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The modern organizational structure expects that the human resource

department should train the employees effectively to sustain the

environment. This study aims to understand the role of green human

resource management (GHRM) in the efficiency of organizations’ employees

in small and medium enterprises (SMEs) of Pakistan. The questionnaire was

developed on a five-point Likert scale to collect primary data from the target

respondents, and the target respondents of this study were the employees of

SMEs in Pakistan. The results of the study indicate that GHRM is an important

tool to motivate and train employees, which ultimately increases the efficiency

of employees. This study demonstrates that the SMEs in Pakistan need to

consider the critical role of GHRM as it is emerging and provides reliable

resources as per the organization’s requirements for better performance.

This study provides recommendation for future studies to consider and

contribute to the literature and to the practices of SMEs in Pakistan for the

efficiency of their employees.
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Introduction

Today’s world places considerable emphasis on employee productivity since it

enhances a company’s competitive position in the market. However, it is also critical

to remember that staff productivity is strongly tied to the effective teamwork and training

that the organization’s human resource department has a responsibility to ensure in the

organization. Significantly, Aboramadan (2020) demonstrated that most organizations

failed to get the best human resource team that would work following the guidelines of
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corporate social responsibility (CSR) to enhance the experience

of the employees and their performance in the organization. In

this way, if the management of the organization is motivated and

concerned about developing the efficiency of the employees, then

the HRMdepartment of the organizationmust work according to

the pattern of GHRM (Ehmann et al., 2022; Kim&Kim, 2016). In

the conclusion of Renwick, Redman, and Maguire (2008),

GHRM is emerging and it can change the traditional working

of the HR department in any organization for a sustainable

environment. In Saudi Arabia, GHRM is practiced in different

large and small organizations that are environmentally friendly

(Faisal & Naushad, 2020), and SMEs are also benefiting from

GHRM. To lower the cost of HR functions, the first step is to put

more resources into technology, which can track information

about employees and their health status (Naz, Jamshed, Nisar, &

Nasir, 2021). In contrast, GHRM is not adopted in backward

countries due to less training of the employees, and it is a

challenge for the environment (Renwick et al., 2008).

GHRM refers to the human resource department’s working

following the guidelines and policies for the sustainability of the

environment and an eco-friendly working system (Bhatti et al.,

2019). In modern times, it is expected that the human resource

department is required to train the employees effectively to

sustain the environment (Aboramadan, 2020). Employee

motivation refers to the employees’ motivation to perform

well and get training for effective teamwork to provide better

output in the organization (Mafini & Dlodlo, 2014). The training

of the employees is critical in the organization as it is important

to ensure the employees are working in the best way by utilizing

minimum resources to provide maximum output (Hina, Selvam,

& Lowry, 2019). Similarly, Shareef and Atan (2018)

demonstrated that teamwork is critical in the organization

because it is carried out to achieve the single direction-

oriented goal of the organization. Importantly, the efficiency

of the employees is needed in the organization because it is a

source of competitive advantage. The SMEs in Pakistan working

with the GHRM concept are contributing to environmental

sustainability because fewer resources are used (Muisyo, Su,

Hashmi, Ho, & Julius, 2022). Modern technology has changed

the traditional trends of work, and it has enhanced the

improvement in the HR department (Faisal & Naushad,

2020). Meanwhile, the SMEs without green innovation

acceptance concepts are still working on traditional patterns,

and less use of technology is adopted in these organizations (I.

Ahmad, Ullah, & Khan, 2021; Rubel, Kee, & Rimi, 2021).

In the existing literature, the influence of GHRMwas checked

in the context of employees’ behavior (Ababneh, 2021). Similarly,

the influence of GHRM on green service behavior has been

studied in the literature (Rubel et al., 2021). Moreover, GHRM is

also discussed in the context of green competitive advantage

(Muisyo, Qin, Ho, & Julius, 2021). The relationship between

GHRM and green creativity in the hotel industry was also

discussed in the earlier literature (Muisyo et al., 2022).

However, no existing study in the literature has discussed the

role of GHRM for employees’ training and employees’ teamwork

(I. Ahmad et al., 2021; Naz et al., 2021). There is a significant gap

in the literature related to the role of GHRM for employees’

training and employees’ motivation. Meanwhile, many earlier

studies presented the importance of GHRM for employees’ best

working and low turnover intentions (Renwick et al., 2008;

Dumont, Shen, & Deng, 2017; Naz et al., 2021). Based on the

grounds of existing research in the literature, the objective of this

study is to determine to what extent GHRM plays a critical role in

the efficiency of the organization’s employees in the SMEs of

Pakistan. It is important to understand that no particular study

was conducted to check the relationship between GHRM to

develop teamwork effectiveness and employee training for the

efficiency of the employees in the SMEs of Pakistan. In the earlier

research, the role of employee motivation in the GHRM model

was not taken into account (Ababneh, 2021). Furthermore, the

relationship between employees’ motivation and employees’

working performance was not discussed widely in the existing

studies in the context of GHRM. Therefore, this study’s

theoretical framework is designed to provide detailed

information related to the relationship between GHRM,

employee motivation, employee training, teamwork, and

employee efficiency. This study has been developed to

contribute to the literature because no study was conducted to

check the relationship of GHRM in the management of the

employees of the SMEs in Pakistan.

No doubt, modern organizations have a goal of working in a

sustainable way (Wheeler et al., 2012; Krause, Feiock, &

Hawkins, 2016; Shahzad & Fareed, 2022), and many studies

have been carried out to safeguard the environment from

different perspectives (Shahzad, Bouri, Mokni, & Ajmi, 2021;

Shahzad et al., 2022), but the role of GHRM is still

underexplored. According to the recommendations of Faisal

and Naushad (2020), the influence of GHRM should be tested

on the motivation of employees. Therefore, this study is

significant because it is designed to provide substantial

theoretical and practical implications in the relationship of

GHRM in the SMEs in Pakistan. Importantly, no earlier

study was conducted to discuss this critical issue in the

performance of SMEs in Pakistan that are facing challenges

related to HRM and CSR. Indeed, every organization needs to

improve the working efficiency of the employees in the

organization with the help of the HR department because

the modern market demands to work sustainably, as it helps

to develop a competitive advantage in the target market. In this

way, this study would provide significant implications that

would be useful for managing the SMEs of Pakistan.

Importantly, this study also provides recommendation for

future studies to consider contributing to the literature and

to the practices of businesses effectively.
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Literature review

The role of HRM is critical to consider because it provides the

guidelines and strategy for the employees to work effectively for

the organization’s benefit (Mafini & Dlodlo, 2014). GHRM can

influence the employees to work in an environmentally friendly

way (Aboramadan, 2020). Notably, the concept of GHRM has

emerged in the last decade because organizations are expected to

perform well in eco-friendly and environment-friendly systems

effectively. In this regard, it is the responsibility of the HRM to

provide adequate training to the employees to ensure that they

are working on the guidelines and procedures of the organization

(Barreiro & Treglown, 2020). Accordingly, Ullah et al. (2022)

stated that HRM is responsible for motivating the employees to

work in an environment-friendly situation to make sure that the

organization is working on the vision and mission that are

developed for the values of CSR and green innovation and

green performance. GHRM has a significant impact on the

performance of employees (A. J. Khan, Ansari, Ahmed, &

Malik, 2022; Muisyo et al., 2021). On one hand, organizations

in America are working in an eco-friendly system to improve

employee experience by providing the opportunity to work by

getting effective training to ensure that all organizations are

working on the CSR guidelines that are important to the

principal for the sustainability of the organization in the

target market (Mafini & Dlodlo, 2014; Empowerment, 2018).

Employees with appropriate working ideas are influenced by

GHRM because they welcome the new innovation to have

changes in their learning (Muisyo et al., 2021). In the

organizations that are working on the CSR guidelines, these

organizations are improving the standard of the working

environment because it is important to consider the

employees’ training and proper output from the employees of

the organization (Rita, Payangan, Rante, Tuhumena, & Erari,

2018; Hermawan, Thamrin, & Susilo, 2020). However, on the

other hand, the organizations that badly failed to integrate the

CSR values into HRM are not developing effectively (Rita et al.,

2018; Hermawan et al., 2020). In modern times, GHRMwork has

become a responsibility of businesses (Naz et al., 2021). CSR

provides the guideline for different organizations to work in an

eco-friendly system to ensure that the working of the

organization is based on the values and concerns of CSR to

influence the employees of the organization for better

performance (Singh & Misra, 2021; Ya, Tungsawad,

Laohanan, & Pun-ngam, 2022). GHRM has changed the

traditional practices of working for the employees of large

corporations (Dumont et al., 2017; A. J. Khan, Shah, Bashir,

& Iqbal, 2021).

The concept of the GHRM helps for an effective strategy in

an organization’s HR department to develop a strategy useful for

the proper training and motivation of the employee to make sure

that the employees are working following the organization’s

guidelines (Aboramadan, 2020). GHRM has changed

organizational working in Saudi Arabia because the employees

are collaborating and cooperating with management to establish

these practices in organizations (Faisal & Naushad, 2020).

Importantly, it is the management’s responsibility to train the

HRM employees in an effective manner and provide them with

the latest knowledge and equipment to operate the department in

a reliable manner (Luu, 2018; Deng, Cherian, Ahmad, Scholz, &

Samad, 2022; López-Cabarcos, Vázquez-Rodríguez, & Quiñoá-

Piñeiro, 2022). The employees are more protected in the

organization with GHRM because all of their information and

health statuses are monitored properly (Muisyo et al., 2022). It is

also noted that if the employees are motivated and are working

on the guidelines provided by HRM, then a more accurate

performance of the employees would be expected because they

are always working hard to perform well in the organization

(Bezner, Franklin, Lloyd, & Crixell, 2020), but they want the

appropriate resources to get the work done in an effective way to

provide maximum benefit to the organization as per the

guidelines of CSR (Farid et al., 2019; Cheema, Afsar, & Javed,

2020). In the advanced and developed countries, organizations

are bound to adopt GHRM practices because these organizations

are contributing to the economic sustainability of the country

(Rubel et al., 2021). Therefore, organizations need to consider the

vital role of GHRM as it is emerging and provides reliable

resources following the organization’s requirements for better

performance.

In a business organization, the critical responsibility of the

HR department is to train the employees effectively to get work

done efficiently and effectively (Bhatti et al., 2019). In this regard,

Aboramadan (2020) highlighted that the business organization’s

responsibility is to consider the critical role of CSR because by the

guidelines of CSR, it would be more effective for the organization

to work for the sustainability of the environment and resources

(Y. J. Kim & Kim, 2016). Notably, organizations that work on the

guidelines of CSR (Ehmann et al., 2022) influence their

employees to be productive and perform well in the

organization following the strategies of the organization that

are developed with the help of the mission of the organization

(Cheema et al., 2020; Farid et al., 2019; W. G. Kim, McGinley,

Choi, & Agmapisarn, 2020). Significantly, the responsibility of

the HRM is to train the employees and motivate them to work in

teams because when an employee works in a team, they will

perform well. Indeed, in many organizations, the employees

come from different cultures and with different values, and

they have a different set of beliefs (Leung, Sun, Zhang, &

Ding, 2021). The responsibility of the HRM is to motivate the

employees effectively and get better output from them. The

employees are from different cultures and values, and in this

way, the HRM is required to consider its responsibility

reasonably and ensure that teamwork is as per the values of

the organization (S. Ahmad, Shafique, & Jamal, 2020). The

influence of GHRM practices on employees has changed the

traditional work of employees because now they are more
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motivated to perform in a better way (Aboramadan, 2020). The

HR department with sustainable practices is more innovative at

work for the employees (Aboramadan, 2020). The GHRM

practices enhance the teamwork tasks because the employees

from different departments collaborate with each other based on

their data (Dumont et al., 2017).

In this way, the employees of the organization should be

motivated to work in a team, and they should be rewarded for it

because when the employees of the organization follow the ethical

guidelines and standards, they not deviate from the vision and

mission of the organization (Leung et al., 2021). Still, they would try

their best to develop strategies regarding the values of the

organization to develop their capacities in teamwork. Indeed, it is

noted that when the organization provides an effective teamwork

environment to the employees, the performance of the organization

is increased, and it is for the competitive advantage of the

organization (Mafini & Dlodlo, 2014). In the modern world,

resources are available to every organization because of globalism

as the trade barriers are reduced, and organizations have success in

getting every kind of raw material and supporting material for the

functionality of the organization (S. Ahmad et al., 2020).

Importantly, in the modern world, the critical role of employees

is important because the organization is developing a competitive

advantage in the target market based on teamwork and the best

employees. After all, the best employers are visionaries (Han,Wang,

& Yan, 2019), and they provide appropriate services to the

organization effectively by motivating the other employees to

perform well (López-Cabarcos et al., 2022). However, on the

other hand, in the organization that badly failed to perform well

in the target market it is considered that teamwork was absent from

the employee relationship of that organization. Teamwork in any

organization enhances the capability of the employees because they

are directly working to improve the projected task (Muisyo et al.,

2022). The sustainability of the employee’s performance is also based

on teamwork (Ehmann et al., 2022). The employees with low

performance in the team also learn within the team because his/

her performance is improved by working with other employees with

expertise (Rubel et al., 2021).

Moreover, it is also noted that the effective teamwork and the

working of the organization on the guidelines of the top

management helps the management to develop CSR and

perform well in the target market (Leila & Laily, 2011; Arraya,

Pellissier, & Preto, 2015; Oshodin & Omoregbe, 2021). In this way,

organizations are required to consider the vital role of teamwork and

provide a sustainable environment for teamwork to ensure that the

employees collaborate to perform well and get rewards (Yulianto,

Sisko, & Hendriana, 2021). In the future, the success of the

organizations in the target market will be based on effective

teamwork (N. A. Khan, Khan, & Gul, 2019) because teamwork

provides target-oriented guidelines in which the employees are

working accordingly to achieve success collectively (Kotzé &

Smit, 2008). In Figure 1, the theoretical framework of the study

is presented. The employees who aremotivated by theHRmanagers

performing more in the organization (Ababneh, 2021). The lack of

motivation by the HR manager can reduce the performance of

employees in the organization (I. Ahmad et al., 2021). The

relationship between HR managers and employees should be

friendly, and employees should be motivated to reduce the

intention of turnover (Rubel et al., 2021). The best organizations

facilitate their employees to better work in teams. HR manager

motivation has significant impact on employees’ performance

(Aboramadan, 2020; Muisyo et al., 2021).

H1: There is a relationship between green human resource

management and employees’ motivation.

H2: There is a relationship between employee motivation and

training.

FIGURE 1
Theoretical framework.
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H3: There is a relationship between green human resource

management and employees’ training.

H4: There is a relationship between employee training and an

employee’s efficiency.

H5: There is a relationship between green human resource

management and teamwork.

H6: There is a relationship between teamwork and

employees’ efficiency.

H7: There is a mediating role of employees’motivation in the

relationship between green human resource management and

employee training.

Methodology

Research in the area of social sciences provides the primary data

for data analysis. In this regard, this study uses the quantitative

approach to collect the primary data from the targeted population

on a five-point Likert scale. It is because a survey-based

questionnaire for data collection is appropriate to collect data in

less time with very little cost. In this study, the respondents were the

employees of SMEs in Pakistan. All of the scales were adapted from

previous studies. The questionnaire for this study integrated these

items in the second section because the first section of the study was

dedicated to a brief introduction of the study to the respondent.

GHRM was measured using four items adopted from the study of

Dumont et al. (2017): employee motivation by Rizwan, Tariq,

Hassan, and Sultan (2014), the employee training scale adopted

from the research of Chiaburu and Tekleab (2005), teamwork

measured using four items from the work of Kakemam et al.

(2021), and the employee efficiency scale from the study of

Rizwan et al. (2014). The reliability and validity of these items

were tested before being integrated into the questionnaire.

Cronbach’s alpha for all scale items was greater than 0.70, and

composite reliability (CR) was above 0.70. Moreover, the data were

collected from the target respondents by providing them with a

questionnaire with an introduction to the study. The random

sampling technique is used in this research because it is an

appropriate way to collect data. The employees of different SMEs

were contacted randomly, and the information was collected on the

questionnaire. In this way, 500 questionnaires were distributed to the

respondents to collect quantitative data with an expected response

rate of 50%. However, after analyzing the questionnaires,

215 questionnaires were considered appropriate to analyze the

data with the help of the software SmartPLS version 3. The

respondents were praised for delivering thoughtful answers to the

survey.

Study findings

Convergent validity

The convergent validity was checked using the PLS

algorithm. As can be seen in Figure 1, no value is less than

the minimum threshold of 0.60, and CR is above 0.70, as

FIGURE 2
PLS measurement model.
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recommended by Fornell and Larcker (1981). Moreover, the

values of average variance extracted (AVE) were checked, and all

of the values were not less than 0.50, as recommended by Hair,

Money, Samouel, and Page (2007). As a result, all of the values

demonstrated the significant reliability and validity of the scale

items used for this study (see Figure 2 and Table 1).

Discriminant validity

The discriminant validity test is to identify the distinction

between the scale items used in the questionnaire to measure any

variable. Along with reliability and validity, discriminant validity

is also tested to check the scale difference in measuring the

impact of the same variables. In this regard, PLS algorithm

computations were used in this portion of the study to

examine the discriminant validity of the scale items. However,

the most reliable and recommended method by Gold, Malhotra,

and Segars (2001), HTMT, was adopted to check the

discriminant validity (Table 2). The results revealed that all of

the values of discriminant validity were not greater than 0.90, as

recommended by Gold et al. (2001). Therefore, the study has

apparent discriminant validity for the scale items used to collect

the data.

The PLS-SEM results

Hypothesis testing for this research was carried out using the

PLS bootstrapping test. For a significant hypothesis, the

recommended t-value is 1.96 and the p-value is 0.05 (Hair Jr,

TABLE 1 Factor loadings, Cronbach’s alpha, CR, and AVE.

Variable Item Description Factor
loadings

Cronbach’s
alpha

CR AVE

Employee
efficiency

EE 1 My performance is better than that of my colleagues with similar qualifications 0.688 0.853 0.906 0.714

EE 2 I am satisfied with my performance because it is mostly good 0.895

EE 3 My performance is better than that of employees with similar qualifications in
other banks

0.926

EE 4 My performance is better than that of employees with similar qualifications in
my banks

0.922

Employee
motivation

EM 1 I feel a sense of personal satisfaction when I do this job well 0.767 0.783 0.875 0.700

EM 2 My opinion of myself goes down when I do the job badly 0.874

EM 3 I like to look back at a day’s work with a sense of a job well done 0.865

Employee
training

ET 1 My company provides me with the opportunity to improve my skills 0.923 0.940 0.957 0.847

ET 2 There are a lot of chances to learn new things in this company 0.925

ET 3 My company frequently arranges training programs for the employees 0.919

ET 4 Doing a job in this company will benefit me 0.914

Green HRM GHRM
1

My company sets green goals for its employees 0.775 0.728 0.830 0.551

GHRM
2

My company provides employees with green training to promote green values 0.724

GHRM
3

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

0.811

GHRM
4

My company considers employees’ workplace green behavior in performance
appraisals

0.650

Teamwork TW 1 My manager provides opportunities to discuss the unit’s performance after an
event

0.618 0.782 0.861 0.612

TW 2 My manager ensures that adequate resources are available 0.773

TW 3 Employees monitor each other’s performance 0.834

TW 4 Employees exchange relevant information as it becomes available 0.880

GHRM, green human resource management; EM, employee motivation; ET, employee training; TW, teamwork, and EE, employee efficiency.

TABLE 2 Discriminant validity (HTMT).

EE EM ET GHRM TW

EE

EM 0.673

ET 0.775 0.547

GHRM 0.736 0.817 0.857

TW 0.739 0.841 0.610 0.773

GHRM, green human resource management; EM, employee motivation; ET, employee

training; TW, teamwork; and EE, employee efficiency.
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Sarstedt, Hopkins, & Kuppelwieser, 2014). First, the significance

of H1 was investigated, and the results suggest that H1 is

significant and that GHRM positively affects EM (β= 0.619,

t = 13.286, p = 0.000). Second, the significance of H2 was

determined, and the findings suggest that H2 is significant

and that EM has a substantial effect on ET (β= 0.192, t =

3.918, and p = 0.000). Third, the relevance of H3 was

determined. The findings show that H3 is important and that

GHRM has a substantial effect on ET (β= 0.727, t = 16.478, and

p = 0.000). Fourth, H4 was tested for significance. The results

indicate that H4 is significant and that ET significantly influences

EE (β= 0.520, t = 9.560, and p = 0.000). Fifth, the result of

H5 indicates that GHRM has a positive significance on TW (β=
0.601, t = 13.856, and p = 0.000). Sixth, the result of H6 shows

that TW significantly affects EE (β= 0.332, t = 5.707, and p =

0.000). In the end, the result of H7 indicates that EM significantly

mediates the relationship between GHRM and ET (β= 0.098, t =

3.629, and p = 0.000), as indicated in Figure 3 and Table 3.

Discussion and conclusion

The findings of H1 show that GHRM and employees’

motivation are significantly correlated. The findings of this

study are similar to the findings of earlier studies

(Aboramadan, 2020; Muisyo et al., 2021). As per the results of

H2, the relationship between employees’ motivation and

employee training is significant. Moreover, the results of this

TABLE 3 Result of direct and indirect relationships.

Hypotheses Relationship Beta STDEV T-value p-value Remarks

H1. GHRM- > EM Direct 0.619 0.047 13.286 0.000 Significant

H2. EM- > ET Direct 0.192 0.049 3.918 0.000 Significant

H3. GHRM- > ET Direct 0.727 0.044 16.478 0.000 Significant

H4. ET- > EE Direct 0.520 0.054 9.560 0.000 Significant

H5. GHRM- > TW Direct 0.601 0.043 13.856 0.000 Significant

H6. TW- > EE Direct 0.332 0.058 5.707 0.000 Significant

H7. GHRM- > EM- > ET Mediation 0.098 0.027 3.629 0.000 Significant

GHRM, green human resource management; EM, employee motivation; ET, employee training; TW, teamwork; and EE, employee efficiency.

FIGURE 3
PLS structural model.
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hypothesis are in line with earlier studies (Dumont et al., 2017;

Naz et al., 2021). Similarly, the results of H3 indicate the

significant relationship between GHRM and employee

training. The results of this hypothesis are also identical to the

results of earlier studies (Faisal & Naushad, 2020; Muisyo et al.,

2022). The results show a significant relationship between

employee training and efficiency, and H4 is significant.

Importantly, these findings validate the results of existing

research in the body of literature (Ababneh, 2021; I. Ahmad

et al., 2021; Renwick et al., 2008). The H5 results indicate the

significant relationship between GHRM and teamwork.

Meanwhile, these findings are lined up with the findings of

previous research (Muisyo et al., 2021; Muisyo et al., 2022).

Furthermore, the results of H6 show the significant relationship

between teamwork and employee efficiency. Also, these findings

are similar to the findings of previous work in the body of

knowledge (Naz et al., 2021). Lastly, the results of

H7 demonstrate the significant mediating role of employees’

motivation in the relationship between GHRM and employee

training. This relationship was not tested in the earlier research.

Therefore, it is a contribution to the body of knowledge that

extends the framework of employees’ training. It is reasonable to

understand that there is a critical tool for GHRM in Pakistan’s

small and medium enterprises. To develop the employees’

efficiency, the management’s responsibility is to work

effectively by adopting new tools and mechanisms for

improving the efficiency of the employees for better

development (Jang, Kim, & Lee, 2022; M. M. S. Khan &

Ghayas, 2022; Qi, Liu, Wei, & Hu, 2019).

In the advanced and developed countries, small and

medium enterprises are working based on the guidelines of

CSR because by working on the guidelines of CSR (Farid et al.,

2019; Latif et al., 2022; Murad, Bhatti, Bakar, Ahmad, & Khan,

2022), it would be more reasonable for the businesses to grow

in the target market and develop a competitive advantage

(Favero, 2020). However, in modern times, customers are

mature and willing to become loyal to the business, that is,

working for the eco-friendly system (Avotra, Chenyun,

Yongmin, Lijuan, & Nawaz, 2021). The function of the

corporate organization’s management is to develop an

effective GHRM for the training and the teamwork

environment of the employees to provide a reasonable way

to work in the target market (Phina, Arinze, Chidi, &

Chukwuma, 2018). Significantly, in the study by Kakemam

et al. (2021), the organizations that work on the guidelines of

CSR are the top-ranked organizations in developed countries.

Therefore, the responsibility of the critical stakeholder related

to the business is to ensure that the small and medium

enterprises in Pakistan are working in an eco-friendly

system with the development and proper implementation

of GHRM to develop a competitive advantage by improving

the efficiency of the employees.

Research implications

This study provides essential theoretical and practical

implications that are worthy of consideration when examining

the relationship between GHRM and employee productivity in

Pakistan’s small and medium enterprises. On one hand, this

study emphasizes that corporate management needs to consider

the role of GHRM since it helps to increase employee performance

and efficiency. Indeed, there was a gap in the literature as no earlier

study was conducted to determine the relationship of GHRM as an

emerging variable with the efficiency of the employees in the SMEs

in Pakistan. In this way, this study highlights that the organization’s

vision and mission should be according to the values of CSR and

GHRM. Significantly, this study highlights the relationship between

a different variable that is integrated into the study’s theoretical

framework, and this relationship would be effective for future studies

to consider in a single document.

In contrast, the link between GHRM and employee

productivity in the workplace is required to consider the

study’s substantial practical implications. No doubt, the

objective of every organization is to provide better output

with the help of an employee. Therefore, if the employees of

the organization are trained with the concept of GHRM, then

more productivity in the employees would be developed, which

would be beneficial for the prosperity and competitive advantage

of the organization in the modern mature market of Pakistan.

Therefore, the responsibility of the management of SMEs in

Pakistan is to consider the critical role of GHRM in developing

the capability of their employees for better performance.

Importantly, considering the conclusion of the study would be

effective for the management to design the working environment

in the best way for developing the efficiency of the employees of

the organization.

Limitations

There are some limitations to this research. To begin with, this

research is based on the cross-sectional data collected on the

questionnaire that has limited importance for monitoring the

GHRM capacities. Therefore, future research may focus on

monitoring the GHRM activities in different organizations in the

long term to validate the results of this study. Second, this research

has determined the role of employees’ motivation; however, the

employees can be motivated with performance and rewards. Hence,

future research may focus on performance and reward factors to

determine the findings and contribute to the framework of an

employee’s performance. Finally, this study is limited as it

discusses a single aspect of GHRM for the employees. Moreover,

future research should enhance the literature by determining the

impact of sustainability in human resource management and its

impact on the competitive advantage of the organization.
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