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Abstract 

This research aims to investigate that, how the green HRM practises affect the work satisfaction, and how 

employee green commitment in the pharmaceutical industry of Sindh, Pakistan, function as a mediating factor. 

Businesses may include Green Human Resource Management (GHRM) practises in their green business plans. 

In order to encourage environmentally conscious behaviour among workers and supporting sustainable growth, 

GHRM focuses on integrating environmental sustainability concepts into different human resource management 

tasks. Primary data gathered using a printed questionnaire for the quantitative investigation of 350 Pharma 

employees from Karachi, Sindh, Pakistan. The convenience way of sampling and survey were used in the data-

gathering process. The research made the of use a cross-sectional survey approach. According to this research, 

work satisfaction and green HRM practises are positively correlated. Moreover, the results corroborate the theory 

that job satisfaction and green HRM practises are mediated by employee green commitment. The partial 

mediation implies that other factors influenced the connection. Developing a sustainable work culture is crucial 

to raising employee commitment to the environment and job satisfaction. Companies should create opportunities 

for staff members to participate in sustainable practices, foster open lines of communication for discussing 

environmental issues, and encourage cooperations and involvement in sustainability efforts. 
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1. Introduction 

The Sustainable Development Goals (SDGs) are a group of 17 goals set by the UN in 2015 to help 
countries around the world for dealing with different social, economic, and environmental problems (Deveci 
et al., 2022). The main goals are to end poverty, support long-term growth, and ensure everyone has a better 
future. Other countries worldwide agreed that the SDGs are essential and had worked hard for making them 
happen (Okitasari & Katramiz, 2022). People, companies, non-governmental organisations (NGOs), and 
governments, all made promises and took steps to reach the SDGs. To make sure that the national goals were 
in line with the SDGs, governments made laws and settled up formal systems (Morita et al., 2020). The goals 
are being built into their growth plans and tactics to ensure they are carried out. Another critical part is getting 
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people to know about the SDGs and fighting for their adoption. For the SDGs to be reached, different groups 
must work together and form relationships. Businesses, foreign groups, civil society groups, and governments 
work together to share information, resources, and skills to deal with problems and reach to achieve their 
objectives. To help people understand and support the goals. The international community is running efforts 
to raise knowledge, teach, and lobbying for them. It is important to remember that the SDGs can only be 
reached with long-term work and cooperation from everyone (Lacan, 2022). Even though there has been 
improvement, there are still significant problems to solve. The SDGs can become a reality if the whole world 
stays committed and takes action. The achievement of SDGs will help in making the world more sustainable 
and fairer place (Acevedo-Duque et al., 2022). 

As a part of their green business plans, companies can use Green Human Resource Management 
(GHRM) practices (Ali et al., 2020; Chen et al., 2022). GHRM works on incorporating environmental 
sustainability principles into different areas of human resource management to encourage workers to act in an 
environmentally responsible way and help with long-term growth. GHRM practises can include programmes 
that teach workers about the ways how to protect the environment (Oubrich et al., 2021). Companies can help 
their workers understand, how important, it is to act in way that is environment friendly by teaching them 
about environmental problems and sustainability. Making workers aware of the company's green goals can 
inspire the employees to take actions that support the said goals (Farrukh et al., 2022). Green performance 
measures can become the added part to companies' performance review systems to reward workers for actions 
and efforts that are good for the environment (Lahbar, et al., 2023). Rewarding and recognizing workers, used 
sustainable practices and can boost the drive of workers and also can inspire others to do the same things 
(Yong et al., 2020). Green leadership that works can motivate workers to act in the ways that are good for the 
world. Leaders, actively showing and supporting green practices set a good model for the workers working 
under the supervision of that leader. When ever leaders put sustainability first in order and use it in the 
management, the workers following such leaders are likelier to do the same practice. Work-life balance and 
employee health and happiness can also be a focused in the perspective of GHRM practises, which can 
indirectly boost drive (Deshpande & Srivastava, 2023). For instance, allowing flexible work hours, 
encouraging telecommuting, and supporting environmentally friendly commuting methods can make 
employees happier, less stressed, and healthier overall, boosting employees drive and output (Weideman & 
Hofmeyr, 2020). 

Like other businesses, the pharmacy industry has to follow environmental rules and is under more and 
more pressure to use environmentally friendly methods (Demir & Min, 2019). GHRM practices can help drug 
companies follow environmental rules and show that these companies care about the future. Management and 
employees working in these pharmaceutical companies learn that, how GHRM practises affecting job 
satisfaction through green commitment, pharmaceutical companies can implement strategies that make the 
workplace more environmentally friendly (Javaid et al., 2022; Malokani et al., 2023). Job satisfaction is 
crucial in getting and keeping bright people in the pharmacy business. As sustainability becomes essential for 
job seekers, pharmaceutical companies that priorities and incorporate GHRM practises can set themselves 
apart as employers taking care about the environment. Studying about phenomen, how GHRM practises affect 
job satisfaction can help pharmaceutical companies make the workplace a good one that fits with their 
workers' values (Naseer et al., 2023). Many people are paying close attention to the pharmaceutical business, 
such as customers, investors, and government officials. Adopting GHRM practices and encouraging 
employees to be green can help a company's image by showing that it cares about the environment (Adubor et 
al., 2022). A good company’s image can lead to better stakeholder ties, more investors, and higher brand 
value. 

First, there needs to be more research on green HRM in Sindh's pharmaceutical industry. The research 
gap might be caused by the fact that only a few studies have looked directly at how Green HRM practices are 
used and their effects on the pharmacy industry in Pakistan's Sindh area. In order to fill this gap, it would be 
helpful to study the current state of green HRM practices. Furthermore, how do they affect job satisfaction, 
considering the particular challenges and traits of the pharmaceutical business in Sindh? Second, the link 
between job satisfaction and green dedication among employees has been studied in many fields. However, 
more studies may still be needed to understand this link in the Sindh Pharma business fully. Finally, 
researchers in Sindh, Pakistan, interested in HRM, sustainability, and the pharmaceutical business, can look 
into these areas to add to what is already known and give the company helpful information. 

 

2. Literature Review 

Social Exchange Theory  

Social Exchange Theory comes from the study of social psychology and looks at how people trade 
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resources, benefits, and duties with each other in close interactions (Jahan & Kim, 2020). It says that people 
connect with others hoping to get something good out of it and avoid something terrible. These exchanges are 
based on reciprocity, that means people feel the responsibility to give back good reaction, when others help or 
treat them well. Social Exchange Theory is applied to the workplace to show that workers judge the self 
experiences based on the help and resources provided from the bosses and the response is in the shape of 
work and contributions in return from workers side (Tsai & Kang, 2019; Yong et al., 2020). When companies 
use Green HRM practices, have to put time and money into promoting sustainability and helping the workers 
for  doing such things that are good for the environment. These practices include laws, training programmes, 
rewards, and recognizing actions that are good for the environment (Islam et al., 2020). When workers think 
their company cares about and supports sustainability, employees have a good view of its such support. 
Employees know that, the organization gives them atmosphere, oppourtunities and rewards, like a better 
workplace, chances to improve the skills, and also the things that align with their ideas about being 
environmentally responsible. This positive view of organisational support that can help people become happy 
with their jobs (Mousa et al., 2020). 

According to Social Exchange Theory, people connect with others in a way that makes them think about 
the pros and cons of their relationships (Stafford & Kuiper, 2021). When it comes to the workplace, workers 
weigh the pros and cons of their jobs, such as the company's support and tools, against the work they do, and 
what they contribute (Maslach & Leiter, 2022). Using the Social Exchange Theory, researchers can look into 
how Green HRM practises affect job satisfaction in the setting of green dedication among employees. This 
theory helps us determine how workers see the value of environmentally friendly actions and how their 
dedication to them affects their general job satisfaction.  

Hypothesis Development  

Green HRM practices and Job satisfaction 

Green HRM practices when an organization's human resource management plans and processes use 
suitable methods and practices for a sustainable environment (Ali et al., 2020). These practices aim to 
encourage sustainability, lessen environmental damage, and make workers more aware of their duty to care 
for the environment. However, job satisfaction is how someone judges how happy they are with their job 
(Murtaza et al., 2021). Green HRM practices can help workers care more about their jobs and be more 
committed to the company. If a company shows it cares about sustainability and the sustainable environment, 
workers may think it is also socially responsible and decent. It can make people happier at work because they 
can relate to the company's morals and goals during their jobs. Green HRM practices that include workers in 
sustainable efforts and decision-making can make workers more interested in their jobs (Ercantan & 
Eyupoglu, 2022). When workers are involved in environmental projects and feel they own the sustainability 
efforts, they are likelier to be happy with their jobs (Jamal et al., 2021). When workers feel like their work is 
contributing to a more significant cause, they feel like they have a feeling of meaning and fulfilment. It is 
essential to remember that Green HRM practises may affect job satisfaction differently according to the 
person and the company. The strength of the connection can be affected by things like the organization's 
mindset, how employees feel about Green HRM practices, and how widely they are used (Alavi and 
Afghakhani, 2023).  

H1: Green HRM practices positively related to job satisfaction. 

H2: Green HRM practices positively related to employee green commitment. 

 

Mediating Role of employee green commitment 

Green HRM practises stress how important it is for an organization to be sustainable and care for the 
sustainable environment. When workers think their company shares these beliefs and supports green projects, 
it can give them a sense that their work has purpose and meaning (Paillé & Valéau, 2021). Employees' green 
commitment can give them a sense of meaning that can make them happier at work by making them feel like 
their work aligns with their values. An employee's "green commitment" means they care deeply about 
protecting the environment and are willing to invest money into it (Ye et al., 2022). When employees care 
about doing things in a green way, they are more likely to be involved and inspired at work (Malokani, et al., 
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2023). They are proud to be helping the company reach its sustainability goals and are eager to participate in 
green projects. Having this much involvement and drive at work can make people happier with their jobs 
because they feel like they are accomplishing things and being fulfilled by their work (Lyman et al., 2021). 
Green HRM practices often allow employees to learn and grow in sustainability-related areas. When 
companies invest in their workers' green information and skills, they care about their growth (Sundar & 
Brucker, 2021). Focusing on personal growth and development can make workers happier because they will 
know that their company cares about their professional growth and wants to help them advance in their 
careers.  

Regarding green HRM practises and job satisfaction, employee green commitment can act as a go-
between (Srivastava & Dhiman, 2022; Ahmed et al., 2023). It increases drive, connection, and a feeling of 
purpose. It also changes how people see organisational support, freedom, and chances to grow as a person. 
Most of the time, these good things make employees happier with their jobs, which is good for both the 
employees and the company (Rivaldo & Nabella, 2023). 

H3: Employee green commitment mediates the relationship between Green HRM practices and Job 
satisfaction. 

 

3. Methodology 

3.1 Data, Instrument and Population   

This study will use a cross-sectional methodology, and data will be gathered simultaneously. This setup 
lets researchers examine how factors are related and how interaction effects work. Give a questionnaire to 
people who work in the human resources departments of the chosen pharmaceutical companies to get first-
hand information. The people who will be part of this study are the HR offices of drug companies in Sindh, 
Pakistan. There will be scores and questions on the form about Green HRM practises, job satisfaction, and 
employees' commitment to being green. Change a current questionnaire or make a new one based on the 
factors and concepts authors want to study (Jannach et al., 2021). Researchers can pick people from the 
community to join based on how easy it is for them and how ready they are to do so. This is called 
convenience sampling. Please ensure the questions on the form are accurate, precise, and actual (Nakano et 
al., 2021). Test the form with a small group of people to see how clear it is and make any needed changes. 
Make it clear to subjects what the study is about, that they are not required to take part, that their information 
will be kept private, and how the data will be used. Get written permission from everyone who is going to be 
involved before the researcher collects any data (Pandey & Pandey, 2021). The present study was adopted 
from past studies (Rahma and Soegoto, 2023; Ali et al., 2020). Lastly, each variable was based on four items: 
green HRM practices, green employee commitment and job satisfaction. 

3.2 Software tool   

SEM uses statistical analysis to examine multiple relationships (Dash & Paul, 2021). SmartPLS is the 
name of the SEM research software. It is simple to use and can look at reflected, formative, and structural 
measuring methods. For SEM research, researchers need to check for extremes, missing numbers, and 
consistency (Sarstedt et al., 2022). Variables are on the same scale when data is standardized. It is essential to 
check the measuring tool. Cronbach's alpha and composite reliability show how reliable something is, while 
convergent and discriminant validity show how valid something is (Triwidyati & Tentama, 2020).   

 

4. Results & Discussion 

4.1 Reliability and Validity (Instrument) 

Reliability and validity are essential for the quality and trustworthiness of a study (Rose & Johnson, 
2020). Researchers should check their data to make sure they are correct and reliable. Cronbach alpha, 
composite reliability, and average variance extraction (AVE) all show how stable and consistent the study's 
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data are (Shrestha, 2021). Items on a test with a Cronbach alpha of 0.70 or higher are highly linked and 
measure the same idea (Sürücü & Maslakci, 2020). An item with a total dependability grade of 0.70 or more 
is internally consistent and stable. If the average variance extraction (AVE) number is more significant than 
0.50, the measure can tell the difference between groups (Flotman & Grobler, 2020). The study measures are 
stable and reliable if the reliability tests meet or exceed the needed amounts. This makes the study less 
reliable and of lower quality. The factors analysed in this table are green HRM, green employee commitment, 
and job satisfaction. With Cronbach alpha values between 0.890 and 0.858, each component has good internal 
consistency reliability. The overall reliability scores were between 0.928 and 0.939, showing that the factors 
were reliable and consistent. The AVE numbers were between 0.764 and 0.793, which shows that factors 
explain many differences between items. The factor study found green HRM, employee green commitment 
and job satisfaction that are good for a sustainable environment. Because these factors are stable and accurate, 
they can be used for research or model building.  

Table 1: Reliability and Validity (Instrument) 

Factors 
Item SPSS 

coding 

Factor 

loading 

Cronbach 

alpha value 

Composite 

Reliability 

Average Variance 

Extraction (AVE) 

Green HRM 

GHRM1 0.858 

0.897 0.928 0.764 
GHRM2 0.866 

GHRM3 0.890 

GHRM4 0.882 

Green employee 

Commitment 

GEC1 0.826 

0.912 0.939 0.793 
GEC2 0.931 

GEC3 0.915 

GEC4 0.885 

Job Satisfaction  

JS1 0.865 

0.899 0.929 0.767 
JS2 0.881 

JS3 0.849 

JS4 0.907 

Source: Author’s calculations 

 

4.2 Hypothesis Testing  

4.2.1 Green HRM and Job satisfaction  

The direction and strength of the link between Green HRM practice and job satisfaction is 

shown by the beta value of 0.486. Greener HRM practices are linked to better job satisfaction if the 

beta value is positive. The large beta number (0.486) also shows that there is a moderately good 

link between the two factors. The T-value of 8.359 is linked to the beta value and is used to figure 

out how statistically significant the connection is. If the T-value is higher than the critical value, 

which is generally set by the wanted amount of significance, like p < 0.05, then the link is 

statistically significant. The 8.359 T-value shows a statistically significant link between Green 

HRM practises and job satisfaction. 

4.2.2 Green Employee commitment and Job satisfaction 

The beta number of 0.636 shows the direction and strength of the link between green HRM 

practises and employees' dedication to being green. If the beta number is positive, greener HRM 

practices are linked to more green employee commitment. Also, the large beta number (0.636) 

shows a middling to strong positive link between the two factors. The beta number is linked to the 

T-value of 10.780, determining whether the relationship is statistically significant. If the T-value is 

higher than the critical value, which is generally set by the wanted amount of significance, like p < 

0.05, then the link is statistically significant. The 10.780 T-value shows a statistically significant 

link between Green HRM practises and employees' dedication to being green. 

4.2.3 Mediating Role Green Employee commitment 

The beta number of 0.245 shows the direction and strength of the link between Green HRM 

practice, green dedication from employees, and job satisfaction. A positive beta number means that 
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both greener HRM practises and more green dedication from employees are linked to better job 

satisfaction. Also, the beta number of 0.245 shows a small to moderately strong positive link 

between the factors. The beta value is linked to the T-value of 6.023, determining whether the 

relationship is statistically significant. If the T-value is higher than the critical value, which is 

generally set by the wanted amount of significance, like p < 0.05, then the link is statistically 

significant. A T-value of 6.023 shows a statistically significant secondary link between Green 

HRM practises, employee green dedication, and job satisfy 
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Table 2: Hypothesis Testing 

Path 

Directions 

Value of Beta 

(Standard 

Co-efficient) 

Significance 

Level (T-value) 
Results 

Green HRM -> Job Satisfaction 0.486 8.359 Supported 

Green HRM -> Green Employee Commitment 0.636 10.780 Supported 

Green HRM -> Green Employee Commitment 

-> Job Satisfaction 
0.245 6.023 Supported 
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Figure 1: Structural Equation Modelling 

 

4.3 Discussion on Results  

H1, The strong positive link between Green HRM practises and job satisfaction is significant. 

This has important implications for businesses that want to be more environmentally friendly and 

improve the health and happiness of their employees. According to the results, companies that use 

Green HRM are more likely to have workers who are happy with their jobs. Green HRM practices, 

like training programmes, rewards for eco-friendly behaviour, and eco-friendly rules, align the 

workplace with workers' beliefs and encourage them to be responsible for the environment (Naseer 

et al., 2023). This connection leads to a good and satisfying work experience, which makes people 

happier with their jobs. The fact that green HRM practices are linked to higher job satisfaction 

suggests that workers see companies that put the environment first as moral and socially 

responsible (Ahmad & Umrani, 2019). This way of thinking can make workers feel prouder of their 

work and more connected to the company's values and goals. Companies can make the workplace a 

good one that makes people happy with their jobs by incorporating Green HRM practises into its 

culture. Furthermore, the strong positive link between Green HRM practises and job satisfaction 

suggests that companies can make their workers happier by choosing and using sustainable HR 

practices (Rahma and Soegoto, 2023). Companies can make a workplace that benefits workers' 

health and job satisfaction by encouraging them to be environmentally friendly, giving them 

chances to get involved and grow as people, and creating a positive atmosphere at work (Paul et al., 

2020). 

H2, Green HRM practises, and employee green commitment are linked in a good way, which 

shows that workers think their company values sustainability and being environmentally 

responsible. When companies highlight and actively encourage green practices, it shows workers 

that these values are essential to the company (Begum et al., 2022). This matching of principles 

makes it easier for employees to feel like they belong to the company and encourages them to act in 

good ways for the environment. Green HRM practices can change how workers think and feel 

about being responsible for the world (Lu et al., 2022). There is a strong link between green HRM 

practices and employees' commitment to being green. This means that when companies invest in 

green projects, workers feel more supported and appreciated for their efforts to protect the 

environment. When employees feel backed and respected for their green commitment, they are 

likelier to keep doing things that are good for the sustainable environment (Raza et al., 2021). This 

leads to higher amounts of green commitment among workers. Companies can make their workers 

more knowledgeable and aware of environmental problems by teaching them about sustainability. 

When workers are more aware of the environment and their bosses back them, it can change their 

views and make them more committed to going green (Jerónimo et al., 2020). 
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H3, A robust positive link exists between green HRM practises, employee green dedication, 

and job satisfaction. This gives us essential information about how green HRM practices affect 

employee job satisfaction. The results show that green dedication among employees bridges green 

HRM practices and job satisfaction. This shows that the higher level of green loyalty among 

employees may be one reason why green HRM practices make people happier with their jobs 

(Darban et al., 2022). When companies use green HRM, they encourage employees to be 

responsible for the environment and act in ways that are good for the environment. This makes 

employees more committed to using sustainable practices. People are happier with their jobs 

because they are more committed to them. Since there is a link between employee green 

commitment and job satisfaction, workers more dedicated to green practices will likely be happier 

with their jobs. This dedication could come from workers' drive, personal values that match the 

company's efforts to be environmentally friendly, or the hope that their work helps a more 

significant cause (Gulati, 2022). When workers are committed to doing things in an 

environmentally friendly way, it generally makes them happier at work. There is a positive indirect 

link between green HRM practises, employees' commitment to being environmentally friendly, and 

job satisfaction. Companies that promote a sustainable culture may increase employee satisfaction 

(Shafaei et al., 2020). Green HRM practices help build a sustainable organisational culture by 

encouraging employees to care about the environment and make green commitments. This culture 

can make people happier at work by giving them a sense of purpose, a place to work those fits with 

their values, and a good atmosphere (Prilleltensky & Prilleltensky, 2021).  

 

5. Theoretical contribution  

The important thing about this study is that it uses Social Exchange Theory to look at how 

Green HRM practises affect job satisfaction, with green dedication from employees acting as a 

link. Using Social Exchange Theory as a base, this study gives us a better idea of how Green HRM 

practises affect job satisfaction. The idea behind social exchange theory is that people connect and 

form relationships with others because they expect to get something in return. Regarding 

businesses, workers trade their time, skills, and effort for the resources, awards, and support the 

business offers. This theory stresses how important the trade process and the quality of social 

relationships are in shaping people's thoughts and actions. Using Social Exchange Theory to look at 

Green HRM practices and job satisfaction, we can see how the connection between workers and 

companies works regarding sustainability. When companies give their workers tools, help, and 

chances to do things that are good for the sustainable environment, this can be seen as a form of 

social exchange. In exchange, workers must show they care about using green methods. This study 

also adds to the body of research on Green HRM and sustainability by adding the Social Exchange 

Theory, which bridges the gap between HR management and social exchange theories. It helps us 

learn more about how practices in the workplace that are meant to be more environmentally 

friendly can affect workers' thoughts and actions, which in turn affects how happy they are with 

their jobs. This theoretical addition can help researchers and practitioners who want to make 

workplaces more sustainable and improve the health and happiness of workers. 

 

6. Managerial Implications  

The study on the effect of green HRM practises on job satisfaction and the role of employee 

green dedication in the pharmaceutical industry of Sindh, Pakistan, came up with some critical 

management lessons for companies in this industry. The study shows how important it is for the 

Pharma Industry in Sindh, Pakistan, to use Green HRM practices. Companies should priorities 

including practices that are good for a sustainable environment in their HR policies and processes. 

As part of this, people are taught about environmental duty, sustainable policies and practices are 

implemented, and money is given to green projects. By emphasizing Green HRM practises, 

companies can make the workplace a good place to be that makes workers want to do green things 

and makes them happier at work. The study also stresses how important it is for organisations to 
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ensure their ideals align with their environmental goals. Companies in Sindh, Pakistan's 

pharmaceutical industry, should clarify that they care about the environment and long-term success. 

This means including goals for sustainability in the organization’s purpose and vision statements 

and taking sustainability into account when judging performance and giving rewards. Companies 

can give their workers a feeling of purpose and make them happier at work by ensuring their 

morals and environmental goals align with each other. Lastly, creating a sustainable work 

environment is vital for making employees happier with their jobs and more committed to going 

green. Businesses should encourage people to work together and participate in sustainability 

projects, support open lines of communication so people can talk about environmental issues and 

ideas, and give workers chances to add to sustainable practices. Creating a welcoming and helpful 

workplace that cares about sustainability can help workers feel like they fit in and make them 

happy at work.  

 

7. Future Research direction 

The study first looked at Green HRM practices, environmentally friendly dedication from 

employees, and job satisfaction. In the future, researchers could look into how other factors., like 

organisational atmosphere, leadership styles, employee participation, or how much help employees 

think they get from their bosses, affect the link between green HRM practises and job satisfaction. 

In the context of green practices, this would give us a fuller picture of what affects job satisfaction. 

Second, the study used Social Exchange Theory as its main theoretical framework. However, other 

theoretical approaches could be used to examine the link between green HRM practices and job 

satisfaction. Theories like the Psychological Contract Theory or the Conservation of Resources 

Theory could help us see things differently and understand how things work and change over time. 

Third, this study used a cross-sectional research methodology, showing a picture of things at a 

specific time. A continuous approach could be used in future studies to examine how Green HRM 

practices, employee loyalty to being green, and job satisfaction change over time. It would be 

easier to see how these factors might change and figure out what causes them to change. Lastly, 

polls were used to get first-hand information for the study. A mixed-methods technique could be 

used in future studies, including quantitative polls and qualitative conversations or focus groups. 

This would be very helpful to get a better picture of what workers know, think, and feel about 

Green HRM practices, employee green commitment, and job satisfaction. Qualitative data could 

help us understand the fundamental processes and environmental factors that affect these 

connections. 

 

8. Concluding Remarks 

The study on how green HRM practises affect job satisfaction and the role of green 

commitment as a mediator has given us helpful information and backed up all of our theories. The 

results of this study help us learn more about how companies can encourage employees to practice 

sustainable habits and make workers happier with their jobs. The study also shows how important it 

is for employees to be committed to being environmentally friendly. The results show that workers 

who care more about doing things in an environmentally friendly way are more likely to be happy 

with their jobs. The good benefits of Green HRM practice reach workers through their "green 

commitment," which shows how motivated, willing and involved they are in doing things that are 

good for the environment. This pledge gives workers a feeling of purpose, fulfilment, and unity 

with the company's efforts to be more environmentally friendly, which makes them happier with 

their jobs overall. The results clarify the importance of making HR practices more sustainable and 

getting employees involved in green projects. By using these methods, businesses can make the 

workplace more environmentally friendly, which will make workers happier and help the larger 

goal of being more environmentally responsible.  
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