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Abstract

This study examines the impact of green human resource management (GHRM)
and green innovation (GI) on sustainable business performance (SBP) with the
mediation of environmental performance (EP). For this quantitative study, data
were gathered from managers of manufacturing firms in Punjab, Pakistan. A
purposive sampling technique was used to collect primary data. Three hundred
forty-one (341) respondents were analyzed using SPSS and smartPLS. The
measurement and structural models were carried out with smartPLS, while
descriptive statistics and correlation were analyzed with SPSS. Results indicate a
positive and significant impact of GHRM and GI on EP and SBP. EP has a direct
and positive effect on SBP. Moreover, EP mediates between GHRM and SBP, Gl
and SBP. It contributes to the existing body of knowledge by illuminating the
connections among GHRM, GlI, EP, and SBP in terms of natural RBV theory. It
also demonstrates how GHRM, Gl, and EP are essential within manufacturing
companies to achieve SBP. To accomplish SBP, manufacturing business
management must analyze their environmental performance using GHRM and Gl.

Keywords: green humane resource management, green innovation,
environmental performance, sustainable business performance.

Introduction

Several years ago, researchers, policymakers and business owners
paid little consideration to the environment because they believed that
firms had a little environmental impact. Now, environmental deterioration
has become a global issue. However, today's policymakers and academics
agree that the reasons of ecological degradation are pollution and the use
of unsafe materials etc. (Kraus, Rehman, & Garcia, 2020).Economic
growth with environmental awareness is becoming increasingly important
(Hernandez et al., 2020). The competitive climate has changed business
patterns swiftly all over the world. Now, earn profit and obtain a
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competitive advantage is not enough; it require to account for
environmental repercussions (Kraus, Rehman, & Garcia, 2020).
Stakeholders put much pressure on firms to make ecofriendly production
activities (Yu et al.,, 2017). Because of the numerous environmental
concerns highlighted, businesses must focus on environmental protection
activities. Industrialists and academics are increasingly motivated by
"green" issues (Kraus, Rehman, & Garcia, 2020). From an academic
standpoint, researchers are gradually shifting focus to green HRM
(GHRM) (Singh et al., 2020),green innovation (GI)(Singh et al., 2020;
Zhang et al., 2020), environmental performance (EP) (Adegbile et al.,
2017; Asadi et al., 2020; Ferreira et al., 2020; Zhao & Huang, 2022).
Techniques of GHRM aim to lessen businesses' environmental effects
(Singh et al., 2020; Suba et al., 2021) lead to sustainable business
performance (SBP).Green innovation is a strong indicator of firm
performance (Qiu et al., 2020). Moreover, research has shown Gl is critical
to ensuring long-term performance (Zhao & Huang, 2022). The
environmental strategy has been the focus of industrial practitioners and
academics (Zhou et al., 2019). Fousteris et al. (2018) said environmental
strategy (novel preventative procedures, eco-friendly practices etc.) is
connected to success. Manufacturing companies pollute the planet and
endanger life (Kraus, Rehman, & Garcia, 2020).

Organizations negatively influenced due to deterioration of the
environment (Kraus, Rehman, Garcia, et al.,, 2020). Stakeholder is
sensitive regarding society and environment, creating performance issues
which are facing organizations (Wang, 2019). Researchers are focusing on
green aspects (Takalo & Tooranloo, 2021). So, there is need of time to
achieve sustainability. The study was motivated by the fact that
researchers need to pay more attention to GHRM and Gl in determining
SBP, EP as mediator in Pakistani manufacturing firms. As a result, this
research aims to fill that void. CSR-Performance relationship examined by
“Stakeholder theory”(Hernandez et al., 2020), GI-EP relationship
examined by “ability motivation-opportunity theory”(Singh et al., 2020).
The “natural resource-based view” (RBV) philosophy found that
environment and Gl are critical in determining long-term performance
(Hart, 1995).This study determining the interrelationship among GHRM,
Gl, EP, and SBP in light of natural RBV theory which is advancement of
“RBV theory” (Hart, 1995). Scholars can practice “natural RBV theory”
to assess performance of organizations by aiming environment (Menguc
& Ozanne, 2005).Managers can use GHRM and Gl to improve the EP and
SBP of Pakistani manufacturing firms.
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Literature Review
Sustainable Business Performance

A company can attain sustainable performance only when its
functions, processes, or operations are eco-friendly. Business transactions
must be carried out to foster relationships with stakeholders (Zhao &
Huang, 2022). A company which is sustainable, make policies which
maximize business profits while preserving the environment's quality and
society's welfare(Ng & Rezaee, 2020).Green Innovation affects both the
hotels' economic and environmental performance (Asadi et al., 2020).A
research showed that green transformational leadership (GTL) directly and
significantly impact long-term business performance, same impact noted
by human resource management and green innovation(Zhao & Huang,
2022). According to the study, perceived organizational support moderates
the relationship of GTL, Gl, HRM and sustainable business performance.
Researchers and practitioners are focusing on sustainability in business
(Zhao & Huang, 2022).

Green Human Resource Management

Employees become able to demonstrate behaviors to remain
competitive and deliver excellent performance due to GHRM (Boxall &
Steeneveld, 1999). GHRM refers to HRM practices that reduce businesses'
environmental impact (Singh et al., 2020; Suba et al., 2021). It is
associated with sustainability and employee behaviors (Singh et al.,
2020).Practicing GHRM leads to corporate environmental management
activities focusing on environmental management (Masri & Jaaron, 2017).
GHRM emphasizes environmental protection and encourages top
management to focus on institutional practices encouraging employees to
reduce workplace pollution(Oh et al., 2016).

Green Innovation

Chen et al. (2017) believed Innovation is the reorganization of
elements seen in business operations as changes in goods, manufacturing
processes, resources, and organizational management structure. Green
innovation defined as all inventions are integrated refers to production that
reduce resource consumption (Abbas & Sagsan, 2019). In recent decades,
academics have become increasingly interested in going green. The study
is divided into two parts: green innovation technique and process, which
includes innovativeness, innovative green products, green manufacturing
ecosystems, and green innovation channels (Song & Yu, 2018).Abdullah
et al. (2016)have studied manufacturing company’s barriers regarding
ecofriendly innovation in Malaysia. Focusing on sustainability, a study
focused on different types of innovation for enhancing performance
(Garcia-Granero et al., 2018).A study examined green innovation capacity
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by examining green industrial revolution outputs and inputs (Li et al.,
2019).

Green Human Resource Management and Sustainable Business
Performance

Green HRM evaluated to see whether or not they may motivate
businesses to embrace eco-friendly business strategies. This research used
resource-based perspective theory on Malaysian manufacturing firms to
assess GHRM practices on company sustainability. Moreover, training
equips employees to solve environmental issues and enhances the
corporate operations to sustainability (Yong et al., 2020).Paulet et al.
(2021)examined how important it is to change HRM practices from a
green point of view to make businesses more sustainable. The
investigation showed that the company could succeed long-term with
green HRM techniques like green hiring, performance management,
training, and rewards. Green HRM enables a firm to increase the
sustainability of its firm performance by creating a green consciousness
and skill set among the employees responsible for operating the company's
operations (Bose & Gupta, 2017).

Green Innovation and Sustainable Business Performance

Environmentally friendly innovation and sustainable company
success is examined in the research. The research suggests that companies
establish policies and plans to introduce technological innovation to
current environmental needs. The companies can establish consistency in
their operations and sustain their commercial success (Fernando et al.,
2019).The innovation in building business sustainability, this study
suggests the advancement of ability in employees and technology allow
the company to become eco-friendly and have financial success (Song et
al., 2019).Ullah et al. (2022)found that focus on utilize resources in green
perspectives because they help to obtain sustainability in businesses. They
discovered that sustainable business performance is achieved by adding
value to or implementing something entirely new in business operations
such as operations and marketing techniques in green perspectives.

Environmental Performance Mediates between Green Human Resource
Management, Green Innovation and Sustainable Business Performance
Gl significantly encourages management (Adegbile et al., 2017).
Additionally, improve ecology and enhance performance in many aspects
(Weng et al., 2015). The performance of exports is also significantly
improved by technological innovation (Edeh et al., 2020). According to
Ferreira et al. (2020), technological transfers occasionally harm ecology.
According to Chiou et al. (2011),green managerial innovation has no
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effect, while green innovation impacts environmental performance. As a
result, there is still room for research on GI and EP. The quality of products
and environmental issues into business operations all affect environmental
performance (Singh et al., 2019). Gl supports environmental management
and performance (Adegbile et al., 2017). GHRM refers to HRM methods
that decrease companies' and society's environmental effect (Singh et al.,
2020). Additionally, by reducing waste and costs, green innovation
reduces negative ecological footprint, enhances its performance(Weng et
al., 2015). Moreover, the firm uses green innovation to accomplish its
environmental objectives (Singh & El-Kassar, 2019).

Green product and process innovation decreases waste, expenses,
and the business's ecological effects, improving performance (Del Giudice
et al., 2019; Weng et al., 2015).Production efficiency doesn't harm
environment is not considered environmental performance. Experts
worldwide agree that environmental performance assessment is the best
way to gauge sustainability (Halkos & Tzeremes, 2013; Jawahar et al.,
2017).”The natural resource-based view theory” states that business
strategies are vital to sustained success, but the RBV theory does not. For
sustainable performance, practitioners and academics recommend
focusing on environmental methods(Kraus, Rehman, Garcia, et al., 2020).
RBV and institutional theory were used to analyze environmental
performance mediating role between financial performance and green
supply chain management (Ma et al., 2022). Using the natural RBV theory
and concentrating on environmental, researchers may evaluate the
performance of firms (Menguc & Ozanne, 2005).Based on above
literature, following hypotheses are proposed.

H1: GHRM has positive and significant impact on SBP

H2: Gl has positive and significant effect on SBP

H3: GHRM has positive and significant effect on EP

H4: Gl has positive and significant effect on EP

H5: EP has positive and significant effect on SBP

H6: EP mediates between the relationship of GHRM and SBP

H7: EP mediates between the relationship of Gl and SBP
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Figure 1: Framework

Methodology
Sample and Data Collection

The study is quantitative, and the managers actively engaged in
implementing green practices were surveyed to collect primary data.
Manufacturing firms (Industries: Food and beverages, Textile, Rubber
Products, and Iron & Steel Products) in Punjab, Pakistan provided the
information. Purposive sampling was used in a quantitative study to gather
primary data (Zhao & Huang, 2022). Non-probability sampling is useful
when randomization is problematic, such as when the population is large.
It may aid researchers with scarce resources and expertise (Nechval et al.,
2016). A sample was obtained via the use of purposive sampling, and
cross-sectional information was gathered through a self-administered
questionnaire and email. The instrument's content validity was established
by field experts. A pilot research was done, and 50 respondents received
the survey to offer input to guarantee its clarity. The questionnaires did not
need to be changed at all. All respondents were informed about study
objectives before being asked to complete the questionnaire. Once they
agreed, the next step was to fill out a questionnaire. Five hundred (500)
questionnaires were distributed and three hundred forty-one (341) useful
questionnaires (68.2% response rate) were received and used to test the
hypotheses. PLS-SEM and the SPSS were used to analyze the data.

Measurement

The measurement instruments for the underlying constructs were
all derived from earlier studies. They were all multiple-item measures.
There were two sections to the questionnaire. There were inquiries about
demographic data in Section "A." There are inquiries about the study's
variables in Section "B." A “5- Point Likert scale” is used; research
employs four variables with a total of 18 items. Six items measured
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GHRM, four items were used to measure Gl, three items measured
environmental performance and five items make up the Sustainable
Business Performance (SBP) measurement.

Table 1

Data Collection Instruments
Sr. Variables Items Source Scale
1 GHRM 6 (Dumont et al., 2017) 5- Point LS
2 Gl 4 (Singh et al., 2020) 5-Point LS

(Chen et al., 2015; Kuo &

3 EP 3 Chen, 2016) 5-Point LS
4 SBP 5 (Singh et al., 2020) 5-Point LS

Results and Discussion

Table 2 provides respondents’ demographic information,
revealing that most respondents (86.22%) were male. The educational
backgrounds of the respondents ranged from matriculation to Ph.D., with
the majority (34.31%) holding a bachelor's degree. Most managers have
6-10 years of experience, with 24.05% having 11-15 years. Descriptive
statistics and correlation analyses were performed using SPSS. SBP,
GHRM, GI, and EP had mean values of 4.264, 4.327, 4.357, and 4.389,
respectively. Correlation exposed the association among the constructs,
outcome show a moderate correlation between the constructs (Morgan et
al., 2004).

Table 2
Demographic Information
Question Detail Frequency Percent
Gender Male 294 86.22%
Female 47 13.78%
Age in years 28-37 218 63.92%
38-47 96 28.15%
48 or above 27 7.92%
Level of Education Matriculation 34 9.97%
Intermediate 97 28.45%
Bachelor 117 34.31%
MS/M.Phil. 85 24.93%
Ph.D. 8 2.35%
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Experience in

years 0-5 73 21.41%
6-10 165 48.39%
11-15 82 24.05%
16-above 21 6.16%
Table3
Descriptive statistics and correlation analysis
Construct Mean Desiffion SBP GHRM Gl EP
SBP 4.264 0.824 1
GHRM 4.327 0.695  0.442" 1
Gl 4.357 0.706  0.467" 0.464~ 1
EP 4.389 0.609  0.509” 0.591™ 0.544™ 1

EP1 EP2 EP3
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Figure 2: Measurement model

The hypotheses formulated in the preceding section are
checked using PLS-SEM. This approach is more appropriate for complex
models(Hair Jr et al., 2014). For evaluating mediation, PLS-SEM s
thought to perform estimations more effectively (Sarstedt et al., 2020). the
PLS-SEM method accurately estimates the mediation influence and
permits accounting for measurement error (Chin, 1998).There are outer
and inner models in PLS-SEM. Table 4 demonstrates that the factor
loading ranges from 0.702 to 0.888 are acceptable value(Hair Jr et al.,
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2014). Researchers can keep an item if the factor loading is between 0.40
to 0.50 and does not affect the composite reliability (CR). (Hair Jr et al.,
2014) recommend CR values higher than 0.60. CR value between 0.6 and
0.70 is considered acceptable, between 0.7 and 0.90 is considered
satisfactory to good, and above 0.95 is considered not
acceptable(Diamantopoulos et al., 2012; Drolet & Morrison, 2001).
Average variance extracted (AVE)is between 0.654 to 0.693, exceeds 0.50
(Hair Jr et al., 2014).The R? statistic explains how exogenous factors affect
endogenous variables (Falk & Miller, 1992) suggest R? values greater than
0.10. Cohen (1988) categorized endogenous latent variable R2 values as
big (0.26), moderate (0.13), and small (0.02). The R? value of EP is 0.45;
hence all independent variables (GHRM and GI) represent 45.9% of EP
variation. The R? value for SBP is 0.335, which indicates that GHRM, Gl,
and EP account for 33.5% of the variation in SBP.

Table 4
Construct Reliability and Validity
Loadin 2
Construct Items o VIF o CR AVE R
EP EP1 0.867 1.73 077 087 069 045

EP2 0.809 1.55
EP3 0.819 158
GHRM GHRM1 0825 223 089 091 0.65
GHRM2 0816 2.16
GHRM3 0.871  2.60
GHRM4  0.847 2.44
GHRMS  0.781  1.89
GHRM6 0.702 1.61
Gl Gl1 0.808 180 0.83 0.88 0.66
Gl2 0.773 159
GI3 0.792 1.75
Gl4 0.888 2.36
SBP SBP1 0813 191 087 090 0.66 0.33
SBP2 0.792 1.96
SBP3 0.830 2.22
SBP4 0.849 2.25
SBP5 0.799 1.78
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According to Rehman et al. (2019), discriminant validity develops
when two variables must not be statistically identical. Fornell and Larcker
(1981) proposed two methods for calculating discriminant validity using a
traditional metric. First, compare the AVE square root value to the
correlation values. Second, contrast the AVE value with the square
correlation value. Researchers developed a novel discriminant validity
approach “Heterotrait-monotrait ratio (HTMT)” years before(Henseler et
al., 2015).The Fornell and Larcker (Diagonal and lower diagonal
elements) and HTMT tests (upper diagonal part) were used to establish
discriminant validity (see Table 5) between variables. Henseler et al.
(2015) recommend HTMT thresholds under 0.85. The "variance inflation
factor (VIF)” (see table 4) must be below 5(Hair Jr et al., 2014).

Table 5

Fornell and Larker Criterion and HTMT
Construct EP GHRM Gl SBP
EP 0.832 0.713 0.680 0.617
GHRM 0.607 0.809 0.542 0.504
Gl 0.555 0.478 0.817 0.547
SBP 0.516 0.458 0.471 0.817

EP1 EP2 EP3
\ 0.809%.000) /

0,867 (0.000) ‘ 0,819 {0.000)

GHRML

GHRM2
¢-0.825 (0.000)

0816 (0.000)
0871 (0.000) 3
R 07 0000 =

0.443 (0.000)
GHRM3

0.281 (0.000)

0.781 (0.000" 5BP1
s
0.702 (0.000) 0177 (0.000
GHRMS GHRM (0.000) 0.813 (0.000 SBP2
0344 (0.000) ~0.792 (0.000)
GHRME _0.830 (0.000)%  SBP3
849 (0.000]
0799 (0.000) | SEP4
i 0.231 (0.001) sep 4
- SBPS
0,808 (0.000)
612
0.773 (0.000)
o 40792 0000 =
0,888 (0.000)
—

Gl Gl

Figure 3: Structural model

This study examines the interrelationship among GHRM, GI, EP,
and SBP. The structural model is performed in this section. In order to
verify the hypotheses; result evaluates SBP significantly affected by
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GHRM. H; was accepted ($=0.301, t=4.365, p=0.000). This fact is
accurate (Paulet et al., 2021; Yong et al., 2020). H, evaluates SBP
significantly affected by GI. H, was accepted ($=0.327, t=4.755, p=0.000).
The results are comparable with (Fernando et al., 2019; Ullah et al., 2022).
Hs was accepted because the results demonstrated that GHRM influences
EP significantly and positively ($=0.443, t=6.186, p=0.000). Several
researchers found similar outcomes (Gilal et al., 2019; Yusoff et al., 2020).
H, investigates whether Gl positively and significantly affect EP. Hs was
accepted because the results demonstrated that Gl influences EP (B
=0.344, t=4.542, p=0.000). The study yields comparable results to study
by (Adegbile et al., 2017; Singh & EIl-Kassar, 2019). Hs evaluates EP
significantly and favorably influences SBP ( =0.281, t=3.794, p=0.000);
thus, Hs was accepted (=0.281, t=3.794, p=0.000). The results
corresponded to those of a study by (Escrig-Olmedo et al., 2017; King &
Lenox, 2001).

Table 6
Total effects

T- P- Bl
Value Value 250% 97.50%
GHRM ->SBP 0.30 0.069 4.365 *** (0161 0.434

Construct B SD

Gl -> SBP 033 0.069 4.755 *** 0.197 0.463
GHRM -> EP 044 0.072 6.186 *** 0.303 0.582
Gl -> EP 034 0.076 4542 *** 0.197 0.495
EP -> SBP 0.28 0.074 3794 *** 0139 0422

Note: Bl, bias corrected confidence interval.

Mediation analysis was performed to evaluate whether EP
mediates between GHRM and SBP. The total effect of GHRM on SBP is
substantial. The direct impact of GHRM on SBP is significant when EP is
considered a mediator. The specific indirect impact of GHRM on SBP
through EP is also significant. He was approved because EP partially
mediates between GHRM and SBP. A study done in Jordan, environmental
performance mediates between export performance and green supply
chain management (Al-Ghwayeen & Abdallah, 2018).A manufacturing
sector research indicated GHRM and EP mediated by Gl (Aftab et al.,
2022).EP negatively impacted financial success in the Czech Republic,
although it has long-term benefits (Horvathové, 2012).A second mediation
was conducted to determine whether or not EP mediates between Gl and
SBP. The total effect of GI on SBP is substantial. The direct impact of Gl
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on SBP is significant when taking into account EP as a mediator. It is also
important to note that the specific indirect effect of GHRM on SBP
through EP is also significant. EP partly mediates the connection between
GHRM and SBP, which supported H;. Table 7 provides the results of all
mediation analyses. A Study on hotel and IPPC law sector showed early
investments in proactive environmental initiatives impact corporate and
environmental performance. Also, the competitive edge mediates between
financial and environmental performance(Ldpez-Gamero et al., 2009). A
study found that environmental and business performance is negatively
correlated (Imran & Jingzu, 2022).

Table 7
Mediation analysis
Total effect Direct effect Indirect effect
H B T P B T P BT P

H6  0.30 436 0 0.17 3.72 0.000 0.12 3.05 0.002
H7  0.32 475 0 0.23 341 0.001 0.09 3.29 0.001
Note: H, hypothesis; 5, coefficient; T, t-value; P, p-value.

Predictive Relevance and Effect Size

Calculating (f2) “the effect size” in a structural model is
something that a minority of researchers recommend (Henseler et al.,
2009). f2 values (see Table 8) “0.02, 0.15, and 0.35” imply minor,
medium, and high impact sizes(Cohen, 1998). f2 values can be used to
determine whether an exogenous construct significantly influences an
endogenous construct (Goétz et al., 2009). Few authors propose an alternate
way for measuring the predictive relevance of the PLS-SEM to determine
Q2 (Geisser, 1974; Stone, 1974). The blindfolding process utilized in the
calculation of Q% by SmartPLS 3.2.9. Q? (see Table 9) must be greater than
0 (Chin, 1998). Although the predictive relevance of the SBP is 0.267, the
effect size of the EP is 0.428. As a consequence of this, the framework of
this investigation is capable of providing predictive relevance.

Table 8
Effect size of the model (f2)
Construct EP GHRM Gl SBP
EP 0.064
GHRM 0.280 0.028
Gl 0.169 0.053
SBP
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Table 9
Predictive Relevance (Q?)
Construct Q2 _predict
EP 0.428
SBP 0.267
Conclusion

This study intends to examine the connections among GHRM, Gl,
and SBP in Pakistan and EP's role as a mediator in these connections.
GHRM & Gl are independent; EP is mediating while SBP is a dependent
variable. The participants in the study were managers from different
manufacturing companies. This information comes from the responses of
341 managers and is then statistically analyzed. SPSS was used to carry
out analyses of correlation as well as descriptive statistics. Results of
smartPLS showed that every construct in the measurement model is
reliable and valid. PLS was operated to check the hypotheses. According
to findings, GHRM and GI impact both EP and SBP. Furthermore, EP has
a significant and direct impact on SBP. Additionally, the research
demonstrated that EP partially mediates the connection between Gl and
SBP. In addition, it discovers that EP acts as a partial mediator between
GHRM and SBP.

Theoretical implications

These results provide fresh insights essential for increasing an
organization's value. Our study offers practitioners and policymakers a
unique perspective and original insights because it is based on empirical
data and pertains to GHRM, GI, EP, and SBP. It examines the interaction
between GHRM, GI, SBP, and EP as mediator. The study contributes
significantly by shedding light on the connections among GHRM, Gl, EP,
and SBP in concepts of the natural RBV theory. This study expanded SBP
knowledge by investigating how GHRM, GlI, and EP reached their SBP
manufacturing sector conclusions. This study also demonstrates how
GHRM, GI, and EP are important within manufacturing companies to
achieve SBP.

Managerial implications

The research has important outcomes for those in positions of
managerial responsibility and business professionals. Our research
framework aims to provide manufacturing companies with guidance
regarding GHRM and Gl's impact on SBP, accomplished through the
mediation of EP. Managers and policymakers can utilize this research to
lessen the amount of waste produced, pollution, air emissions, water and
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energy waste, and the consumption of nonrenewable resources. Because
of this, environmental performance will improve the performance of
sustainable businesses. According to the findings, GHRM and Gl directly
affect the EP and the SBP; EP mediates the relationship between GHRM,
Gl, and SBP. Therefore, manufacturing company managers may evaluate
their organizations' environmental performance using GHRM and Gl to
achieve SBP. The GHRM, GlI, and EP metrics must be used to measure
SBP by managers and policymakers.

Limitations and recommendations

Similar to other studies, this one has shortcomings that researchers
can improve in the future. Due to the fact that the researchers used a cross-
sectional methodology, they need to determine whether or not GHRM, Gl,
and EP in other Pakistani manufacturing firms produce the same results.
Future researchers may employ the same framework to determine if results
change over time or if they remain the same. Because Pakistani
manufacturing firms targeted for data, subsequent researchers can use this
method to collect data from various sectors (automobiles, fertilizers,
chemical, and optical products, etc.) to investigate how the findings vary
depending on the industry. Within the confines of this framework, green
organizational culture and transformational leadership can serve as a
"mediating construct," which will assist researchers in determining their
impact. Since this study did not use any moderating variables, future
researchers may use the green absorptive capacity. In the future, research
can use other sampling techniques to collect data. In conclusion, research
was carried out in Pakistan, a country with a unique culture. In the future,
researchers can examine this framework in other nations. Researchers can
do comparative studies in the future.
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