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Abstract: In light of the increasing recognition among modern business communities regarding the
importance of implementing environmentally sustainable practices, this study thoroughly examines
the concept of green recruitment (GR) and its subsequent impact on organizational sustainability
performance (OSP). Situated within the shift from conventional to contemporary organizational
frameworks that prioritize capacity, this study emphasizes the crucial importance of integrating
sustainability into recruitment processes. This alignment ensures that human resource practices are in
line with both environmental and organizational goals. The primary purpose emerges as a thorough
examination and identification of sixteen critical factors that intersect GR and OSP, using insights from
both the current literature and expert viewpoints, so this fills a crucial gap in the existing research.
This study utilizes an integrated ISM-DEMATEL strategy to systematically reveal the hierarchical and
relational patterns that are inherent in the connections between GR and OSP variables. This technique
allows for a thorough comprehension of how these variables interact with each other. The findings
highlight several important variables, emphasizing the complex network of interdependencies among
the elements studied. The suggested model in this research encapsulates its originality, as it not only
sheds light on the interdependent interactions for policy- and decision-makers but also establishes a
foundation for future research in this field.

Keywords: green recruitment; organizational sustainability performance; economic sustainability;
attracting new talent; green awareness; social sustainability; ISM-DEMATEL

1. Introduction

Concerns about the depletion of natural resources have arisen due to continued eco-
nomic growth and expansion across the world. However, some academics have argued
that, since climate change also prevents positive economic growth, global economies cannot
be sustained if the current pace of natural resource consumption continues [1]. Moving
toward a more environmentally friendly economy, especially through business-related
endeavors, might help to solve the present environmental problems and pave the way for
more sustainable economic growth in the future. Organizations are starting to set other
goals in addition to competitive gain, such as a dedication to social and environmental
consequences and a growing focus on social accountability and sustainable operations [2].
These objectives can be met by successfully implementing GHRM. Green Human Resource
Management (GHRM) can be used to implement HRM policies that promote the sustainable
utilization of resources within an organization and encourage adopting environmentally
sustainable practices [3]. The utilization of GHRM practices presents a potential solution to
address this particular requirement. Implementing such practices promotes the adoption of
environmentally conscious behavior, enhances employees’ competencies, and fosters their
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willingness to contribute to the development of a sustainable culture [4]. In GHRM, green
recruitment (GR) is essential because it aligns the hiring process with an organization’s
sustainability goals, ensuring that the workforce contributes positively towards environ-
mental conservation and sustainability. Green recruitment ensures that the hiring process
is in line with the organization’s sustainability strategy and objectives. It helps to ensure
the organization’s long-term survival and performance by bringing it in line with global
sustainability trends. Furthermore, hiring individuals with a sustainability mindset can
drive innovation in green products and services that leads to the effective achievement of
sustainability goals.

The green recruitment (GR) concept involves selecting and hiring individuals with
knowledge, competencies, techniques, and attitudes that are compatible with a particular
organization’s environmental management systems. Sandi et al. [5] suggest that green
recruitment practices can contribute to successful environmental management by ensuring
that new employees are familiar with an organization’s environmentally friendly values
and possess the necessary skills to uphold its environmental principles. The achievement
of organizational sustainability is contingent upon the active participation of employees in
environmentally responsive policies and initiatives [6]. Job seekers tend to prefer firms that
align with their values. The increasing awareness of environmental issues has resulted in
a greater emphasis on the environmental image and reputation of recruiting companies
during recruitment drives. Organizations have come to acknowledge that establishing a
reputation as an environmentally conscious employer is a viable strategy for attracting
prospective employees [7]. According to Muduli et al. [8], organizations may contribute to
local and global environmental goals through organization sustainable practices; one way
they can achieve this is by hiring environmentally conscious workers who actively engage
in sustainable behaviors. This can lead to a more sensible world.

The effect of GHRM practices on an organization’s performance in terms of sustain-
ability has received substantial research from several academics. Malik et al. [9] posit that
an excellent correlation exists between an organization’s financial performance and its
implementation of GR practices, thereby underscoring the economic facet of sustainability.
The present research examines the impact of employees’ environmental beliefs and values
on OSP, as posited by Scholten et al. [10]. Implementing GHRM has been found to foster a
sense of motivation and dedication among employees, creating sustainable value and a
positive impact on the organization’s performance [11]. According to Davidescu et al. [12],
green recruitment and organizational sustainability are intrinsically linked; GR focuses
on hiring individuals with skills and knowledge in sustainable practices, ensuring that
the workforce is equipped to implement and manage sustainable initiatives. Only a small
number of studies, however, have concentrated on certain GHRM operations such as green
recruiting, training, selection, etc. One previous study sets itself apart from prior studies by
emphasizing the identification of the influence of green recruiting methods on OSP [13].
Similarly, the values and skills of recruited individuals might not always translate into
effective OSP due to various organizational barriers, such as a lack of resources, support, or
a clear sustainability strategy [10]. While having a green workforce is beneficial, challenges
in implementing and adhering to OSP may still arise due to various factors. Thus, further
research in this area is necessary to better understand and address these challenges effec-
tively [14]. This research aims to investigate the influence and relationship factors of GR on
enhancing OSP within the context of GHRM. The present study addresses the following
research question (RQ): how does implementing Green Human Resource Management,
particularly the factors associated with GR, contribute to OSP?

This study contributes to advances in understanding of the function of GR in OSP
by offering a comprehensive, organized, and cause-and-effect analytical method. Using
the powerful integrated ISM-DEMATEL approach, a combination of the Interpretive Struc-
tural Modeling (ISM) and Decision-Making Trial and Evaluation Laboratory (DEMATEL)
methodologies, this study offers a novel analysis of the complex link between GR prac-
tices and OSP within the context of GHRM. Understanding the interactions and effects of
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these variables on the overall performance of organizations led to the development of a
hierarchical structure. This strategy made use of DEMATEL to facilitate an understanding
of the complex feedback loops that exist between GR methods and the numerous OSP
metrics that they influence. In addition to highlighting the importance of GHRM practices
in modern businesses, this study provides a methodological framework for further research
in this area.

The remainder of this paper is structured as follows: The second section discusses
the literature review and framework development, while the third section presents the
methodology of this study, which includes techniques for identifying challenges and
ranking solutions. The fourth section addresses the implementation of the method as
results. The fifth section comprises the discussions on findings and research implications
from theoretical and practical perspectives, and the last section presents the conclusion,
limitations, and future directions of this study.

2. Literature Review
2.1. Green Recruitment (GR)

Ogbu Edeh and Okwurume [15] posits that GR is an innovative approach that orga-
nizations adopt to utilize their environmental consciousness as a fundamental criterion
for hiring. GR involves using a paperless approach to minimize the potential ecological
impact [15]. Online platforms such as email, online job application forms, and a global
talent pool are utilized to solicit applications. The GR process involves conducting video or
telephone interviews to mitigate any potential ecological impact associated with travel [16].
In contrast to conventional media such as brochures or newspaper advertising, online
recruitment enables recruiters to disseminate more information simultaneously, thereby
reducing the adverse ecological impact [12]. Masri and Jaaron [17] assert that GR advocates
for the adoption of a recruitment strategy that prioritizes individuals who exhibit a strong
passion for working in an environmentally conscious organization that is committed to
upholding ecological sustainability. To facilitate the recruitment of individuals who align
with an organization’s sustainability program, the company must develop job descriptions
that are in line with the program’s objectives. The company’s website and other research
tools that are accessible to candidates should provide a clear outline of their environmental
sustainability initiatives, as suggested by Peerzadah et al. [18]. Organizations can utilize
various strategies to enhance their GHRM practices during recruitment processes. These
include incorporating environmental reporting and health and safety activities into job de-
scriptions and designing interviews that assess a candidate’s potential alignment with the
sustainability priorities of the organization. According to Masri and Jaaron [17], recruiters
can develop a workplace training program for newly hired employees that emphasizes
disseminating information regarding the sustainable protection practices, priorities, and
ecological objectives of the organization.

The growing awareness and concern for environmental sustainability among em-
ployees and employers has highlighted the importance of incorporating GR initiatives.
Presently, many recruitment professionals are enthusiastic and eager to be employed by
an organization that promotes environmentally conscious recruitment practices. This ap-
proach has yielded benefits such as increased productivity, reduced expenses, and enhanced
employee retention [14]. The concept of GR pertains to organizations’ strategies to attract
and nurture skilled individuals through applying various forms of GHRM techniques [19].
Ecological concerns have impacted the recruitment strategies of organizations in the United
Kingdom. According to a recent survey, the ecological performance of a company was
evaluated by highly accomplished graduates as a determining factor in assessing its repu-
tation. As documented by Mwita and Kinemo [16], the aforementioned practice refers to a
criterion that job seekers adhere to before submitting their applications for employment
opportunities. If the GR process is executed effectively, it can aid in subsequent stages,
such as promoting employee engagement and providing green training and development
opportunities [20]. According to the British Carbon Trust survey, a significant majority
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of employees, amounting to over 75%, prefer working with organizations that prioritize
implementing a dynamic strategy aimed at reducing carbon emissions [18].

2.2. Organizational Sustainability Performance (OSP)

Consumers, the media, and policymakers believe that the environment negatively
impacts businesses. As a result of this perception, organizations have been under intense
pressure for the last few decades to incorporate sustainability into their management
principles [21]. With regard to business sustainability, by ensuring competitiveness and
safeguarding both immediate and long-term social and natural resources, performance
is the concept of accommodating and managing stakeholders’ present and future wants
and needs on behalf of the business [22,23]. Three pillars, “social, economic, and environ-
mental”, make up the triple bottom line philosophy, a sustainability component. Economic
sustainability encompasses the analysis and reduction of company costs, the expansion
of market share, returns on investments, and the improvement of revenue and earnings
compared to economic performance targets. It frequently ranks as an organization’s top
priority [24]. The conservation of natural resources is crucial to achieving environmental
sustainability, including businesses’ impact on the environment for sustainable economic
development and intergenerational equality. According to Yong et al. [12], social sustainabil-
ity is a corporate strategy that supports equality in opportunity, distribution, and finding
solutions to problems with poverty, income inequality, and health and education. These
ideas have significantly altered how firms conduct their operations and have substantially
impacted firms’ performances [25].

Sustainable growth encompasses a business framework that prioritizes value creation
through the sustained upkeep and enhancement of economic, ecological, and social capi-
tal [26]. Organizations that exhibit higher levels of OSP experience more excellent stability
and achieve superior rates of return, unlike firms with lower sustainability levels. The
rationales behind this phenomenon are the allure of superior human capital, additional
perks extended to employees, and the impetus to foster innovation in production and
processes to maintain competitiveness [27]. Implementing sustainability initiatives has
the potential to enhance the standing of an organization. The management of reputation
is a crucial organizational asset that requires proactive measures due to its impact on
external stakeholders’ investment decisions, product selection, and employment opportu-
nities [28]. Integrating sustainability practices within businesses has enabled numerous
organizations to implement a global strategy that expands their operations across various
regions worldwide. Companies prioritizing sustainability have surpassed their rivals in
market share and financial performance. According to Ogbu Edeh and Okwurume [15],
sustainable organizations prioritize business continuity, fostering stakeholder confidence.
The incentives mentioned in the literature encompass the deduction of expenses associated
with ethical relationships with external stakeholders, as well as the sustained commitment
of the workforce towards the objectives of their organization [29].

2.3. Green Recruitment and Organizational Sustainability Performance

A body of the literature examines the relationship between green recruiting and an
organization’s success in sustainability. Using case studies of two hotels, Haldorai et al. [30]
analyzed how green commitments from upper management and green intellectual capital
affected GHRM and, in turn, how this affected the hotels’ environmental performance.
In the setting of higher education in a developing country, Abbas et al. [31] performed
a study to explore the effect of GHRM practices on OSP. Previous studies have shown
that there is a positive association between environmentally conscious recruiting methods
and the economic component of sustainability [32]. Nevertheless, only a small number of
research has looked into certain GHRM tasks including training, selection, and GR [33].
The impact of GR on improving OSP in the framework of GHRM is the main topic of
this study. The Resource-Based View (RBV) served as the basis for the study’s theoretical
framework. The research carried out by Khan et al. [34] explores the association between
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environmentally friendly human resource strategies—such as environmentally friendly
selection and recruitment, environmentally friendly training and development, and en-
vironmentally friendly evaluation—and OSP, as shown in previous work. Mousa and
Othman [33] conducted a study to examine the extent to which GHRM practices, such as
GR, are implemented in healthcare organizations in Palestine. This study also aimed to
evaluate the impact of these practices on OSP within this critical service sector. This study
analyzed a previous paper that investigated the potential impact of GHRM practices on the
environmental performance of the hotel industry. This study used an RBV theory-informed
research approach to investigate the connection between GHRM procedures like green
hiring, green learning, green evaluating, and green paying, and the environmental per-
formance of Malaysia’s hotel sector [32]. A previous study has examined the noteworthy
consequences of incorporating GHRM into organizational performance for both academic
and industrial professionals [35]. A prior study has examined the correlation between GR
and OSP, highlighting the significance of employees’ pro-environmental behaviors in the
success of organizational endeavors toward environmental sustainability [36]. Jabbar and
Abid [37] conducted a study that differentiated the effects of GHRM practices on envi-
ronmental performance, as outlined in a previous publication. A prior research endeavor
examined the impact of green manufacturing and eco-innovation on OSP, encompassing
economic, environmental, and social aspects [38].

2.4. Theoretical Exposition

The RBV theory provides theoretical support for examining study variables and associ-
ated techniques. According to Raduan et al. [39], the RBV theory is a strategic management
approach that stresses a firm’s internal resources and capabilities as the roots of the organi-
zation’s competitive advantage. The RBV theory posits that a company’s different resources
and capabilities, including valuable assets, intellectual property, knowledge, and organiza-
tional culture, can significantly achieve long-term success and maintain a competitive edge.
The RBV theory can be employed to comprehend how an organization’s environmental
sustainability initiatives and practices can serve as valuable resources that entice and retain
skilled individuals in GR [40]. By incorporating sustainable practices into its fundamental
operations, an entity can distinguish itself from rivals and bolster its image as a socially
and environmentally conscious employer. Adopting green practices and initiatives can
be valuable resources that enhance an organization’s competitive advantage and sustain-
ability, from the RBV perspective. By aligning GR with the RBV theory, organizations can
effectively utilize their environmental sustainability initiatives as valuable resources to
attract and retain high-performing employees. This, in turn, can significantly enhance their
competitive advantage in the market and facilitate the integration of sustainable practices
within the organization [41].

2.5. Literature Roundup and Contribution

The literature mentioned above delineates that GR is a crucial strategy that companies
employ. The implementation of green practices by an organization aid in the attraction
of highly qualified recruits who exhibit enthusiasm toward working for environmentally
conscious companies [42]. The notion of OSP encompasses fulfilling current stakeholder
requirements while safeguarding both short- and long-term human and natural resources.
Sustainability initiatives aid organizations in enhancing their reputation and gaining a
competitive edge in terms of market dominance and financial performance. The impact of
GHRM practices on OSP has been extensively examined in prior research. Prior studies
have indicated that there exists a positive relationship between environmentally conscious
recruiting strategies and the economic dimension of sustainability [34]. Nonetheless,
GHRM activities including GR, training, and selection have only been the subject of a small
number of research studies [43]. The impact of GR on improving OSP in the framework of
GHRM is the main topic of this study.
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3. Methodology
3.1. Role of MCDM in GR Context

An approach to Multiple Criteria Decision Making (MCDM) known as ISM clarifies
the interactions and connections among the chosen/selected factors. Attri et al. [44] state
that the context is better explained by the indirect and direct relationships between the
variables than by the individual variable considered alone. ISM has a much wider range
of applications in all disciplines that employ the MCDM technique [45,46]. Govindan
et al. [47] investigated the reasons for the implementation of GR and GHRM in developing
nations using the Fuzzy-DEMATEL. We learn more about DEMATEL and ISM from this
work, and proceed with ISM analysis and the evaluation of essential factors. Figure 1
illustrates the framework of the proposed research methodology.
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3.2. Data Collection Procedure

Data were collected for this study to investigate the aspects that determine GR’s impact
on OSP. The purposive sampling expert sample approach is used to gather information
from respondents. Purposive sampling allows researchers to select experts who will be
able to provide insights that are both deep and broad. This method is particularly useful
for the researcher to gain insights and understand the underlying reasons, opinions, and
motivations related to a particular research problem. Purposive sampling, also known
as judgmental, selective, or subjective sampling, is a type of non-probability sampling
technique in which the population size is unknown. The data utilized in this study have
undergone rigorous validation and reliability testing to ensure the robustness and credibility
of the findings. The experts were chosen using a purposeful or judgmental approach as
opposed to a random sample [48]. The experts had at least five years of academic and
industry experience. The researchers choose the experts based on their familiarity with
the topic [49]. According to Seuring and Gold [50], this method increases the validity of
decision analysis-based research findings and aids in researchers staying on course with
their study’s objectives.
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3.3. Selection and Validation of Factors

Factors are primarily those crucial fields of knowledge upon which the achievement
of an organization’s goal depends [23]. A few crucial areas where “things must go right”
for the company to thrive and the manager’s goals to be achieved are known as factors.
This research looked at the sixteen important factors that make up the GR factors. It
also evaluates the OSP aspects, which include ethical environment, corporate reputation,
minimizing environmental impact, and the triple bottom line principle. For the research,
ten experts from both the academic and corporate realms were consulted. In this case,
the authors employed a sampling methodology aimed at enhancing the quality of results.
This approach involves carefully selecting and examining a subset of requirements, often
representative of the larger set, to ensure accuracy and appropriateness. By doing so,
authors can assess whether the requirements have been defined correctly and whether they
meet the desired quality standards before applying them more broadly. This study used
paired questionnaires for collecting response from the experts. Using MCDM procedures, a
number of strategic strategies were used to meticulously evaluate and consider the data
credibility. Enhancing the content validity, expert elicitation using structured questionnaires
ensured that the criteria and sub-criteria were thorough and pertinent. Consistency ratios
were used to verify the data’s reliability, especially with regard to the criterion weighting,
and they were made to meet acceptable standards. To further ensure the validity and
reliability of the decision-making process and results, robustness tests were carried out to
confirm that changes in criteria weights did not significantly affect the decision-making
outcomes. Each industry expert possessed a bachelor’s degree, in-depth theoretical and
practical insight into GR and OSP practices, a thorough understanding of the survey
instrument, and a minimum of a decade’s experience in their respective fields. These
experts played a crucial role in vetting and refining the initial set of factors for GR to
ensure their pertinence. Based on the judgment and experience of the expert, the five
experts used a combination of tools to define requirement standards. These tools include
industry-specific guidelines, benchmarking data, market research, regulatory compliance
frameworks, and best practices. Additionally, they leveraged their own expertise and
insights gained from practical experience within their respective fields to contribute to
the definition of these standards. In the beginning, 35 potential factors were identified.
Through systematic literature reviews, expert feedback, and rigorous data analysis, this
list underwent iterative refinement across four distinct phases. In the first phase, the list
was trimmed from 38 to 29 factors after consultations and brainstorming sessions with
academic specialists, primarily to remove redundancies and overlapping factors. In the
second phase, industry professionals then further condensed the list from 29 to 23 factors.
Additional discussions in the third phase led to a further reduction, bringing the count
from 23 down to 19 factors. In the conclusive phase, a comprehensive review by both
industrial and academic experts led to the selection of the definitive 16 factors that are
crucial for GR and OSP. Table 1 encapsulates the identified and verified GR and OSP
enablers along with succinct descriptions. Meanwhile, Table 2 offers a detailed overview of
the experts consulted.

Table 1. Selected factors.

Code Factor Factor Description References

F1 Effective
Performance

Effective performance is achieving the specific results required by the work
through particular activities while sustaining or being persistent with the

organization’s environmental policies, processes, and conditions. The
recruitment process could support organizations in delivering effective

performance with an environmental performance by making sure that newly
recruited workers are aware of the organization’s ecological values, and they can

uphold the organization’s green standards.

[51–53]
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Table 1. Cont.

Code Factor Factor Description References

F2 Green
Awareness

The green awareness of applicants is a fundamental characteristic of green
recruitment and selection. It includes behavioral factors that enable the

accomplishment of corporate ecological goals, such as the green awareness,
dedication, and acceptability of candidates.

[16,54]

F3 Attracting
New Talent

Organizations have now started acknowledging that an effective strategy to
attract new talent is gaining a reputation as a green employer. To attract highly
skilled workers, German companies like Siemens and Bayer used their green

images and eco-friendly activities.

[16,52]

F4 Corporate
Reputation

The social concept, based on the perceptions of stakeholders, is called reputation.
Many types of research prove that a job seeker’s option to join and pursue a

particular career strongly relies on the corporate image in terms of
environmental policy and environmental security.

[53,55–57]

F5 Job
Advertisements

A job advertisement is a notice in a publication on a company’s website or on a
career portal that declares a vacancy in a company calling for suitable candidates
to apply for the role. In order to attract ecologically anxious candidates for job
vacancies, certain environmental values can be expressed in the advertisement

of organizations. Some organizations also express their desire in the job
advertisement to recruit applicants who have the capabilities and attitudes to

contribute to firm’s environmental management initiatives, too.

[58,59]

F6 Green Job
Description

The job description is a representation of the tasks and responsibilities involved.
It further describes the role of a job in the organization and clarifies its

importance to accomplish operational and departmental objectives. Green job
descriptions have now been included by many organizations in their

recruitment agendas with environmental aspects. This evidence concludes that
green recruitment plays a big role in making one organization different from

others and increasing more chances for firms to invite and retain talented
applicants after induction.

[14,60]

F7 Corporate
Website

The company website reflects the corporation’s goals, objectives, and activities,
and plays an essential role in presenting itself to internal and external

stakeholders of the enterprise. The content provided on a corporate website can
serve to minimize any misperception by offering descriptions about an

organization’s work openings and its terms. An organization’s websites are a
reliable and effective tool which can be used to recruit qualified candidates.

[14,60]

F8
Minimizing

Environmental
Impact

Green recruiting may be considered a paper-free recruiting method with a
limited effect on the climate. Through online media such as online application

forms, e-mail, and the global talent pool, applications are invited.
[61]

F9
Employees’

Environmental
Beliefs

Organizations choose environmentally conscious workers who improve the
business’s productivity and gain advantages in the overall environment. Job

seekers are training themselves in compliance with green culture requirements
and are trying to own the expertise that is essential as green employees.

[53,57,62]

F10 Triple Bottom Line
Principle

Triple bottom line methodology interprets companies’ potential to grow
sustainably, not only relying on the economic (profitability) approach but also

taking into consideration the environmental and social influences of their
operations. In this sense, the success of corporate sustainability is a

multidisciplinary process that needs to be handled through a complex
framework that covers various and often contradictory issues and stakeholders.

[63]

F11 Human
Capital

Human capital is described as productive resources embodied in labor,
knowledge, and “skills” that includes any stock of knowledge, inherited, or

learned characteristics that an individual possesses. These characteristics and
expertise play a significant role in an individual’s economic productivity and

organizational performance.

[29,64]
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Table 1. Cont.

Code Factor Factor Description References

F12 Ethical
Environment

Ethical environment can be characterized as employees’ mutual understanding
of what ethically appropriate behavior is and how to cope with ethical problems.

It reflects how the rules and culture of an organization interact with an
individual employee’s perspectives. Employees’ perception of the work

environment plays an essential part in corporate performance.

[29,65]

F13 Organization’s
Legitimacy

A growing number of businesses prefer to publish and address their
performance and sustainability strategies. Companies are engaging in

sustainability initiatives, including reporting on sustainability, to reinforce their
legitimacy and improve repute.

[56,66]

F14 Economic
Sustainability

Economic sustainability includes the commitment of businesses towards
economic development and the elimination of society’s financial uncertainties.
Sustainable companies have an economic impact on the community, like the

creation of a job, local wages, and their involvement in local
economic development.

[15,67]

F15 Environmental
Sustainability

Environmental sustainability is about taking virtuous actions that would reduce
the adverse environmental effects of an organization. Companies that are aware
of environmental sustainability do not produce radiation that builds up in the

atmosphere at rates above the systems’ natural capacity to absorb
such emissions.

[15,68]

F16 Social
Sustainability

Social sustainability refers to corporate attitudes concerning workers, suppliers,
contractors, consumers, and general impacts on society other than their own

corporate domains. Organizational sustainability is not all about only
conducting business in a sustainable way but also about enhancing social

sustainability through organizational practices.

[15,69]

Table 2. Expert details.

Category Classification No. of Experts

Educational
Qualification

Bachelor 2
Master 7
Ph.D. 1
Total: 10

Work Experience

Less than 5 Years 3
5–10 Years 4

11–20 Years 2
More than 20 Years 1

Total: 10

Background

Chief Human Resource
Officer (CHRO) 1

Chief People Officer (CPO) 1
HOD (HR Compliance) 1
Senior Manager (HR) 3

HR Coordinator 1
HR Assistant 3

Total: 10

3.4. Case Study

In this study, the Pakistani banking industry receives significant attention. The fi-
nancial industry is vital to every economy in the globe. In underdeveloped countries,
where resources are less mobilized than in developed nations, banks play a much more
significant role in resource mobilization than in prosperous economies [70,71]. In Pakistan,
the banking sector comprises around three-fourths of the financial system. Currently,
31 banks operate in Pakistan, of which 22 are local commercial institutions, and five are
public-sector institutions. Six banks are the largest corporations in the economy and a
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sizable portion of Pakistan’s financial assets. These banks collectively control more than
57% of investment banks and 53% of communications networks, enabling them to be more
selective [72]. Technological advancements in recent years have helped the banking indus-
try grow. Long queues and overwhelming job postings have long been associated with the
banking industry. The need for labor and paperwork has considerably decreased due to
technological advancements in the banking sector. Web-based applications and Application
Programming Interfaces (APIs), enabling cross-institutional service composition to offer
and provide investment services, are heavily concentrated in digital banking. To maintain
both innovation and sustainability, banks must undertake small-scale green efforts like
green hiring and job descriptions [73].

3.5. Solution Methodology

The integrated ISM-DEMATEL approach has many similarities to other approaches
since they both look at how numerous criteria relate to causes and outcomes. The key
benefit of the integrated ISM-DEMATEL approach is important since both techniques are
strong and efficient mechanisms that support the decision-making team. Even though the
DEMATEL approach may employ additional possibilities, such as 0, 1, 2, 3, and 4, among the
challenges to investigate the interrelationship between cause-and-effect, the ISM method’s
methodological technique can only fill the evaluation matrix with binary numbers (0, 1).
Kumar and Dixit [74] suggested that the integrated ISM-DEMATEL approach provides
the relationship between criteria most readily. Zaman et al. [75] analyzed the health
considerations in the highway job area using the integrated ISM-DEMATEL approach.
Zhou and Zhang [76] developed a hierarchical framework within a complex system using
an integrated ISM-DEMATEL approach. To obtain useful results, the integrated ISM-
DEMATEL approach has been integrated into this study. After comparing the outcomes
of the two methodologies, it has been shown that GR is the most important component in
OSP. A detailed explanation of both techniques is provided in the following section.

3.5.1. ISM Method

The Interpretive Structural Modeling (ISM) method was created as a tool to aid in
overcoming complicated obstacles. Figure 1 illustrates the research method that was used
in this investigation. Research on operations and administrative difficulties has frequently
employed ISM [74,77–83]. Liao and Chiu [84] conducted a study that utilized ISM to
determine the links between the many difficulties associated with managing municipal
solid waste. To identify the information management obstacles to the growth of affiliation
among them, Singh and Kant [85] utilized the ISM technique. The following actions are a
part of an ISM strategy:

Step 1: Sixteen factors are considered for the method to be employed.
Step 2: Based on the study’s objective, a contextual interrelationship is developed

between the factors.
Step 3: Formation of a Structural Self-Interaction Matrix based on the contextual

relationship between GR and OSP.
Step 4: To test the SSIM’s transitivity, first generate a reachability matrix from it. The

transitivity of the interrelationship between the elements is one of the essential ideas behind
the ISM model. If factor A is related to factor B and factor B is linked to factor C, then factor
A must necessarily be linked to factor C, according to the idea of transitivity, an assumption
made with the ISM method.

Step 5: Level partitioning is performed by using the reachability matrix obtained.
Step 6: A resultant graph is made based on the partition level, and the transitive links

are eliminated by taking the rule of transitivity into account.
Step 7: The completed digraph becomes the hierarchical structure of the ISM by

substituting statements for the barrier nodes.
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3.5.2. DEMATEL Method

The Battelle Memorial Institute’s Geneva research center created the Decision-Making
Trial and Evaluation Laboratory (DEMATEL) technique between 1972 and 1976. To ef-
fectively address complex management problems, it is possible to examine the causal
interdependence and interaction between the various components using the DEMATEL
mathematical technique [86]. By categorizing the obstacles into the cause-and-effect cate-
gory and organizing workable solutions in a hierarchically structured way, the DEMATEL
approach evaluates the relationships between the barriers [74,75,87,88]. The DEMATEL
method involves the following phases:

Step 8: Make the first direct-relationship matrix (A): Each expert was required to
rate the variables in this stage and produce a pairwise matrix using the comparison scale.
There are five levels on the comparison scale. The first level, “0”, means “No Influence”;
the second level, “1”, means “Very Low Influence”; the third level, “2”, means “Low
Influence”; the fourth level, “3”, means “High influence”; and the fifth level, “4” means
“Very Strong Influence”. The starting data may be recovered as a pairwise matrix, or
x = [xK

ij ], which is an (n × n) non-negative matrix. In order to incorporate all the responses
from H respondents, the initial or average direct-relation matrix, “aij”, is developed by
using Equation (1) as follows:

aij =
1
H ∑H

K=1 xK
ij (1)

where K is the number of the respondent with 1 ≤ K ≤ H
Step 9: Composition of the normalized direct-relation matrix (D): in this step, the

direct-relation matrix is normalized using Equation (2):

D = A × λ (2)

where λ = min
[

1
max∑n

j=1 aij
, 1

max∑n
j=1 aij

]
Step 10: Computing the total relation matrix (T): the total relation matrix is computed

by using Equation (3).
T = D(I − D)−1 (3)

where I represents the identity matrix.
Step 11: Compute the prominence (r + c) and relation (r − c) value for each factor

using Equations (4) and (5).
rsum =

[
∑n

b=1 tab

]
n×1

(4)

csum =
[
∑n

a=1 tab

]
1×n

(5)

Step 12: Creating a causal diagram: The vectors of the total relation matrix are rep-
resented by the sum of the rows [ri] and the sum of the columns [cj], respectively. The
subsequent horizontal axis vector (ri + cj) labeled “Prominence” displays the total impact
that factor “i” has contributed to and experienced. Similarly, factor “i” may split the vertical
axis vector (ri − cj) designated as “Relation” into a cause-and-effect group. In general, the
criteria are categorized under the cause group if (ri − cj) is positive and under the effect
group if (ri − cj) is negative [89].

4. Analysis of Results
4.1. ISM Analysis
4.1.1. Development of Structural Self-Interaction Matrix

The following four terms denote the direction of the link between the two factors, A
and B, in developing a Structural Self-Interaction Matrix (SSIM):

V—Factor A will facilitate attaining Factor B.
A—Factor B will facilitate attaining Factor A.
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X—Factors A and B will facilitate attaining each other.
O—Factors A and B have no relation.
Based on the mutual relationship among the factors, an SSIM was made. The SSIM was

discussed with experts. Based on their responses, the factor “F1” (i.e., effective performance)
leads to factor “F14” (i.e., economic sustainability), signified by the term “V”. Factor “F12”
(i.e., ethical environment) will help factor “F9” (i.e., employees’ environmental beliefs) as
the desired goal, so symbol “A” is assigned, and so on (refer Table 2).

4.1.2. Reachability Matrix

In this step, by replacing V, A, X, and O with binary digits, the SSIM is transformed
into an initial reachability matrix. The replacement is carried out by following the rules,
which are as follows:

In the SSIM, if the (i,j) entry is signified as symbol V, then in the initial reachability
matrix, the (i,j) entry becomes “1”, and the (j,i) cell entry becomes “0”.

In the SSIM, if the (i,j) entry is signified as A, then in the initial reachability matrix, the
(i,j) entry becomes “0”, and the (j,i) cell entry becomes “1”.

In the SSIM, if X signifies the (me, j) entry, then in the initial reachability matrix, the
(i,j) entry becomes “1”, and the (j,i) cell entry becomes “1”.

In the SSIM, if O signifies the (me, j) entry, then in the initial reachability matrix, the
(i,j) entry becomes “0”, and the (j,i) cell entry becomes “0”.

Based on this substitution, Table 3 develops and displays the first reachability matrix
for factors. The transitivity idea, which states that if factor “A” is correlated with factor
“B” and factor “B” is correlated with factor “C”, then factor “A” is inevitably associated
with factor “C”, is integrated into the matrix after the initial reachability matrix to achieve
final reachability: Table 4 lists both the underlying and dependent powers of each element.
The final reachability matrix is the foundation for calculating power dependency and
driving variables. The creation of the ISM hierarchical structure also level-partitions the
pieces according to the final reachability matrix. In contrast, the Cross-Impact Matrix
Multiplication Applied to Classification (MICMAC) analysis aids in performing both
component driving and dependency power.

Table 3. SSIM.

i/j Factors F16 F15 F14 F13 F12 F11 F10 F9 F8 F7 F6 F5 F4 F3 F2

F1 Effective Performance V V V V V V O V V V V O O A V

F2 Green Awareness V V V V V O O V V V O X O O

F3 Attracting New Talent V V V V V V O V V V V O V

F4 Corporate Reputation V V V V V O O V V V O X

F5 Job Advertisements O V V O V V V V V V A

F6 Green Job Description V V V V V V V A V O

F7 Corporate Website V V V O A X X V A

F8 Minimizing Env. Impact V V V O V X V O

F9 Employees’ Env. Beliefs V V V V A X O

F10 Triple Bottom Line Principle V O V V A O

F11 Human Capital O V A A O

F12 Ethical Environment V X O O

F13 Organization’s Legitimacy A X X

F14 Economic Sustainability V O

F15 Environmental Sustainability O

F16 Social Sustainability
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Table 4. Initial reachability matrix.

i/j F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 F12 F13 F14 F15 F16

F1 1 1 0 0 0 1 1 1 1 0 1 1 1 1 1 1
F2 0 1 0 0 1 0 1 1 1 0 0 1 1 1 1 1
F3 1 0 1 1 0 1 1 1 1 0 1 1 1 1 1 1
F4 0 0 0 1 1 0 1 1 1 0 0 1 1 1 1 1
F5 0 1 0 1 1 0 1 1 1 1 1 1 0 1 1 0
F6 0 0 0 0 1 1 0 1 0 1 1 1 1 1 1 1
F7 0 0 0 0 0 0 1 0 1 1 1 0 0 1 1 1
F8 0 0 0 0 0 0 1 1 0 1 1 1 0 1 1 1
F9 0 0 0 0 0 1 0 0 1 0 1 0 1 1 1 1
F10 0 0 0 0 0 0 1 0 0 1 0 0 1 1 0 1
F11 0 0 0 0 0 0 1 1 1 0 1 0 0 0 1 0
F12 0 0 0 0 0 0 1 0 1 1 0 1 0 0 1 1
F13 0 0 0 0 0 0 0 0 0 0 1 0 1 1 1 0
F14 0 0 0 0 0 0 0 0 0 0 1 0 1 1 0 1
F15 0 0 0 0 0 0 0 0 0 0 0 1 1 0 1 0
F16 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1

4.1.3. Level Partitions

The final reachability matrix is used to establish each factor’s reachability and an-
tecedent set based on suggestions made by Warfield [46]. The components that make up a
factor’s reachability include the factor itself and additional aspects that it can aid in achiev-
ing. The components and other circumstances that can help to achieve them make up the
precedent. After locating the reachability and context set for each factor, the intersections of
these two sets are determined seen in Table 5. All interactions are represented as “1”, while
the effective transitive links are represented as “1 *”. The factor is regarded as at Level
I and is given the top factor position in the ISM model hierarchy if the reachability and
intersection sets are identical [79]. After Level I is attained, iteration 1 is finished, and the
factors responsible for Level I are distinguished from the other factors. Similarly, iterations
are carried out to determine each function’s levels.

Table 5. Final reachability matrix.

i/j F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 F12 F13 F14 F15 F16 Driving
Power

F1 1 1 0 0 1 * 1 1 1 1 1 * 1 1 1 1 1 1 14
F2 0 1 0 1 * 1 1 * 1 1 1 1 * 1 * 1 1 1 1 1 14
F3 1 1 * 1 1 1 * 1 1 1 1 1 * 1 1 1 1 1 1 16
F4 0 1 * 0 1 1 1 * 1 1 1 1 * 1 * 1 1 1 1 1 14
F5 0 1 0 1 1 1 * 1 1 1 1 1 1 1 * 1 1 0 13
F6 0 1 * 0 1 * 1 1 1 * 1 1 * 1 1 1 1 1 1 1 14
F7 0 0 0 0 0 1 * 1 1 * 1 1 1 1 * 1 * 1 1 1 11
F8 0 0 0 0 0 0 1 1 1 * 1 1 1 1 * 1 1 1 10
F9 0 0 0 0 1 * 1 1 * 1 * 1 1 * 1 1 * 1 1 1 1 12
F10 0 0 0 0 0 0 1 0 1 * 1 1 * 0 1 1 1 * 1 8
F11 0 0 0 0 0 1 * 1 1 1 1 * 1 1 * 1 * 1 * 1 1 * 11
F12 0 0 0 0 0 0 1 0 1 1 1 * 1 1 * 1 * 1 1 9
F13 0 0 0 0 0 0 1 * 1 * 1 * 0 1 1 * 1 1 1 1 * 9
F14 0 0 0 0 0 0 1 * 1 * 1 * 0 1 0 1 1 1 * 1 8
F15 0 0 0 0 0 0 1 * 0 1 * 1 * 1 * 1 1 1 * 1 1 * 9
F16 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 1

Dependence
Power 2 6 1 5 7 9 15 12 15 13 15 13 15 15 15 15 173/173
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ISM Level I
Table 6 shows that social sustainability (F16) is placed at Level I in the ISM-based

hierarchical model.
ISM Level II
Table 6 implies that corporate website (F7), employees’ environmental beliefs (F9),

human capital (F11), organization’s legitimacy (F13), economic sustainability (F14), and
environmental sustainability (F15) are positioned at Level II.

ISM Level III
In the ISM hierarchy, the triple bottom line principle (F10) is located at Level III.
ISM Level IV
Factor “F12” (i.e., ethical environment) is placed at Level IV.
ISM Level V
Factor “F8” (i.e., minimizing environmental impact) is set at Level V.
ISM Level VI
Green awareness (F2), corporate reputation (F4), job advertisements (F5), and green

job description (F6) are placed at Level VI.
ISM Level VII
Effective performance (F7) is placed at Level VII.
ISM Level VIII
Attracting new talent (F3) is positioned at Level VIII. The final iteration level of each

factor is given in Table 7.

Table 6. Iteration Level I to Level VIII.

Iteration Level I

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1,2,5,6,7,8,9,10,11,12,13,14,15,16) (1,3) (1)

F2 (2,4,5,6,7,8,9,10,11,12,13,14,15,16) (1,2,3,4,5,6) (2,4,5,6)

F3 (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15,16) (3) (3)

F4 (2,4,5,6,7,8,9,10,11,12,13,14,15,16) (2,3,4,5,6) (2,4,5,6)

F5 (2,4,5,6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,9) (2,4,5,6,9)

F6 (2,4,5,6,7,8,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,9,11) (2,4,5,6,7,9,11)

F7 (6,7,8,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (6,7,8,9,10,11,12,13,14,15)

F8 (7,8,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,11,13,14) (7,8,9,11,13,14)

F9 (5,6,7,8,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (5,6,7,8,9,10,11,12,13,14,15)

F10 (7,9,10,11,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,15) (7,9,10,11,15)

F11 (6,7,8,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (6,7,8,9,10,11,12,13,14,15)

F12 (7,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,11,12,13,15) (7,9,11,12,13,15)

F13 (7,8,9,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,8,9,11,12,13,14,15)

F14 (7,8,9,11,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,8,9,11,13,14,15)

F15 (7,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,9,10,11,12,13,14,15)

F16 (16) (1,2,3,4,6,7,8,9,10,11,12,13,14,15,16) (16) I

Iteration Level II

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1,2,5,6,7,8,9,10,11,12,13,14,15) (1,3) (1)

F2 (2,4,5,6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6) (2,4,5,6)

F3 (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (3) (3)

F4 (2,4,5,6,7,8,9,10,11,12,13,14,15) (2,3,4,5,6) (2,4,5,6)
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Table 6. Cont.

Iteration Level II

Code Reachability Set Antecedents Set Intersection Set Level

F5 (2,4,5,6,7,8,9,10,11,12,13,14) (1,2,3,4,5,6,9) (2,4,5,6,9)

F6 (2,4,5,6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,9,11) (2,4,5,6,7,9,11)

F7 (6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (6,7,8,9,10,11,12,13,14,15) II

F8 (7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,11,13,14) (7,8,9,11,13,14)

F9 (5,6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (5,6,7,8,9,10,11,12,13,14,15) II

F10 (7,9,10,11,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,15) (7,9,10,11,15)

F11 (6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (6,7,8,9,10,11,12,13,14,15) II

F12 (7,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,15) (7,9,11,12,13,15)

F13 (7,8,9,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,8,9,11,12,13,14,15) II

F14 (7,8,9,11,13,14,15,) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,8,9,11,13,14,15) II

F15 (7,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,9,10,11,12,13,14,15) II

Iteration Level III

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1,2,5,6,8,10,12) (1,3) (1)

F2 (2,4,5,6,8,10,12) (1,2,3,4,5,6) (2,4,5,6)

F3 (1,2,3,4,5,6,8,10,12) (3) (3)

F4 (2,4,5,6,8,10,12) (2,3,4,5,6) (2,4,5,6)

F5 (2,4,5,6,8,10,12) (1,2,3,4,5,6) (2,4,5,6)

F6 (2,4,5,6,8,10,12) (1,2,3,4,5,6) (2,4,5,6)

F8 (8,10,12) (1,2,3,4,5,6,8) (8)

F10 (10) (1,2,3,4,5,6,8,10,12) (10) III

F12 (10,12) (1,2,3,4,5,6,8,10,12) (12)

Iteration Level IV

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1,2,5,6,8) (1,3) (1)

F2 (2,4,5,6,8) (1,2,3,4,5,6) (2,4,5,6)

F3 (1,2,3,4,5,6,8) (3) (3)

F4 (2,4,5,6,8) (2,3,4,5,6) (2,4,5,6)

F5 (2,4,5,6,8) (1,2,3,4,5,6) (2,4,5,6)

F6 (2,4,5,6,8) (1,2,3,4,5,6) (2,4,5,6)

F8 (8,12) (1,2,3,4,5,6,8) (8)

F12 (12) (1,2,3,4,5,6,8,10,12) (12) IV

Iteration Level V

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1,2,5,6,8) (1,3) (1)

F2 (2,4,5,6,8) (1,2,3,4,5,6) (2,4,5,6)

F3 (1,2,3,4,5,6,8) (3) (3)

F4 (2,4,5,6,8) (2,3,4,5,6) (2,4,5,6)

F5 (2,4,5,6,8) (1,2,3,4,5,6) (2,4,5,6)
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Table 6. Cont.

Iteration Level V

Code Reachability Set Antecedents Set Intersection Set Level

F6 (2,4,5,6,8) (1,2,3,4,5,6) (2,4,5,6)

F8 (8) (1,2,3,4,5,6,8) (8) V

Iteration Level VI

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1,2,5,6) (1,3) (1)

F2 (2,4,5,6) (1,2,3,4,5,6) (2,4,5,6) VI

F3 (1,2,3,4,5,6) (3) (3)

F4 (2,4,5,6) (2,3,4,5,6) (2,4,5,6) VI

F5 (2,4,5,6) (1,2,3,4,5,6) (2,4,5,6) VI

F6 (2,4,5,6) (1,2,3,4,5,6) (2,4,5,6) VI

Iteration Level VII

Code Reachability Set Antecedents Set Intersection Set Level

F1 (1) (1,3) (1) VII

F3 (1,3) (3) (3)

Iteration Level VIII

Code Reachability Set Antecedents Set Intersection Set Level

F3 (3) (3) (3) VIII

Table 7. Final level partitioning.

Code Reachability Set Antecedents Set Intersection Set Level

F3 (3) (3) (3) VIII
F1 (1) (1,3) (1) VII
F2 (2,4,5,6) (1,2,3,4,5,6) (2,4,5,6) VI
F4 (2,4,5,6) (2,3,4,5,6) (2,4,5,6) VI
F5 (2,4,5,6) (1,2,3,4,5,6) (2,4,5,6) VI
F6 (2,4,5,6) (1,2,3,4,5,6) (2,4,5,6) VI
F8 (8) (1,2,3,4,5,6,8) (8) V

F12 (7,9,10,11,12,13,14,15,16) (1,2,3,4,5,6,7,8,9,10,11,12,13,15) (7,9,10,11,12,13,15) IV
F10 (10) (1,2,3,4,5,6,8,10,12) (10) III
F9 (5,6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (5,6,7,8,9,10,11,12,13,14,15) II

F11 (6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (6,7,8,9,10,11,12,13,14,15) II
F13 (7,8,9,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,8,9,11,12,13,14,15) II
F14 (7,8,9,11,13,14,15,) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,8,9,11,13,14,15) II
F15 (7,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (7,9,10,11,12,13,14,15) II
F7 (6,7,8,9,10,11,12,13,14,15) (1,2,3,4,5,6,7,8,9,10,11,12,13,14,15) (6,7,8,9,10,11,12,13,14,15) II

F16 (16) (1,2,3,4,6,7,8,9,10,11,12,13,14,15,16) (16) I

4.1.4. Building ISM Model

Figure 2 displays the whole ISM model for every factor and how the last division level
generates the hierarchical structure model. The figure shows how the last division level
generates the hierarchical structure model. An arrow pointing from “i” and “j” denotes the
interdependence of the component’s “j” and “i”. The next step is to convert the resultant
graph, the digraph, into the ISM model. As mentioned in the ISM approach, the transitivity
rule eliminates transitivity. To show that Social Sustainability (F16) was located at Level I
of the ISM hierarchy model, it is clear from the final division level that it was. According to
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Figure 2, attracting new talent (F3) is at the bottom of the ISM model due to its high driving
power and weak ISM structure reliance.
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Figure 2. ISM-based model.

4.1.5. MICMAC Analysis

Matrices’ multiplication characteristics serve as the MICMAC concept’s founda-
tion [90]. The main goal is to use MICMAC analysis to gauge the influence and reliance of
known components. The four Clusters were used in this study to group the elements. The
following four types are autonomous factors, domino/dependent factors, relay/linkage
factors, and independent factors. Based on Table 4, it is possible to compute each element’s
driving and dependent power. The Cluster-I factors are characterized as autonomous
factors since they have low driving and reliance power. These autonomous components are
unconnected to the system as a whole. Cluster-II elements are dependent factors because
they have a high reliance power but a low driving power. Factors are regarded as linkage
factors in Cluster-III because of their significant dependency and driving force. Indepen-
dent factors fall within Cluster-IV and have a high driving force but a low dependence
force [74]. The driving and dependent power diagram is created using the MICMAC
analysis, depicted in Figure 3.
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Cluster-I: These are the autonomous factors. These variables have a low degree of
reliance and driving force. Due to their poor connections to other components or their
complete lack of impact on the system, these aspects have no connection to the overall
system. According to Figure 3, there are no autonomous components in this study.

Cluster-II: These variables have a low driving power and a high degree of dependency.
They are the ones that are impacted by different variables. The triple bottom line principle
(F10), economic sustainability (F14), and social sustainability (F16) are three factors that are
seen in this study to have high dependencies but weak driving forces. The management of
these adverse conditions requires particular thought.

Cluster-III: In the MICMAC study, the relay or linking factors have significant driv-
ing and reliance power. The following factors were included in this study: green job
description (F6), corporate website (F7), minimizing environmental impact (F8), employees’
environmental beliefs (F9), human capital (F11), ethical environment (F12), organization’s
legitimacy (F13), and environmental sustainability (F15). Since these factors are inherently
unstable, any action to address them will influence other factors and potentially result in a
closed-loop effect.

Cluster-IV: In the MICMAC analysis, independent components have great driving
power and modest dependency power. Effective performance (F1), green awareness (F2),
attracting new talent (F3), corporate reputation (F4), and job advertisements (F5) are
considered to be critical, crucial factors in this study and belong under this category.

4.2. DEMATEL Analysis

The DEMATEL method has been applied to identify the cause-and-effect link between
the cited aspects that are crucial for adopting GR in a business. In this method, the experts
rate the components on a scale of 0 to 4 based on how each aspect affects the others. The
experts’ responses are used to create a pairwise comparison matrix. The pairwise expert
answer matrix from Table 8 is combined to create the average matrix (A), which is then
calculated. The normalized initial direct-relationship matrix is then determined using
Equation (2). In the normalized direct connection matrix, each barrier has a value between
0 and 1 (see Table 9). As illustrated in Table 10, the following step involves computing
each element’s total relationship matrix (T) using the formula T = D (I − D). “Prominence”
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values, or ri + cj, indicate the overall impact of each element on the entire management
system. Based on the (ri + cj) values, the preference or relative importance order for
these identified factors is given as economic sustainability (F14) > corporate reputation
(F4) > triple bottom line principle (F10) > organization’s legitimacy (F13) > human capital
(F11) > employees’ environmental beliefs (F9) > environmental sustainability (F15) > effec-
tive performance (F1) > green job description (F6) > ethical environment (F12) > corporate
website (F7) > minimizing environmental impact (F8) > green awareness (F2) > job adver-
tisements (F5) > social sustainability (F16) > attracting new talent (F3), as shown in Table 11.
In contrast to the importance of each factor, economic sustainability (F14), corporate reputa-
tion (F4), and the triple bottom line principle (F10) are ranked first, second, and third, with
the highest (ri + cj) values.

Table 8. Average direct-relationship matrix (A).

i/j F1 F2 F3 F4 F5 F6 F7 F8 F9 F10 F11 F12 F13 F14 F15 F16 Sum

F1 0 3 2 4 2 3 1 2 4 3 3 3 2 0 2 1 35
F2 2 0 2 2 3 0 1 1 2 4 2 2 1 4 3 3 32
F3 2 3 0 3 4 3 2 3 2 3 1 0 3 3 0 1 33
F4 3 2 3 0 2 3 3 4 2 2 3 3 3 4 3 2 42
F5 2 3 3 2 0 4 2 3 2 3 0 2 3 1 1 3 34
F6 2 0 2 4 1 0 3 2 3 3 2 3 4 2 3 1 35
F7 1 3 4 3 2 2 0 3 4 2 4 2 1 3 1 1 36
F8 3 1 2 4 2 1 2 0 2 3 1 1 2 2 4 2 32
F9 2 2 0 3 1 1 2 4 0 4 1 3 3 4 4 2 36

F10 2 1 0 2 1 3 3 4 2 0 2 2 4 4 1 2 33
F11 3 3 1 3 4 3 1 1 3 2 0 1 4 4 4 3 40
F12 2 1 0 2 2 2 2 1 4 3 2 0 4 4 4 3 36
F13 3 3 1 3 3 3 3 1 1 4 2 3 0 1 2 3 36
F14 3 4 3 2 2 2 2 4 3 4 3 3 4 0 2 2 43
F15 3 3 2 1 2 3 3 0 2 4 4 1 2 2 0 4 36
F16 2 2 0 3 1 1 1 2 1 1 3 3 2 3 1 0 26

Table 9. Normalization direct-relationship matrix (D).

0 0.0698 0.0465 0.0930 0.0465 0.0698 0.0233 0.0465 0.0930 0.0698 0.0698 0.0698 0.0465 0 0.0465 0.0233

0.0465 0 0.0465 0.0465 0.0698 0 0.0233 0.0233 0.0465 0.0930 0.0465 0.0465 0.0233 0.0930 0.0698 0.0698

0.0465 0.0698 0 0.0698 0.0930 0.0698 0.0465 0.0698 0.0465 0.0698 0.0233 0 0.0698 0.0698 0 0.0233

0.0698 0.0465 0.0698 0 0.0465 0.0698 0.0698 0.0930 0.0465 0.0465 0.0698 0.0698 0.0698 0.0930 0.0698 0.0465

0.0465 0.0698 0.0698 0.0465 0 0.0930 0.0465 0.0698 0.0465 0.0698 0 0.0465 0.0698 0.0233 0.0233 0.0698

0.0465 0 0.0465 0.0930 0.0233 0 0.0698 0.0465 0.0698 0.0698 0.0465 0.0698 0.0930 0.0465 0.0698 0.0233

0.0233 0.0698 0.0930 0.0698 0.0465 0.0465 0 0.0698 0.0930 0.0465 0.0930 0.0465 0.0233 0.0698 0.0233 0.0233

0.0698 0.0233 0.0465 0.0930 0.0465 0.0233 0.0465 0 0.0465 0.0698 0.0233 0.0233 0.0465 0.0465 0.0930 0.0465

0.0465 0.0465 0 0.0698 0.0233 0.0233 0.0465 0.0930 0 0.0930 0.0233 0.0698 0.0698 0.0930 0.0930 0.0465

0.0465 0.0233 0 0.0465 0.0233 0.0698 0.0698 0.0930 0.0465 0 0.0465 0.0465 0.0930 0.0930 0.0233 0.0465

0.0698 0.0698 0.0233 0.0698 0.0930 0.0698 0.0233 0.0233 0.0698 0.0465 0 0.0233 0.0930 0.0930 0.0930 0.0698

0.0465 0.0233 0 0.0465 0.0465 0.0465 0.0465 0.0233 0.0930 0.0698 0.0465 0 0.0930 0.0930 0.0930 0.0698

0.0698 0.0698 0.0233 0.0698 0.0698 0.0698 0.0698 0.0233 0.0233 0.0930 0.0465 0.0698 0 0.0233 0.0465 0.0698

0.0698 0.0930 0.0698 0.0465 0.0465 0.0465 0.0465 0.0930 0.0698 0.0930 0.0698 0.0698 0.0930 0 0.0465 0.0465

0.0698 0.0698 0.0465 0.0233 0.0465 0.0698 0.0698 0 0.0465 0.0930 0.0930 0.0233 0.0465 0.0465 0 0.0930

0.0465 0.0465 0 0.0698 0.0233 0.0233 0.0233 0.0465 0.0233 0.0233 0.0698 0.0698 0.0465 0.0698 0.0233 0
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Table 10. Total relation matrix T = Y (inverse (I − Y)).

1.2434 0.2941 0.2132 0.364 0.2603 0.3001 0.2426 0.2883 0.3374 0.3727 0.2932 0.2923 0.3347 0.286 0.2925 0.2532

0.2671 1.2154 0.1999 0.2939 0.2624 0.2174 0.2215 0.2486 0.2724 0.3668 0.255 0.2511 0.2886 0.3434 0.2841 0.277

0.2734 0.2841 1.1666 0.3288 0.2903 0.2871 0.2512 0.3012 0.279 0.3557 0.2354 0.217 0.3371 0.3261 0.2288 0.2364

0.3563 0.3226 0.2727 1.332 0.3038 0.3452 0.3255 0.3761 0.3453 0.4112 0.3403 0.3341 0.4096 0.4175 0.356 0.3167

0.2728 0.2808 0.2273 0.3094 1.2025 0.3063 0.2519 0.2972 0.2798 0.3552 0.2172 0.2595 0.337 0.2868 0.2508 0.2793

0.2921 0.2377 0.2185 0.3679 0.2421 1.2409 0.2908 0.2931 0.321 0.3769 0.2801 0.2963 0.3808 0.3286 0.3133 0.2554

0.2755 0.3069 0.2659 0.3532 0.2714 0.2855 1.2246 0.322 0.3466 0.3629 0.3209 0.2759 0.324 0.36 0.2776 0.2593

0.29 0.2383 0.2043 0.3402 0.242 0.2414 0.2467 1.2258 0.2739 0.3469 0.2374 0.2312 0.3081 0.2997 0.3074 0.2548

0.2972 0.2834 0.178 0.3487 0.2431 0.2634 0.2713 0.3376 1.2581 0.4042 0.2641 0.3002 0.3623 0.3749 0.3395 0.2831

0.2774 0.2438 0.1666 0.3115 0.2274 0.2872 0.2745 0.3197 0.2845 1.2926 0.2651 0.2633 0.3618 0.3505 0.258 0.2614

0.3433 0.3325 0.2194 0.3787 0.3314 0.3334 0.2716 0.2991 0.348 0.3956 1.2621 0.2843 0.414 0.3999 0.3616 0.3286

0.2967 0.2652 0.1763 0.3285 0.2642 0.2868 0.2713 0.2747 0.3446 0.3841 0.2853 1.2379 0.3856 0.3742 0.3383 0.3049

0.3104 0.2989 0.1971 0.3462 0.283 0.3044 0.2869 0.2699 0.2791 0.3948 0.2793 0.2972 1.2923 0.3077 0.2892 0.2977

0.3586 0.3654 0.2697 0.3791 0.3064 0.3251 0.3064 0.3789 0.3664 0.4572 0.3399 0.3369 0.4329 1.3371 0.3383 0.3208

0.3099 0.3017 0.2161 0.3045 0.2633 0.3029 0.284 0.2481 0.2987 0.3942 0.3216 0.2534 0.3366 0.3288 1.2424 0.3177

0.2328 0.2234 0.1329 0.2776 0.1898 0.202 0.1888 0.2295 0.2169 0.258 0.2438 0.2412 0.2669 0.2811 0.2142 1.1776

Table 11. Degree of influence.

Code Ri Ci Ri + Ci Ri − Ci Identify Ranking

F1 4.66792 4.69686 9.36478 −0.0289 Effect 8
F2 4.26455 4.49426 8.75881 −0.2297 Effect 13
F3 4.3978 3.32423 7.72203 1.07357 Cause 16
F4 5.56476 5.36418 10.9289 0.20058 Cause 2
F5 4.41367 4.18334 8.59701 0.23033 Cause 14
F6 4.73545 4.52887 9.26432 0.20657 Cause 9
F7 4.83204 4.20929 9.04132 0.62275 Cause 11
F8 4.28792 4.70968 8.9976 −0.4218 Effect 12
F9 4.80909 4.85154 9.66062 −0.0424 Effect 6
F10 4.44531 5.92894 10.3743 −1.4836 Effect 3
F11 5.30335 4.44054 9.74389 0.8628 Cause 5
F12 4.81852 4.37193 9.19045 0.44659 Cause 10
F13 4.73417 5.57227 10.3064 −0.8381 Effect 4
F14 5.61885 5.40219 11.021 0.21666 Cause 1
F15 4.72397 4.69174 9.4157 0.03223 Cause 7
F16 3.5764 4.42387 8.00026 −0.8475 Effect 15

Similar to how the “relation” values (i.e., ri − cj) are used to classify the components
into cause-and-effect categories based on the positive (net cause) and negative (net receive)
values obtained in the overall relationship matrix, using the values of the overall association
matrix, we next computed the threshold value (0.29373) of the detected factors. In Table 12,
values exceeding the threshold value are highlighted in bold.

Further, according to Figure 4, the causal diagram, attracting new talent (F3), Corporate
reputation (F4), job advertisements (F5), green job description (F6), corporate website (F7),
human capital (F11), ethical environment (F12), economic sustainability (F14), and envi-
ronmental sustainability (F15) come under the cause group. It was further indicated that
factors F1, F2, F8, F9, F10, F13, and F16 belong to the effect group that is shown in Figure 3.
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Table 12. Total relationship matrix (T).

0.2434 0.2941 0.2132 0.3640 0.2603 0.3001 0.2426 0.2883 0.3374 0.3727 0.2932 0.2923 0.3347 0.2860 0.2925 0.2533

0.2671 0.2154 0.1999 0.2939 0.2624 0.2174 0.2215 0.2486 0.2724 0.3668 0.2550 0.2511 0.2886 0.3434 0.2841 0.2770

0.2734 0.2841 0.1666 0.3288 0.2903 0.2871 0.2512 0.3012 0.2790 0.3557 0.2354 0.2170 0.3371 0.3261 0.2288 0.2364

0.3563 0.3226 0.2727 0.3320 0.3038 0.3452 0.3255 0.3761 0.3453 0.4112 0.3403 0.3341 0.4096 0.4175 0.3560 0.3167

0.2728 0.2808 0.2273 0.3094 0.2025 0.3063 0.2519 0.2972 0.2798 0.3552 0.2172 0.2595 0.3370 0.2868 0.2508 0.2793

0.2921 0.2377 0.2185 0.3679 0.2421 0.2409 0.2908 0.2931 0.3210 0.3769 0.2801 0.2963 0.3808 0.3286 0.3133 0.2554

0.2755 0.3069 0.2659 0.3532 0.2714 0.2855 0.2246 0.3220 0.3466 0.3629 0.3209 0.2759 0.3240 0.3600 0.2776 0.2593

0.2900 0.2383 0.2043 0.3402 0.2420 0.2414 0.2467 0.2258 0.2739 0.3469 0.2374 0.2312 0.3081 0.2997 0.3074 0.2548

0.2972 0.2834 0.1780 0.3487 0.2431 0.2634 0.2713 0.3376 0.2581 0.4042 0.2641 0.3002 0.3623 0.3749 0.3395 0.2831

0.2774 0.2438 0.1666 0.3115 0.2274 0.2872 0.2745 0.3197 0.2845 0.2926 0.2651 0.2633 0.3618 0.3505 0.2580 0.2614

0.3433 0.3325 0.2194 0.3787 0.3314 0.3334 0.2716 0.2991 0.3480 0.3956 0.2621 0.2843 0.4140 0.3999 0.3616 0.3286

0.2967 0.2652 0.1763 0.3285 0.2642 0.2868 0.2713 0.2747 0.3446 0.3841 0.2853 0.2379 0.3856 0.3742 0.3383 0.3049

0.3104 0.2989 0.1971 0.3462 0.2830 0.3044 0.2869 0.2699 0.2791 0.3948 0.2793 0.2972 0.2923 0.3077 0.2892 0.2978

0.3586 0.3654 0.2697 0.3791 0.3064 0.3251 0.3064 0.3789 0.3664 0.4572 0.3399 0.3369 0.4329 0.3371 0.3383 0.3208

0.3099 0.3017 0.2161 0.3045 0.2633 0.3029 0.2840 0.2481 0.2987 0.3942 0.3216 0.2534 0.3366 0.3288 0.2424 0.3177

0.2328 0.2234 0.1329 0.2776 0.1898 0.2020 0.1888 0.2295 0.2169 0.2580 0.2438 0.2412 0.2669 0.2811 0.2142 0.1776
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5. Discussions and Implications

The primary objective of this study is to emphasize the significance of green recruit-
ment (GR) in bolstering organizational sustainability performance (OSP) within the banking
sector. Through comprehensive research, we have successfully pinpointed several key
factors associated with GR that are instrumental in advancing OSP. To understand the
complex interactions between these factors, our study employed a dual-method approach,
simultaneously applying two methodologies, ISM-DEMATEL. The outcomes of our re-
search provide valuable insights into the intricate network of factors present in the model.
These factors, through direct or indirect influence, play a crucial role in shaping GR and
OSP within the banking sector.
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5.1. Performing ISM

In the ISM process, we prioritize critical elements of green recruitment and OSP, inte-
grating them into a structured hierarchical model. ISM is used to explore interconnections
within the factors in the banking sector. ISM creates a hierarchy, organizing factors based
on their relative importance, making the framework more meaningful.

5.1.1. ISM Level 8

The analysis indicates that attracting new talent (F3), situated at Level VIII of the
ISM hierarchical model, and belonging to Cluster-IV, is a potent factor with a high driving
power and low dependence power. Acquiring fresh talent is crucial for banks, as contem-
porary, highly skilled candidates exhibit a keen interest in joining firms that adhere to
environmentally sustainable practices. Hiring candidates with a green mindset enables
banks to recruit individuals with knowledge of fundamental sustainability practices. This,
in turn, facilitates the banks’ ability to enhance their green performance in the future [16].

5.1.2. ISM Level 7

Effective performance (F1) is situated at Level VII within the ISM hierarchical model
and is categorized within Cluster-IV. Effective performance is commonly defined as attain-
ing predetermined objectives by an organization, such as a bank, within the designated
timeframe and with minimal expenses, utilizing the resources at hand. In management,
performance can be defined as the ability to achieve profitability or competitiveness for
the organization. Alternatively, from an employee’s perspective, performance may be
evaluated based on factors such as the work environment or the quality of customer service.
The concept was determined based on the diversity of the organization’s groups, which
gave rise to many potential approaches [7].

5.1.3. ISM Level 6

The green awareness (F2), corporate reputation (F4), and job advertisement (F5) fac-
tors have been categorized under Level IV and Cluster-IV. The green job (F6) factor is
categorized under Level IV and Cluster-III. The banking industry has become increasingly
aware of the negative impact it may have on the environment and the depletion of nat-
ural resources, leading to a heightened focus on green initiatives. A positive corporate
image concerning environmental policies and security greatly encourages job seekers to
pursue specific careers. Banking activities can potentially harm the ecological system,
either directly or indirectly. Consequently, many countries have initiated efforts to promote
environmental awareness within their banking sector. This reflects a growing recognition of
the need for sustainable practices in the financial sector to mitigate ecological impacts and
align with broader environmental objectives [91]. In this context, the corporate reputation
of banks holds a pivotal sway over customers’ choices when selecting service providers,
with a notable emphasis on banks with a positive environmental image. Customers are
increasingly attuned to the environmental responsibility demonstrated by financial institu-
tions, making a favorable reputation for eco-conscious practices a key driver in influencing
their decisions on which banks to engage with for services.

Achieving successful corporate green awareness and implementing eco-initiatives
hinges on a proficient workforce with advanced management and technical skills. Banks
increasingly focus on pioneering environment-centric programs to elevate the banking
sector’s sustainable competitiveness. To accomplish this, financial institutions can create job
roles aligned with environmentally conscious responsibilities, attracting dedicated talent,
and fostering a heightened sense of environmental awareness and commitment among
employees. This strategic alignment of skilled personnel with sustainability goals enhances
both the bank’s green initiatives and the broader mission of promoting sustainability within
the financial sector.
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5.1.4. ISM Level 5

Minimizing environmental impact (F8) is categorized under Level V and Cluster-III.
Banks should consider directing their investments towards companies or organizations
that prioritize environmental sustainability, community development, and social justice.
This approach aligns with the values of responsible banking. Furthermore, financial
institutions, including banks, usually uphold transparency in their operational processes
as a fundamental commitment to their stakeholders. This transparency fosters trust and
demonstrates their dedication to maintaining ethical and socially responsible practices
while pursuing financial goals [7].

5.1.5. ISM Level 4

An ethical environment (F12) is situated within Cluster-IV and Level IV. Ethical envi-
ronment banking encompasses integrating a bank’s business operations with sustainable
development goals and Social, Environmental, and Ethical (SEE) criteria. This involves
selecting financial institutions that implement socially responsible investment policies
and business practices, according to Sparkes and Cowton [92]. A socially responsible
financial institution could potentially implement a policy that prohibits investment in
industries that contribute to carbon emissions or engage in labor practices that are deemed
exploitative [93].

5.1.6. ISM Level 3

The triple bottom line principle (F10) is situated at Level III and Cluster-II. The triple
bottom line principle (F10) is an accounting framework that integrates three distinct perfor-
mance dimensions: social, environmental, and financial [94].

The adoption of a triple bottom line approach could potentially serve as a mechanism
for oversight and aid in the process of recapturing lost clientele or acquiring new patrons.
Triple bottom line banks and credit unions provide novel approaches to assess performance
and withstand financial market turbulence. These approaches benefit the wider community
and environment and promote a brand’s enduring prosperity and profitability [95]. Fagley
and Adler [96] have referred to it as a motivating analogy that urges modern corporations to
fulfill their economic, environmental, and social objectives in a synchronized manner [97].

5.1.7. ISM Level 2

The corporate website (F7) is associated with the concepts of an organization’s legiti-
macy (F13), human capital (F11), employees’ environmental beliefs (F9), and environmental
sustainability (F15). These factors are classified in Level II and Cluster-III of the ISM hierar-
chy. The economic sustainability (F14) factor is categorized under Level II and Cluster-II.
The significance of this approach is rooted in its capacity to implement virtuous actions
that mitigate an organization’s negative environmental impacts. For banks, the importance
of sustainability initiatives extends to enhancing their legitimacy and bolstering their rep-
utation. Economically sustainable banks play a pivotal role in generating employment
opportunities, increasing local wages, and contributing to the development of the local
economy. This impact is particularly notable as it fosters economic sustainability and
promotes community welfare. A bank’s website serves as a vital tool for conveying the
corporation’s goals, objectives, and activities to both internal and external stakeholders. It
plays a pivotal role in shaping the organization’s image and facilitating effective communi-
cation. The contribution of an organization’s legitimacy can manifest in both direct and
indirect ways, underlining its multifaceted importance in today’s business landscape.

The environmental beliefs held by employees encompass a desire to enhance business
productivity through attributes that significantly affect an individual’s economic output
and the overall performance of the organization, all while promoting environmental im-
provements. The significance of this subject matter spans various aspects. Human capital
encompasses an individual’s intangible assets, such as intelligence, practical knowledge,
and skills, which are associated with non-financial and non-physical resources. The aug-
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mentation of human capital has been shown to positively influence employees’ levels of
environmental consciousness. Furthermore, the enhancement of human capital is believed
to lead to increased productivity and profitability [98].

Economically sustainable banking involves strategically planning and executing bank-
ing activities and commercial ventures while considering their impact on Environmental,
Social, and Governance (ESG) factors. This approach includes initiatives like adopting
green IT and implementing energy-efficient facilities to minimize or eliminate environmen-
tal impacts within the bank’s operations. Economic sustainability in banking also extends
to providing financial services that encourage or mandate environmentally responsible be-
havior. In essence, it represents a comprehensive commitment to both financial success and
environmental responsibility, reflecting the growing recognition of the interconnectedness
of economic and environmental considerations in the modern banking sector [99].

5.1.8. ISM Level 1

The factor that exhibits the highest degree of dependence is social sustainability (F16),
situated at Level I and belonging to Cluster-II. Yong et al. [12] highlight the significance
of socioeconomic business sense in promoting the equitable distribution of opportunities
and resources and addressing health, education, income inequality, and poverty issues.
Social sustainability performance is considered one of the three fundamental components of
ESG. The assessment evaluates the level of engagement between a bank and its employees,
customers, suppliers, and the surrounding community. The subject encompasses human
rights, diversity and inclusion, health and safety, and community impact. One of the
primary objectives is to optimize the rate of wealth accumulation, which involves aug-
menting the net profits of a financial institution’s stakeholders or proprietors. The second
objective pertains to devising strategies aimed at enhancing the overall satisfaction level of
the bank’s clientele, thereby augmenting their perceived value. The third aspect pertains to
the procedural advancement of the bank’s technology, policies, and work protocols, the
introduction of pioneering banking services and products, and the generation of value for
the bank’s personnel [100].

5.2. Performing DEMATEL
Most Influencing Cause-and-Effect Factor

As per the analysis conducted through DEMATEL, it has been observed that economic
sustainability (F14) holds the topmost position and falls under the cause group. The
significance of this phenomenon within the banking industry lies in its ability to foster a
commitment toward economic development. Corporate reputation (F4) ranks as the second
most significant cause factor. The corporate reputation of banks is a crucial factor in the
decision-making process of job seekers, as evidenced by numerous studies. The cause
group’s fifth most significant factor is human capital (F11). The factor above holds great
significance, as it is closely tied to an individual’s economic productivity and organizational
performance, owing to the crucial role played by the associated characteristics and expertise.

The triple bottom line principle (F10) is classified within the effect group and holds
the third position. The proposed significance of corporate sustainability is that it entails a
multidisciplinary process that necessitates a complex framework to address various and
often conflicting issues and stakeholders, as posited by Ogbu Edeh and Okwurume [15].
The fourth most salient factor within the effect group is the organization’s legitimacy (F13).
The significance of such initiatives lies in their ability to strengthen the legitimacy of banks’
sustainability efforts. The sixth most noteworthy aspect within the impact group pertains to
the environmental beliefs of employees (F9). The significance of this is that it encompasses
employees who are motivated to enhance the bank’s productivity and attain benefits in the
broader context.
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5.3. Overlapping of Factors in ISM and DEMATEL

According to the DEMATEL method, economic sustainability (F14) significantly in-
fluences decision-making processes, as it ranks first and falls under the cause group. The
digraph utilized in ISM, as indicated through the ISM methodology, reveals that the most
influential factor in the bank is attracting new talent (F3). The root cause group of the
dependent group factor can be quantified as a potent causal factor. Hence, to ensure the
implementation’s effectiveness, it is imperative to prioritize the factors contributing to the
cause group or the influential group. Therefore, to mitigate the impact or address influential
factors, decision-makers of banks must ensure that the framework for identifying such
factors is sturdy and manageable. Hence, the outcomes derived from utilizing the ISM
and DEMATEL methods exhibit a certain degree of coherence. The ISM and DEMATEL
methods are utilized in tandem to establish a framework for GR and OSP factors while
identifying these factors’ interconnectedness.

5.4. Contribution to Theory

According to resource-based perspectives, performance and competitive advantage
are based on how organizations utilize their valued strategic resources and skills, which
are essential, sporadic, and difficult for competitors to imitate in the marketplace. Sustain-
ability, environmental awareness, and the triple bottom line are the competitive advantages
that an RBV offered for the company studied. Instead, accruing from the organizations, a
strategic set of competencies and resources are deliberately and methodically produced by
the leader’s decisions and actions. According to this reasoning, academics contend that
creating dynamic resources to adjust to shifting external networks and global conditions
may be more important for sustaining business profitability than maintaining market
domination. As a result, a firm’s capabilities and resources indicate its capacity to develop
novel forms of competitive advantage, reconfigure those capabilities in response to envi-
ronmental changes, and reduce environmental consequences while still maintaining the
bank’s effective performance (F1).

Determining how green awareness (F2) as a firm resource may solve the trade-off
between resource use and resource preservation is, therefore, possible using the RBV. For
a bank to be viable in the long term in the development of self-sufficient capacities to
improve corporate performance, the resources of corporate websites (F7), an organization’s
legitimacy (F13), job advertisements (F5), corporate reputation (F4), and an ethical environ-
ment (F12) are essential to take into account. Firms can attain environmental sustainability
(F15) and increase employees’ environmental beliefs (F9) by utilizing valuable, uncommon,
imperfectly imitable, and non-substitutable talents and resources [101].

Additionally, an RBV attests that the opponent has a competitive edge in the market
due to the essential, sporadic nature of the critical resources in the capabilities. A bank’s
green job description (F6) should demonstrate its capacity to create novel and distinctive
skills that aid in discovering new possibilities, retaining qualified personnel in stressful
environments, and swiftly implementing strategic solutions to changing circumstances. In
addition to making it more critical for businesses to comprehend and win the battle, the
concentration of banks on human capital (F11) as a source of competitive advantage has
also resulted in a closer integration of the domains of strategic management and strategic
HRM, frequently seen via the lens of RBV theory. According to research, talented people
often tend to change jobs to advance their careers [102]. As a result, organizations must
develop strategies to draw in attracting new talent (F3) so that they will stay with the
company and help it grow. Talented people are also frequently career-focused, highly
mobile, and drawn to professions that present challenges and opportunities for personal
growth. The assets that a bank needs to create a sustainable competitive advantage depend
on its interactions with the environment and the well-being of its communities.
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5.5. Practical Implications and Managerial Implications

GR has significant implications for the banking industry. First, a bank’s competitive
edge largely depends on its ability to recruit fresh talent (F3). The competence of a bank’s
staff directly influences its performance. Employees equipped with specialized skills can
make a bank stand out among its competitors [103]. Second, effective performance (F1)
management is indispensable. While new trends in this area emerge every year, HR
departments often misconstrue them. Proper performance review systems foster motivated
and dedicated employees, whereas ineffective systems can demoralize staff, leading to
disengagement [104]. Third, green banking (F2) is typically not seen as a polluting business.
The banking sector might not be traditionally viewed as environmentally harmful, but
its carbon footprint arises from aspects like energy consumption (due to lighting, air
conditioning) and extensive paper use. Although “green banking” is still in its nascent
stages in Pakistan, it is crucial to recognize its environmental implications [105].

GR offers several benefits to decision-makers and managers. First, the ethical envi-
ronment (F12) has a significant impact. Employees should maintain high ethical standards
for optimal performance. Every managerial decision has potential ramifications on the
environment and society, making it crucial to be considerate of these impacts during de-
cision making [106]. Second, the banking industry’s recent emphasis on human capital
(F11) underlines the increasing importance of intangible resources. In today’s era, human
capital often holds greater value than physical assets. To harness this potential, banks
should promote continuous learning and professional development [107]. A bank’s green
endeavors are not only contingent upon the institution’s stance on environmental issues
but also on the employees’ commitment to these causes [108]. Encouraging employees
to regularly engage in eco-friendly practices or even spearhead their green initiatives can
make a substantial difference.

6. Conclusions

The intricate relationship between Green Human Resource Management (GHRM)
practices specifically shedding light on the multifaceted impact of green recruiting (GR)
and Organizational Sustainable Performance (OSP) has been meticulously explored in this
research, within the broader context of sustainability and organizational performance. The
empirical findings underscore the pivotal role of employees’ environmental beliefs and
values in shaping OSP. The present study has navigated through the nuanced pathways
through which GHRM, and more specifically GR, permeates and potentially enhances OSP.
Moreover, this research has highlighted the imperative for organizations to not only adopt
GHRM practices but to also integrate them strategically into their overall operational and
strategic framework to enhance sustainability performance.

Hence, we identify sixteen factors from the previous literature expressed from several
databases which need to be assessed; these factors were assessed by developing long-term,
flexible decision-making strategies using the ISM and DEMATEL methods. An integrated
ISM-DEMATEL approach not only helps to transform the model of the system’s obscure and
faulty pattern into structural patterns, but also helps to establish an internal dependence
between the factors that cause and effect. They are categorized as group constraints. The
methodology proposed for addressing MCDM problems involves the development of value
functions. Economic sustainability (F14) is the most influential factor, as it is on the first
rank of the DEMATEL digraph, and attracting new talent (F3) is the most driving factor,
as it is at Level I of the ISM hierarchy model. Furthermore, research using an RBV shows
that a company can create new forms of competitive advantage, reorganize its resources
to adapt to shifting conditions, and lessen its negative effects on the environment without
sacrificing performance.

Limitation and Future Direction

Our study is subject to some restrictions. To assess GR and OSP, this study focuses on
attracting new talent, economic sustainability, corporate reputation, environmental sustain-
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ability, green awareness, social sustainability, effective performance, job advertisement, and
other factors. On the other hand, there are many ways to investigate green recruiting. The
study solely includes Pakistan’s banking sector in evaluating these aspects. Researchers
can also use these components in several businesses. However, the exploration of the
impact of GR on OSP within the GHRM framework has unveiled a complex, multifaceted
relationship that warrants further exploration. While the present study has made signifi-
cant strides in identifying and understanding the influence of green recruiting methods
on OSP, it has also opened new avenues for future research. The specificity of GHRM
operations, such as green training and selection, remains an area that is ripe for further
exploration and analysis. The study solely uses the team of five experts to validate the
items. Future examiners can, however, confirm their integrations using a larger sample size
and more expert judgment. This study employs the integrated ISM-DEMATEL approach
from the MCDM methodology to evaluate the accuracy of findings with a small sample
size. Future research should assess these components using various MCDM techniques,
such as Fuzzy-AHP, Fuzzy-DEMATEL, FIS-AHP, etc. The study only looks at one country,
Pakistan, to analyze the impact of GR on OSP. Future research should apply these methods
and these components to further geographies.
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