielding, K.S.; Zacher, H. Relationships between daily affect and pro-environmental behavior at work: The moderating role of pro-environmental attitude. J. Organ. Behav. 2013, 34, 156–175. [Google Scholar] [CrossRef]

	



Blok, V.; Wesselink, R.; Studynka, O.; Kemp, R. Encouraging sustainability in the workplace: A survey on the pro-environmental behaviour of university employees. J. Clean. Prod. 2015, 106, 55–67. [Google Scholar] [CrossRef]

	



Brown, M.E.; Treviño, L.K.; Harrison, D.A. Ethical leadership: A social learning perspective for construct development and testing. Organ. Behav. Hum. Decis. Process. 2005, 97, 117–134. [Google Scholar] [CrossRef]

	



Cao, J.; Law, S.H.; Samad, A.R.B.A.; Mohamad, W.N.B.W.; Wang, J.; Yang, X. Impact of financial development and technological innovation on the volatility of green growth—Evidence from China. Environ. Sci. Pollut. Res. 2021, 28, 48053–48069. [Google Scholar] [CrossRef]

	



Ch’ng, P.-C.; Cheah, J.; Amran, A. Eco-innovation practices and sustainable business performance: The moderating effect of market turbulence in the Malaysian technology industry. J. Clean. Prod. 2021, 283, 124556. [Google Scholar] [CrossRef]

	



Chaudhary, R. Green human resource management and employee green behavior: An empirical analysis. Corp. Soc. Responsib. Environ. Manag. 2020, 27, 630–641. [Google Scholar] [CrossRef]

	



Co, K.T.H. Banking Industry Overview. Pakistan Banking Perspective 2022. pp. 2–5. Available online: https://assets.kpmg/content/dam/kpmg/pk/pdf/2022/06/Pakistan-Banking-Perspective2022.pdf (accessed on 20 April 2023).

	



Dash, G.; Paul, J. CB-SEM vs PLS-SEM methods for research in social sciences and technology forecasting. Technol. Forecast. Soc. Chang. 2021, 173, 121092. [Google Scholar] [CrossRef]

	



Dey, M.; Bhattacharjee, S.; Mahmood, M.; Uddin, M.A.; Biswas, S.R. Ethical leadership for better sustainable performance: Role of employee values, behavior and ethical climate. J. Clean. Prod. 2022, 337, 130527. [Google Scholar] [CrossRef]

	



Djellal, F.; Gallouj, F. Service innovation for sustainability: Paths for greening through service innovation. In Service Innovation: Novel Ways of Creating Value in Actor Systems; Springer: Berlin/Heidelberg, Germany, 2016; pp. 187–215. [Google Scholar]

	



Dong, W.; Zhong, L. How and when responsible leadership facilitates work engagement: A moderated mediation model. J. Manag. Psychol. 2022, 37, 545–558. [Google Scholar] [CrossRef]

	



Elshaer, I.A.; Sobaih, A.E.E.; Aliedan, M.; Azazz, A.M. The effect of green human resource management on environmental performance in small tourism enterprises: Mediating role of pro-environmental behaviors. Sustainability 2021, 13, 1956. [Google Scholar] [CrossRef]

	



Fornell, C. A Second Generation of Multivariate Analysis: Measurement and Evaluation; Praeger Publishers: Greenwood, NY, USA, 1982; Volume 2. [Google Scholar]

	



Foster, B.; Muhammad, Z.; Yusliza, M.Y.; Faezah, J.N.; Johansyah, M.D.; Yong, J.Y.; ul-Haque, A.; Saputra, J.; Ramayah, T.; Fawehinmi, O. Determinants of pro-environmental behaviour in the workplace. Sustainability 2022, 14, 4420. [Google Scholar] [CrossRef]

	



Freudenreich, B.; Lüdeke-Freund, F.; Schaltegger, S. A stakeholder theory perspective on business models: Value creation for sustainability. J. Bus. Ethics 2020, 166, 3–18. [Google Scholar] [CrossRef]

	



Hair, J.F.; Sarstedt, M.; Hopkins, L.; Kuppelwieser, V. Partial least squares structural equation modeling (PLS-SEM) An emerging tool in business research. Eur. Bus. Rev. 2014, 26, 106–121. [Google Scholar] [CrossRef]

	



Harman, H.H.; Harman, H.H. Modern Factor Analysis; University of Chicago Press: Chicago, IL, USA, 1976. [Google Scholar]

	



Hayes, A.F. Partial, conditional, and moderated moderated mediation: Quantification, inference, and interpretation. Commun. Monogr. 2018, 85, 4–40. [Google Scholar] [CrossRef]

	



He, J.; Morrison, A.M.; Zhang, H. Being sustainable: The three-way interactive effects of CSR, green human resource management, and responsible leadership on employee green behavior and task performance. Corp. Soc. Responsib. Environ. Manag. 2021, 28, 1043–1054. [Google Scholar] [CrossRef]

	



Henseler, J.; Ringle, C.M.; Sarstedt, M. A new criterion for assessing discriminant validity in variance-based structural equation modeling. J. Acad. Mark. Sci. 2015, 43, 115–135. [Google Scholar] [CrossRef]

	



Herrmann, F.F.; Barbosa-Povoa, A.P.; Butturi, M.A.; Marinelli, S.; Sellitto, M.A. Green supply chain management: Conceptual framework and models for analysis. Sustainability 2021, 13, 8127. [Google Scholar] [CrossRef]

	



Ijaz, A.; Siddiqui, S.H.; Rasheed, R. SDGs Implementation and Future Recommendations: A Case of Banking Sector in Pakistan. Pak. J. Soc. Sci. 2020, 40, 1687–1699. [Google Scholar]

	



Iqbal, Q.; Ahmad, N.H.; Halim, H.A. How does sustainable leadership influence sustainable performance? Empirical evidence from selected ASEAN countries. Sage Open 2020, 10, 2158244020969394. [Google Scholar] [CrossRef]

	



Islam, T.; Khan, M.M.; Ahmed, I.; Mahmood, K. Promoting in-role and extra-role green behavior through ethical leadership: Mediating role of green HRM and moderating role of individual green values. Int. J. Manpow. 2021, 42, 1102–1123. [Google Scholar] [CrossRef]

	



Jamal, T.; Zahid, M.; Martins, J.M.; Mata, M.N.; Rahman, H.U.; Mata, P.N. Perceived green human resource management practices and corporate sustainability: Multigroup Analysis and major industries perspectives. Sustainability 2021, 13, 3045. [Google Scholar] [CrossRef]

	



Kalsoom, Z.; Khan, M.A.; Zubair, D.S.S. Impact of transactional leadership and transformational leadership on employee performance: A case of FMCG industry of Pakistan. Ind. Eng. Lett. 2018, 8, 23–30. [Google Scholar]

	



Khan, M.M.S.; Alheety, S.N.Y.; Bardai, B. Impact of human capital skills on corporate performance: A case of Islamic banks in Pakistan. J. Islam. Financ. 2020, 9, 076–088. [Google Scholar]

	



Khan, N.U.; Anwar, M.; Li, S.; Khattak, M.S. Intellectual capital, financial resources, and green supply chain management as predictors of financial and environmental performance. Environ. Sci. Pollut. Res. 2021, 28, 19755–19767. [Google Scholar] [CrossRef] [PubMed]

	



Kim, M.-S.; Thapa, B. Relationship of ethical leadership, corporate social responsibility and organizational performance. Sustainability 2018, 10, 447. [Google Scholar] [CrossRef]

	



Liao, Z.; Zhang, M. The influence of responsible leadership on environmental innovation and environmental performance: The moderating role of managerial discretion. Corp. Soc. Responsib. Environ. Manag. 2020, 27, 2016–2027. [Google Scholar] [CrossRef]

	



Liu, Y.; Xi, B.; Wang, G. The impact of corporate environmental responsibility on financial performance—Based on Chinese listed companies. Environ. Sci. Pollut. Res. 2021, 28, 7840–7853. [Google Scholar] [CrossRef] [PubMed]

	



Majeed, M.T.; Zainab, A. A comparative analysis of financial performance of Islamic banks vis-à-vis conventional banks: Evidence from Pakistan. ISRA Int. J. Islam. Financ. 2021, 13, 331–346. [Google Scholar] [CrossRef]

	



Miska, C.; Mendenhall, M.E. Responsible leadership: A mapping of extant research and future directions. J. Bus. Ethics 2018, 148, 117–134. [Google Scholar] [CrossRef]

	



Nadeem, M.; Khan, R.; Afridi, K.; Nadhman, A.; Ullah, S.; Faisal, S.; Mabood, Z.U.; Hano, C.; Abbasi, B.H. Green synthesis of cerium oxide nanoparticles (CeO2 NPs) and their antimicrobial applications: A review. Int. J. Nanomed. 2020, 15, 5951–5961. [Google Scholar] [CrossRef] [PubMed]

	



Nantee, N.; Sureeyatanapas, P. The impact of Logistics 4.0 on corporate sustainability: A performance assessment of automated warehouse operations. Benchmarking Int. J. 2021, 28, 2865–2895. [Google Scholar] [CrossRef]

	



Norton, T.A.; Parker, S.L.; Zacher, H.; Ashkanasy, N.M. Employee green behavior: A theoretical framework, multilevel review, and future research agenda. Organ. Environ. 2015, 28, 103–125. [Google Scholar] [CrossRef]

	



Patel, S. Green HRM—A Key for Sustainable Development. Int. J. Res. Manag 2018, 8, 29–30. [Google Scholar]

	



Piwowar-Sulej, K.; Iqbal, Q. Leadership styles and sustainable performance: A systematic literature review. J. Clean. Prod. 2022, 382, 134600. [Google Scholar] [CrossRef]

	



Pradhan, S.; Pradhan, R.K. An empirical investigation of relationship among transformational leadership, affective organizational commitment and contextual performance. Vis. J. Bus. Perspect. 2015, 19, 227–235. [Google Scholar] [CrossRef]

	



Pusparini, E.S.; Soetjipto, B.W.; Rachmawati, R.; Sudhartio, L. Stakeholder pressure and its effect on environmental proactiveness and firm performance: The mediating role of dynamic managerial capabilities. Pertanika J. Soc. Sci. Humanit. 2018, 26, 197–212. [Google Scholar]

	



Rahim, S.H.; Malik, M.I. Emotional intelligence & organizational performance: (A case study of banking sector in Pakistan). Int. J. Bus. Manag. 2010, 5, 191. [Google Scholar]

	



Rehman, Z.U.; Shafique, I.; Khawaja, K.F.; Saeed, M.; Kalyar, M.N. Linking responsible leadership with financial and environmental performance: Determining mediation and moderation. Int. J. Product. Perform. Manag. 2021, 72, 24–46. [Google Scholar] [CrossRef]

	



Renwick, D.W.; Redman, T.; Maguire, S. Green human resource management: A review and research agenda. Int. J. Manag. Rev. 2013, 15, 1–14. [Google Scholar] [CrossRef]

	



Rönkkö, M.; Cho, E. An updated guideline for assessing discriminant validity. Organ. Res. Methods 2022, 25, 6–14. [Google Scholar] [CrossRef]

	



Saifulina, N.; Carballo-Penela, A.; Ruzo-Sanmartín, E. Sustainable HRM and green HRM: The role of green HRM in influencing employee pro-environmental behavior at work. J. Sustain. Res. 2020, 2. [Google Scholar]

	



Schaltegger, S.; Burritt, R. Business cases and corporate engagement with sustainability: Differentiating ethical motivations. J. Bus. Ethics 2018, 147, 241–259. [Google Scholar] [CrossRef]

	



Sekaran, U.; Bougie, R. Research Methods for Business: A Skill Building Approach; John Wiley & Sons: Hoboken, NJ, USA, 2016. [Google Scholar]

	



Shah, M. Green human resource management: Development of a valid measurement scale. Bus. Strategy Environ. 2019, 28, 771–785. [Google Scholar] [CrossRef]

	



Siddiqui, S.H.; Ijaz, A.; Javeria, A.; Naz, M. Systematic Review and Development of Responsible Leadership Scale. Pak. J. Humanit. Soc. Sci. 2023, 11, 38–52. [Google Scholar] [CrossRef]

	



Siddiqui, S.H.; Viswanathan, K.; Rasheed, R. Linking responsible leadership and sustainability challenges. In Oxford Research Encyclopedia of Education; Oxford University Press: Oxford, UK, 2020. [Google Scholar]

	



Sinclair-Desgagné, B. Green human resource management–A personnel economics perspective. Resour. Energy Econ. 2021, 66, 101261. [Google Scholar] [CrossRef]

	



Singh, S.K.; Del Giudice, M.; Chierici, R.; Graziano, D. Green innovation and environmental performance: The role of green transformational leadership and green human resource management. Technol. Forecast. Soc. Chang. 2020, 150, 119762. [Google Scholar] [CrossRef]

	



Su, X.; Xu, A.; Lin, W.; Chen, Y.; Liu, S.; Xu, W. Environmental leadership, green innovation practices, environmental knowledge learning, and firm performance. Sage Open 2020, 10, 2158244020922909. [Google Scholar] [CrossRef]

	



Svensson, G.; Ferro, C.; Hogevold, N.; Padin, C.; Varela, J.C.S. Developing a theory of focal company business sustainability efforts in connection with supply chain stakeholders. Supply Chain. Manag. Int. J. 2018, 23, 16–32. [Google Scholar] [CrossRef]

	



Tian, H.; Suo, D. The trickle-down effect of responsible leadership on employees’ pro-environmental behaviors: Evidence from the hotel industry in China. Int. J. Environ. Res. Public Health 2021, 18, 11677. [Google Scholar] [CrossRef] [PubMed]

	



Ullah, H.; Wang, Z.; Mohsin, M.; Jiang, W.; Abbas, H. Multidimensional perspective of green financial innovation between green intellectual capital on sustainable business: The case of Pakistan. Environ. Sci. Pollut. Res. 2022, 29, 5552–5568. [Google Scholar] [CrossRef]

	



Voegtlin, C. Development of a scale measuring discursive responsible leadership. In Responsible Leadership; Springer: Berlin/Heidelberg, Germany, 2011; pp. 57–73. [Google Scholar]

	



Voegtlin, C.; Patzer, M.; Scherer, A.G. Responsible leadership in global business: A new approach to leadership and its multi-level outcomes. J. Bus. Ethics 2012, 105, 1–16. [Google Scholar] [CrossRef]

	



Widodo, W.; Yusuf, F.A. The effect of organizational citizenship and visionary leadership on contextual performance: A case study in Indonesia. J. Asian Financ. Econ. Bus. 2021, 8, 377–386. [Google Scholar]

	



Wong, D.T.; Ngai, E.W. Economic, organizational, and environmental capabilities for business sustainability competence: Findings from case studies in the fashion business. J. Bus. Res. 2021, 126, 440–471. [Google Scholar] [CrossRef]

	



Xin-gang, Z.; Wei, W.; Jieying, W. The policy effects of demand-pull and technology-push on the diffusion of wind power: A scenario analysis based on system dynamics approach. Energy 2022, 261, 125224. [Google Scholar] [CrossRef]

	



Yong, J.Y.; Yusliza, M.; Ramayah, T.; Fawehinmi, O. Nexus between green intellectual capital and green human resource management. J. Clean. Prod. 2019, 215, 364–374. [Google Scholar] [CrossRef]

	



Yong, J.Y.; Yusliza, M.Y.; Ramayah, T.; Chiappetta Jabbour, C.J.; Sehnem, S.; Mani, V. Pathways towards sustainability in manufacturing organizations: Empirical evidence on the role of green human resource management. Bus. Strategy Environ. 2020, 29, 212–228. [Google Scholar] [CrossRef]

	



Yu, H.; Shabbir, M.S.; Ahmad, N.; Ariza-Montes, A.; Vega-Muñoz, A.; Han, H.; Scholz, M.; Sial, M.S. A contemporary issue of micro-foundation of CSR, employee pro-environmental behavior, and environmental performance toward energy saving, carbon emission reduction, and recycling. Int. J. Environ. Res. Public Health 2021, 18, 5380. [Google Scholar] [CrossRef] [PubMed]

	



Zhang, J.A.; Chen, G.; O’Kane, C.; Xiang, S.; Wang, J. How employee exploration and exploitation affect task performance: The influence of organizational competitive orientation. Int. J. Hum. Resour. Manag. 2022, 33, 930–964. [Google Scholar] [CrossRef]

	



Zhang, S.; Wang, Z.; Zhao, X. Effects of proactive environmental strategy on environmental performance: Mediation and moderation analyses. J. Clean. Prod. 2019, 235, 1438–1449. [Google Scholar] [CrossRef]

	



Zhao, W.; Huang, L. The impact of green transformational leadership, green HRM, green innovation and organizational support on the sustainable business performance: Evidence from China. Econ. Res.-Ekon. Istraživanja 2022, 35, 6121–6141. [Google Scholar] [CrossRef]

	



Zibarras, L.D.; Coan, P. HRM practices used to promote pro-environmental behavior: A UK survey. Int. J. Hum. Resour. Manag. 2015, 26, 2121–2142. [Google Scholar] [CrossRef]








[image: Sustainability 15 07317 g001 550] 





Figure 1. Research Model. Note: H8, H9 and H 10 are mediating variables. 
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Table 1. Hypotheses with source.






Table 1. Hypotheses with source.





	Hypothesis
	Statement
	Source





	H1
	Green HRM techniques significantly improve the performance of sustainable businesses.
	[64]



	H2
	Green Innovation has a significant positive impact on sustainable business performance.
	[64]



	H3
	Responsible Leadership has a significant positive impact on sustainable business performance.
	[65]



	H4
	Responsible Leadership has a significant positive impact on Pro-environmental behavior.
	[66]



	H5
	Pro-environmental conduct is significantly influenced favorably by green innovation.
	[67]



	H6
	Pro-environmental behavior is significantly impacted favorably by green HRM.
	[68]



	H7
	Pro-environmental behavior mediates between responsible leadership and sustainable business performance.
	[69]



	H8
	Pro-environmental behavior mediates between Green Innovation and sustainable business performance.
	[59]



	H9
	Environmentally friendly behavior acts as a bridge between effective Green HRM and sustainable performance.
	[70]



	H10
	Pro-environmental behavior has a significant positive impact on sustainable business performance.
	[71]







Source: Author’s completion.
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Table 2. Demographic Statistics.






Table 2. Demographic Statistics.





	

	

	
Frequency

	
Percentage






	
Gender

	
Male

	
339

	
87.6




	
Female

	
48

	
12.4




	
Age

	
Up to 30 years

	
189

	
48.8




	
31 to 40 years

	
137

	
35.4




	
41 to 50 years

	
43

	
11.1




	
50 and above

	
18

	
4.7




	
Banking Organization

	
HBL

	
104

	
29.6




	
MCB

	
86

	
22.2




	
UBL

	
71

	
18.3




	
ABL

	
64

	
16.5




	
BAHL

	
62

	
16.0




	
Education

	
Graduation

	
39

	
10.1




	
Masters

	
249

	
64.3




	
MPhil

	
83

	
21.4




	
PhD

	
5

	
1.3




	
Others

	
11

	
2.8




	
Banking Experience

	
Up to 1 year

	
72

	
18.6




	
1–3 years

	
105

	
27.1




	
3–6 years

	
118

	
30.5




	
6–9 years

	
39

	
10.1




	
9 years and above

	
53

	
13.7




	
Province

	
Punjab

	
205

	
53.0




	
Sindh

	
91

	
23.5




	
KPK

	
28

	
7.2




	
Baluchistan

	
27

	
7.0




	
AJK

	
22

	
5.7




	
GB

	
14

	
3.6








Source: Author’s completion. Note: HBL = Habib Bank Limited, UBL = United Bank Limited, ABL = Allied Bank Limited, BAHL = Bank Al-habib Limited, KPK = Khyber Pakhton Khuwa, AJK = Azad Jammu Kashir, GB = Gilgat Baltastan.
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Table 3. Cross Loadings.






Table 3. Cross Loadings.












	
	GHRMP
	GI
	RL
	SBP





	GHRMP1
	0.812
	0.299
	0.222
	0.339



	GHRMP2
	0.765
	0.245
	0.125
	0.303



	GHRMP3
	0.772
	0.284
	0.122
	0.135



	GHRMP4
	0.797
	0.244
	0.239
	0.157



	GHRMP5
	0.799
	0.130
	0.107
	0.545



	GHRMP6
	0.822
	0.147
	0.138
	0.652



	GHRMP7
	0.815
	0.237
	0.399
	0.158



	GHRMP8
	0.791
	0.337
	0.268
	0.201



	GI1
	0.315
	0.801
	0.189
	0.168



	GI2
	0.248
	0.815
	0.386
	0.198



	GI3
	0.299
	0.734
	0.283
	0.269



	GI4
	0.287
	0.784
	0.288
	0.276



	RL1
	0.233
	0.136
	0.722
	0.099



	RL2
	0.264
	0.211
	0.815
	0.136



	RL3
	0.302
	0.221
	0.719
	0.227



	RL4
	0.108
	0.248
	0.754
	0.199



	SBP1
	0.169
	0.155
	0.122
	0.718



	SBP2
	0.215
	0.097
	0.186
	0.814



	SBP3
	0.245
	0.194
	0.187
	0.764



	SBP4
	0.199
	0.214
	0.307
	0.715



	SBP5
	0.187
	0.274
	0.248
	0.732







Source: Author’s completion. Note: GHRMP = Green Human Resource Practices, GI = Green Innovation, RL = Responsible Leadership, SBP = Sustainable Business Performance.
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Table 4. Mean, Standard Deviation, Validity, and Correlation.
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	Variable Name
	Mean
	SD
	CR
	AVE
	RL
	EP
	TP
	CP
	SP





	RL
	4.011
	0.875
	0.839
	0.525
	(0.725)
	
	
	
	



	EP
	3.998
	0.801
	0.862
	0.559
	0.244 ***
	(0.748)
	
	
	



	TP
	4.101
	0.890
	0.855
	0.519
	0.365 ***
	0.027
	(0.720)
	
	



	CP
	3.895
	0.795
	0.868
	0.577
	0.188 ***
	0.066 *
	0.072 **
	(0.760)
	



	SP
	3.929
	0.799
	0.819
	0.511
	0.289 ***
	0.264 ***
	0.319 ***
	0.209 ***
	(0.715)







Source: Author’s completion. Note: * p < 0.05, ** p < 0.01, *** p < 0.001. Note: Discriminant Validity is measured through the Square root of AVE. SD = Standard Deviation; CR = Composite Reliability; AVE = Average Variance Extracted; RL = Responsible Leadership; EP = Environmental Performance; TP = Task Performance; CP = Contextual Performance; SP = Sustainability Practices.
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Table 5. Direct and Indirect Path.






Table 5. Direct and Indirect Path.





	
Relationship

	
Beta Value

	
SD

	
p Value

	
t Statistics






	
Direct Relationship




	
Green HRM→SBP

	
0.298

	
0.089

	
0.002

	
2.944




	
GI→SBP

	
0.188

	
0.099

	
0.016

	
2.074




	
RL→SBP

	
0.278

	
0.082

	
0.007

	
2.845




	
RL→PEB

	
0.199

	
0.096

	
0.010

	
2.136




	
GI→PEB

	
0.235

	
0.088

	
0.021

	
2.135




	
GHRM→PEB

	
0.196

	
0.086

	
0.019

	
2.214




	
PEB→SBP

	
0.215

	
0.079

	
0.009

	
1.985




	
Indirect Relationship

	

	

	

	




	
GI→PEB→SBP

	
0.111

	
0.110

	
0.021

	
1.699




	
RL→PEB→SBP

	
0.104

	
0.106

	
0.026

	
1.568




	
Green HRM→PEB→SBP

	
0.135

	
0.099

	
0.035

	
1.799








Source: Author’s completion.
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Table 6. Coefficient of determination.






Table 6. Coefficient of determination.










	
	R Square
	Adjusted R Square





	Sustainable Business Practices
	0.624
	0.610







Source: Author’s completion.
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Table 7. Results of hypothesis testing.






Table 7. Results of hypothesis testing.





	Hypothesis
	Statement
	Beta Coefficient
	Decision





	H1
	Green HRM techniques significantly improve the performance of sustainable businesses.
	0.298
	Accepted



	H2
	Green Innovation has a significant positive impact on sustainable business performance.
	0.188
	Accepted



	H3
	Responsible Leadership has a significant positive impact on sustainable business performance.
	0.278
	Accepted



	H4
	Responsible Leadership has a significant positive impact on Pro-environmental behavior.
	0.199
	Accepted



	H5
	Pro-environmental conduct is significantly influenced favorably by green innovation.
	0.235
	Accepted



	H6
	Pro-environmental behavior is significantly impacted favorably by green HRM.
	0.196
	Accepted



	H7
	Pro-environmental behavior mediates between responsible leadership and sustainable business performance.
	0.104
	Partial

Accepted



	H8
	Pro-environmental behavior mediates between Green Innovation and sustainable business performance.
	0.111
	Partial

Accepted



	H9
	Environmentally friendly behavior acts as a bridge between effective Green HRM and sustainable performance.
	0.135
	Partial

Accepted



	H10
	Pro-environmental behavior has a significant positive impact on sustainable business performance.
	0.215
	Accepted







Source: Authors’ completion.
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