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Abstract

This study aims to examine the effect of Green Human Resource Management (GHRM) on Environmental
Sustainability (ES) and to investigate the mediating role of Organizational Citizenship Behaviour Towards
Environment (OCBE) in listed Indian banks operating in Punjab. With increasing regulatory pressure under
India’s ESG and BRSR framework, banks are required to integrate sustainability into their internal practices,
making this investigation both timely and relevant. A quantitative, cross-sectional research design was
adopted. Primary data were collected from 660 employee respondents who work in Public and Private Sector
Listed Indian Bank in Punjab, using a structured questionnaire measured on a five-point Likert scale. The
constructs included GHRM, OCBE, and ES. The data were analyzed using Partial Least Squares Structural
Equation Modeling (PLS-SEM) with SmartPLS 4. Reliability, convergent validity, and discriminant validity
were established prior to testing the structural model. Mediation was examined using bootstrapping with
5,000 resamples. The results revealed that GHRM has a significant positive effect on OCBE and
Environmental Sustainability. OCBE also significantly influences Environmental Sustainability. The
mediation analysis confirmed that OCBE partially mediates the relationship between GHRM and ES. The
findings demonstrate that green-oriented HR practices significantly enhance employees’ voluntary pro-
environmental behaviour, which in turn strengthens environmental sustainability in the banking sector. The
study found that GHRM significantly affects Environmental Sustainability and strongly influences OCBE.
OCBE also partially mediated the GHRM-ES relationship. The study highlights the critical role of employee-
driven green behaviour in achieving sustainability outcomes. It offers practical implications for bank
management, policymakers, and regulators aiming to strengthen sustainability performance through people-
centric green strategies.

Keywords: Green Human Resource Management, Organizational Citizenship Behaviour Towards
Environment, Environmental Sustainability, Indian Banking Sector.

1. Introduction

The increasing climate change, the decrease of
resources, problems with environmental pollution,
and increased demands on responsible business
practices have made environmental sustainability
one of the most important global concerns in the
twenty-first century. Companies and industries are
being put under increased responsibility to
perform not just well economically, but also in
their environmental and social impact [1]. In this
changing environment, the banking industry is
particularly critical as a financial intermediary that
creates an impact on the industrial growth,
investments flow and environmental practices of
corporations by lending, risk rating, and providing
financing based on sustainability. Despite the fact

that most people regard banks as environmentally
friendly institutions as opposed to manufacturing
firms, their indirect environmental impact by
financing activities that are environmentally
sensitive is very high which makes sustainability
in banking a strategic requirement and not a
symbolic activity. Over the past few years, Indian
banks, especially stock exchange listed banks,
have been experiencing mounting regulatory and
stakeholder pressure to entrench sustainability
into their operations. With the advent of the
Business  Responsibility and  Sustainability
Reporting (BRSR) framework developed by
SEBI, the disclosure requirements on the
environmental, social, and governance (ESG)
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performance have been greatly improved. As a
result, Indian banks will no longer be required to
focus on the traditional profit-maximization but
become proactive in terms of national and global
sustainability —objectives. Nevertheless, such
sustainability measures can be made successful
not merely because of the policy and technology
but because of the voluntary behavior of
employees in pro-environmental activities within
the organizations as well [2, 3]. Green Human
Resource Management (GHRM) has become a
strategic tool where organizations incorporate
elements of environment goals in their human
resource policies and practices which include
recruitment, training, performance appraisal,
rewards and employee involvement [4, 5]. GHRM
improves the behavior of employees in line with
the organizational environmental objectives
through the promotion of green skills, drive, and
participation in the sustainability programs [6-7].
Previous research demonstrates that GHRM
positively impacts the environmental
performance, green innovation, and sustainability
in the organization [8-10]. GHRM is particularly
important in influencing day-to-day
environmental activities like paperless operations,
energy use, green procurement, and sustainable
customer interactions [11-13]. Although formal
green HR policies are vital, scholars are
growingly concerned about the fact that the ability
to be sustainable in an organization cannot be
ensured by formal systems only; discretionary and
voluntary  pro-environmental  behaviors  of
employees that extend beyond official job duties
are also needed [14-16]. The aspect of behaviour
is encompassed by the Organizational Citizenship
Behaviour Towards Environment (OCBE)
concept that denotes workers themselves who
choose to make voluntary contributions to
preserving the environment, resources
conservation, environmental — awareness  or
environment-oriented activities that are not
directly rewarded [17-19]. The concept of OCBE
has been reported as a key micro-level contributor
to the sustainability = of  organizational
environmental due to the fact that it demonstrates
the intrinsic motivation of employees and personal
willingness to preserve the environment [20].
According to the recent empirical research [21-
23], GHRM practices contribute to OCBE through
values of environmentalism and green
consciousness, as well as through the
establishment of conducive organizational climate
to sustainability [24]. Those employees who were
subjected to green training, green rewards, and
eco-oriented leadership tend to use voluntary
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green behavior, which, in turn, positively impacts
environmental performance in the organization
[25-27]. Nevertheless, empirical research on
GHRM and OCBE in the Indian banking industry
is yet to be realized, more so regarding mediation
processes between GHRM and Environmental
Sustainability (ES) via employee behavior.
Environmental Sustainability is the capability of
an organization to reduce its ecological footprint
and still be economically and socially viable in the
long term. Green financing, sustainable lending,
reducing carbon footprint, digitization of banking,
green buildings, and green operations are some of
the indicators of environmental sustainability in
the banking context [28]. Despite the Indian banks
implementing a number of green banking
practices, the legitimacy of the practices highly
depends on the engagement of employees and
alignment of their behaviors to the sustainability
objectives [29]. The state of Punjab gives an
especially viable background in studying its
sustainability in banking as it has its own
environmental issues and a specific economic
design. Being an agrarian state, Punjab has to
struggle with a critical environmental challenge,
the latter being air pollution due to stubble
burning, groundwater depletion, and a large
carbon footprint [30, 31]. Punjab banks are
important financiers of agricultural activities,
MSMEs, and industrial activities, hence having
direct and indirect effects on the environmental
outcomes. Punjab is the right place to study the
role of green HR practices and employee
behaviors in ensuring environmental sustainability
in the financial sector because of the existence of
a vast network of listed state-wide, both of the
public and the private sector, banks. Despite the
above studies having discussed GHRM, OCBE,
and environmental performance independently,
the study has failed to provide empirical evidence
of the OCBE as a mediating variable among
GHRM and Environmental  Sustainability
particularly within the emerging economies such
as India and the banking industry. Majority of the
empirical studies that have been undertaken in this
field have been done in manufacturing,
hospitality, and healthcare industries [32, 33],
creating a large gap in contextual and sectoral
literature. In addition, the sustainability micro-
foundations in Indian banking are under-
researched, especially in an employee behavior
point of view. In theory, the paper is based on the
Ability Motivation Opportunity (AMO) model
and the Social Exchange Theory. The AMO
framework indicates how GHRM can increase the
green capabilities of employees in terms of



Ritu Raj and Shivani Dhand/ Renewable Energy Research and Applications, Vol. 7, No 1, 2026, 63-78

training, motivation using green rewards, and
opportunities using participative practices, which
subsequently triggers OCBE. Social Exchange
Theory also indicates that employees will in turn
respond by engaging in voluntary pro-
environmental practices when organizations invest
in responsible HR practices in the environment
and this improves the sustainability performance.
This combination of theoretical lenses contributes
to the fact that the current study can provide a
strong explanation of why GHRM can be
converted into environmental sustainability by
means of the mediation of OCBE. The paper is
methodologically based on the use of Partial Least
Squares Structural Equation Modeling (PLS-
SEM) as a strong and effective multivariate
method applicable to the investigation of
sophisticated causal relationships and mediation
effects in predictive studies. The study places the
research in a rather contextual and practically
useful information by targeting the listed banks
functioning in Punjab and gathering the data from
the bank employees. In this way, the current study
contributes to the three important aspects. To
begin with, it empirically demonstrates the
connection between GHRM and Environmental
Sustainability in Indian banking industry. Second,
it enhances the micro-level sustainability research
by making OCBE one of the mediating processes.
Third, it offers industry-specific policy insights to
regulators and the management of banks within
the changing environment of ESG and BRSR
reporting in India.

Green Human resource management (GHRM) is
the combination of environmental management
principles into human resource policies and
practices with an aim of ensuring that
organizational resources are used sustainably and
that employees become more pro-environmental
[34, 35]. GHRM includes green recruiting and
selection, green training and development, green
performance management, green rewards, and
green employee engagement. Green recruitment
helps organizations to hire employees with
environmental values and competencies, whereas
green training improves environmental awareness
and the skills required to operate sustainably
among employees [36-38]. Green behavior is also
strengthened by performance appraisal and reward
systems that are in tune with the environmental
goals by connecting sustainability results and
incentives and recognition [39-41]. Researchers
believe that GHRM can be used as a strategic
facilitator of corporate sustainability by instilling
environmental responsibility into  corporate
culture and day-to-day business practices. It is

65

proven through empirical data that GHRM
elevates environmental performance and green
innovation, as well as organizational reputation, to
a considerable degree [42-44]. GHRM is
important in the service industry, especially
banking, to advance zero-paper practices, energy
efficiency, waste minimization, and sustainable
customer relations [45-47]. Although its level of
relevance is increasing, there are limited studies
on GHRM in the emerging economies,
particularly in regulated industries like banking.
Researchers point out that effective sustainability
is conditional upon the presence of powerful HR
mechanisms that foster commitment of employees
and voluntary green behaviours. Therefore,
GHRM is gaining more acceptability as a
principle of attaining sustainability in the
environment over a long period.

Organizational Citizenship Behaviour Towards
Environment (OCBE) is considered to be the
voluntary and discretional acts by employees who
enhance the environmental protection and
sustainability but which are not visibly specified
in job descriptions and reward systems [24, 26].
Some of the behaviors contained in OCBE are
resource conservation, motivating the fellow
employees to act in a responsible manner, being
involved in environmental activities, and giving
recommendations on how the green activities can
be better. OCBE implies the application of
traditional OCB in the environmental context. The
OCBE has its conceptual basis on Social
Exchange Theory which posits that employees
give positive discretionary behaviors that help
them to reciprocate organizational support.
Workers realize that, when their organization
takes environmental responsibility seriously, they
would willingly take part in environmentally
friendly behaviour. According to researchers, eco-
initiatives, eco-civic engagement, and eco-helping
are major areas of OCBE [48-50]. Empirical
studies indicate that OCBE is a strong mechanism
that enhances the performance of organizational
environmental, green reputation, and sustainable
competitiveness [51-53]. Research also proves the
existence of the relationship between the
organizational policies and the sustainability
outcomes mediated by OCBE, which indicates
that this organization behavior transmission
mechanism is active [54, 55]. OCBE is the most
important in service-based industries such as
banking, where the behavior of employees is
critical to the operation as it determines resource
usage and the creation of wastage [56-58].
Nonetheless, there is little empirical information
on OCBE in the Indian banking sector, which
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presents an ample reason to conduct the current
research.

Environmental Sustainability is the capacity of an
organization to carry out its business in a way that
will impose minimum environmental damage as
well as safeguarding the environment and
resources in the long run. It entails sound
consumption of power, water and materials,
minimization of wastage and waste, emission
management of carbon and implementation of
environmental-friendly technology. This idea is
based on the definition of sustainable
development that the Brundtland Commission is
concerned with that stresses on satisfying the
current needs without the neglect of the future
generations. Within the business environment,
environmental sustainability is no longer a
compliance need but a strategic phenomenon that
can affect the competitiveness of firms, trust of
their stakeholders and legitimacy in the hands of
the regulating authorities. In the banking industry,
green internal operations, sustainable financing,
digitalization, and responsible lending are the
main aspects of the environmental sustainability
[3]. Paperless transactions, efficient buildings,
financing  renewable energy, loans with
environmental social responsibilities are some of
the green banking initiatives that show the
concern by banks in protecting the environment
[13]. Empirical evidence suggests that the higher
the  sustainability  practices, the greater
reputational capital, operational performance, and
confidence in banks of stakeholders [59-60]. One
of the latest changes that have enhanced the
accountability of banks on environmental
performance in India is the introduction of
Business  Responsibility and  Sustainability
Reporting (BRSR) framework. Nevertheless, the
realization of environmental sustainability is not
restricted to any particular policy and technology,
but it also relies on the behavior of employees and
organizational structures that endorse day-to-day
pro-environmental activities. Therefore,
environmental  sustainability is  nowadays
considered not only as the behavioral but also as
the strategic outcome.

Theoretical and empirical literature has strongly
supported the relationship between Green Human
Resource Management (GHRM), Organizational
Citizenship Behaviour Towards Environment
(OCBE) and Environmental Sustainability (ES).
The Ability Motivation Opportunity (AMO)
theory states that the HR practices improve the
abilities of the employees, their motivation via
rewards and their participation opportunities,
which in turn evoke the desired behaviors
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including the OCBE. GHRM gains the green
competence of employees by means of training,
the motivation by the means of green rewards, and
participation, achieved through the practice of
green involvement, which promotes OCBE.
Empirical research is able to show that GHRM
brings about a positive impact on OCBE because
it affects the wvalues of employees and
commitment towards the environment. Employees
who are exposed to green recruitment, training,
and performance appraisal systems should have
increased opportunities to engage voluntarily in
pro-environmental actions that are not obligatory
as required of the job. OCBE, in its turn, has been
identified as being beneficial in increasing the
environmental performance and sustainability
outcomes of both manufacturing and service
industries  [61, 62]. Moreover, multiple
investigations prove that OCBE mediates the
connection between organizational green practices
and environmental performance, which proves
that employee behavior is an essential mechanism
of transmitting the relations between HR systems
and sustainability results [63-65]. GHRM and
Environmental Sustainability also have direct
relationships, which have been confirmed
empirically and imply that green HR systems help
in energy saving, waste disposal, and emission
prevention [36, 66]. Nevertheless, the available
evidence is mostly focused on manufacturing and
hospitality industries, and little empirical evidence
has been supported on banking industry of
emerging economies such as India. Besides, there
are very few studies that have directly tested
OCBE as a mediating variable between GHRM
and Environmental Sustainability within the most
regulated service organization like listed banks.
Thus, the current research fills this crucial gap by
utilizing the PLS-SEM to statistically test the
connection between GHRM, OCBE, and ES,
which exist in the Indian banking industry.

1.1 Research objectives

1. To examine the effect of Green Human
Resource Management (GHRM) on
Environmental Sustainability (ES) in listed Indian
banks operating in Punjab.

2. To examine the effect of Organizational
Citizenship Behavior Towards Environment
(OCBE) on Environmental Sustainability.

3. To examine the effect of Green Human
Resource Management (GHRM) on
Organizational Citizenship Behavior Towards
Environment (OCBE).

4. To examine the mediating effect of
Organizational Citizenship Behavior Towards
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Environment (OCBE) on the relationship between
Green Human Resource Management (GHRM)
and Environmental Sustainability.

1.2 Research questions

» Does Green Human Resource Management
significantly influence Environmental
Sustainability in listed Indian banks?

» Does Organizational Citizenship Behavior
Towards Environment (OCBE) significantly
influence Environmental Sustainability?

» Does Green Human Resource Management
(GHRM) significantly influence Organizational
Citizenship Behavior Towards Environment
(OCBE)?

» Does Organizational Citizenship Behavior
Towards Environment significantly mediate the
relationship between Green Human Resource
Management and Environmental Sustainability?

2. Research hypothesis developed from
literature

H1: Green Human Resource Management
(GHRM) has a significant effect on
Environmental Sustainability (ES).

H2: OCBE has a significant effect on

Environmental Sustainability (ES).

H3: GHRM has a significant effect on OCBE.

H4: OCBE significantly mediates the relationship
between GHRM and Environmental Sustainability
(ES).

3. Research methodology

This study adopts a quantitative, cross-sectional
research design to examine the mediating role of
Organizational Citizenship Behavior Towards
Environment (OCBE) in the relationship between
Green Human Resource Management (GHRM)
and Environmental Sustainability (ES) in listed
Indian banks in Punjab. Conceptual framework is
shown in figurel. Primary data were collected
from 660 bank employees working across 06
listed Indian bank branches (03 Public sector+03
Private sector) in Punjab using a structured
guestionnaire based on validated scales and
measured on a five-point Likert scale. The
measurement instrument consisted of three major
constructs (see figure 1): GHRM measured
through 18 items covering Green Recruitment and
Selection (GRS) (4 items), Green Training and
Development(GTD) (4 items), Green Performance
Management(GPM) (5 items), and Green
Employee Involvement Practices(GEIP) (5 items);
OCBE with three dimensions Eco-Initiatives(El)
(5 items), Eco-Civic Engagement (ECE) (5 items),
and Eco-Helping(EH) (5 items); and ES measured
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using 12 items capturing environmental
performance outcomes. A multistage purposive
sampling technique was employed, and 660 valid
responses from bank employees were analyzed,
which satisfies the minimum sample size
requirements for PLS-SEM analysis. SmartPLS
software was used to test the proposed hypotheses
due to its suitability for predictive modeling and
mediation analysis with non-normal data. The
measurement model was assessed  using
Cronbach’s alpha, Composite Reliability, and
Average Variance Extracted, while discriminant
validity was examined using the Fornell and
Larcker criterion and HTMT ratios. The structural
model and mediation effects were tested through
bootstrapping with 5,000 resamples. Ethical
standards regarding informed consent,
confidentiality, and voluntary participation were
strictly maintained throughout the study.

4. Data analysis and results

This paper provides the empirical test of the
proposed model based on the Partial Least
Squares Structural Equation Modeling (PLS-
SEM) and SmartPLS 4. It starts with the
evaluation of the measurement model using
reliability and validity tests, such as the Cronbach
alpha, Composite Reliability, Average Variance
Extracted, Fornell-Larcker criterion, and HTMT
ratios, to ensure that all the constructs are
sufficient. A structural model is then compared in
terms of path coefficients, t-values, and p-values
which are attained by bootstrapping with 5,000
resamples. The part also reports the mediating role
of Organizational Citizenship Behaviour Towards
Environment between Green Human Resource
Management and Environmental Sustainability.
Table 1 displays demographic profile of the 660
respondents that were sampled among listed banks
in Punjab. Age distribution, in terms of gender,
education wise, work experience, the job role
breakdown, the proportion location is shown in
table 1.

The results of the factor loading in table 2,
indicated that all the constructs under this study
had a high indicator reliability. In this work, all
factor loadings ranged from 0.703 to 0.883,
exceeding the recommended threshold value of
0.70. The constructs ECE, EH, EIl, ES, GEIP,
GPM, GRS, and GTD demonstrated satisfactory
indicator reliability, as all items adequately loaded
on their respective constructs. The highest loading
was observed for GEIP3 (0.883), while the
comparatively lower loading was reported for
GRS4 (0.703). Although a few indicators such as
EI5 (0.740), ES11 (0.751), GPM1 (0.730), and
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GRS4 (0.703) showed relatively lower loadings,
they remained within the acceptable threshold
suggested in prior PLS-SEM studies and therefore
did not require deletion. These findings are
consistent with previous sustainability and green
human resource management studies, where factor
loadings above 0.70 confirmed satisfactory
convergent validity and construct reliability.
Therefore, the measurement model was
considered reliable and suitable for further
structural model analysis.

Table 3 represented good reliability and validity
of the constructs utilized in this study. In the
present study, Cronbach’s alpha values ranged
from 0.765 to 0.949, Composite Reliability values
ranged from 0.850 to 0.955, and AVE values
ranged from 0.587 to 0.734. These results
exceeded the recommended threshold values,
thereby confirming satisfactory reliability and
convergent validity of all constructs. Among the
constructs, ES demonstrated the highest reliability
values (o = 0.949; CR = 0.955), whereas GRS
reported comparatively lower but still acceptable
reliability values (o = 0.765; CR = 0.850).
Similarly, EH exhibited the highest AVE value
(0.734), indicating strong convergent validity.
These findings are consistent with previous
sustainability and green human resource
management studies, where Cronbach’s alpha and
CR values above 0.70 and AVE values above 0.50
confirmed acceptable construct reliability and
convergent validity in PLS-SEM models.
Therefore, the measurement model was
considered reliable and appropriate for further
structural model analysis.

Table 3 represented good reliability and validity
of the constructs utilized in this study. In the
present study, Cronbach’s alpha values ranged
from 0.765 to 0.949, Composite Reliability values
ranged from 0.850 to 0.955, and AVE values
ranged from 0.587 to 0.734. These results
exceeded the recommended threshold values,
thereby confirming satisfactory reliability and
convergent validity of all constructs. Among the
constructs, ES demonstrated the highest reliability
values (a = 0.949; CR = 0.955), whereas GRS
reported comparatively lower but still acceptable
reliability values (o = 0.765; CR = 0.850).
Similarly, EH exhibited the highest AVE value
(0.734), indicating strong convergent validity.
These findings are consistent with previous
sustainability and green human resource
management studies, where Cronbach’s alpha and
CR values above 0.70 and AVE values above 0.50
confirmed acceptable construct reliability and
convergent validity in PLS-SEM models.
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Therefore, the measurement model was
considered reliable and appropriate for further
structural model analysis.

The outcomes of the multicollinearity test
provided in table 4 have shown that all the
Variance Inflation Factor (VIF) values do not
exceed the reasonable boundaries, which proves
that there is no multicollinearity problem in the
measurement model. In the present study, all VIF
values ranged from 1.313 to 3.174, which were
below the critical threshold of 5.0, thereby
confirming that multicollinearity was not a
concern in the measurement model. The highest
VIF value was reported for ES12 (3.174), which
was slightly above the ideal threshold of 3.0 but
remained within the acceptable range suggested in
previous SEM studies. Similarly, GEIP3 reported
a comparatively higher VIF value (2.896), though
it also remained below the acceptable limit. These
findings are consistent with prior sustainability
and green human resource management studies,
where VIF values below 5.0 confirmed acceptable
collinearity levels and model stability. Therefore,
the indicators used in the study were considered
statistically independent and suitable for further
structural model analysis. The findings of the
HTMT based on table 5, supported the
achievement of the discriminant validity between
all the constructs. In the present study, the HTMT
values ranged from 0.268 to 0.708, which were
below the recommended threshold values of 0.85
and 0.90. The highest HTMT value was observed
between GPM and GRS (0.708), followed by ECE
and EI (0.707), whereas the lowest value was
reported between ECE and GTD (0.268). Since all
HTMT values remained within the acceptable
range, the findings confirm satisfactory
discriminant validity among the constructs,
indicating that all constructs were empirically
distinct from one another. These findings are
consistent with previous sustainability and green
human resource management studies, where
HTMT values below 0.85 confirmed adequate

discriminant validity in PLS-SEM models.
Therefore, the measurement model was
considered reliable and suitable for further

structural model analysis. The outcomes of the
corrected Fornell-Larcker criterion in table 6
confirmed the achievement of the discriminant
validity of all constructs. The Corrected Fornell-
Larcker criterion was applied to assess the
discriminant validity of the constructs in the
measurement model using SmartPLS. In the
present study, the diagonal values representing the
square root of AVE ranged from 0.766 to 0.857,
which were higher than the corresponding inter-
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construct correlations. For instance, ECE (0.818),
EH (0.857), EI (0.801), ES (0.801), and GTD
(0.836) demonstrated square root AVE values
greater than their correlations with other
constructs, thereby satisfying the Fornell-Larcker
criterion. Although relatively higher correlations
were observed between ECE and EI (0.613) and
EH and ES (0.610), these values remained lower
than the respective square root AVE values,
confirming adequate discriminant validity. These
findings are  consistent  with  previous
sustainability and green human resource
management studies, where the Fornell-Larcker
criterion was used to confirm empirical
distinctiveness among constructs in PLS-SEM
models. Therefore, the results validate that all
constructs were sufficiently distinct and suitable
for further structural model analysis. In the
present study, lower-order constructs significantly
contributed to their respective higher-order
constructs, as indicated by significant t-statistics
and p-values below 0.05 (refer table 7). For
GHRM, GEIP (B = 0.460), GPM (B = 0.412), and
GRS (B = 0.255) significantly contributed to the
higher-order construct with satisfactory outer
loadings ranging from 0.789 to 0.872. However,
GTD reported a comparatively low outer weight

(B =0.081), non-significant t-value (1.274), and p-
value greater than 0.05 (0.203), indicating a
weaker contribution toward GHRM. Nevertheless,
GTD may still be retained due to its theoretical
relevance in representing Green Human Resource
Management dimensions. Similar observations
have been reported in previous higher-order
construct studies where theoretically important
dimensions were retained despite lower statistical
contributions. For OCBE, all lower-order
constructs significantly contributed to the higher-
order construct. EH demonstrated the strongest
contribution (f = 0.466), followed by ECE (B =
0.362) and EI (B = 0.341). The outer loadings
ranged from 0.826 to 0.878, exceeding the
recommended threshold value and thereby
confirming satisfactory indicator reliability and
convergent validity. Furthermore, all VIF values
ranged from 1.501 to 1.955, which were below the
critical threshold of 5.0, indicating the absence of
multicollinearity issues. These findings are
consistent with prior sustainability and green
HRM studies employing hierarchical component
models in PLS-SEM, where significant outer
weights and acceptable outer loadings confirmed
higher-order construct validity.

Eco-Tnitiatives

Eco-Civic Engagement

Eco-Helping

Urreen Fecrmtment and
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Green Training and
Development
Green Performance
Management

Green Employee [nvolvement
Practices
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Citizenship Behaviour
Towards Environment

(®

Environmental
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Figure 1. Conceptual Framework.
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Table 1. Demographic profile of respondents.

S. No. Demographic Variable Category Frequency (n) Percentage (%)

1 Age (Years) 18-24 124 18.78
25-34 206 3121
35-44 159 24.0
45-54 116 17.57
55 & Above 55 8.33

2 Gender Male 429 65.0
Female 208 315
Non-binary/Other 11 1.7
Prefer not to say 12 18

3 Educational Qualification High School 92 13.9
Bachelor’s Degree 308 46.7
Master’s Degree 190 28.8
Professional Certification 46 7.0
Other 24 3.6

4 Banking Experience (Years) <1 Year 82 124
1-5 Years 276 41.8
6-10 Years 186 28.2
11-15 Years 78 11.8
16 Years & Above 38 5.8

5 Current Job Role Teller/Clerk 178 27.0
Customer Service Rep. 156 23.6
Loan Officer 118 17.9
Relationship Manager 96 145
Branch Manager 62 9.4
Other 50 7.6

6 Employment Type Full-Time 498 75.5
Part-Time 54 8.1
Contractual 108 16.4

7 Work Location Urban 278 42.1
Semi-Urban 236 35.8
Rural 146 221

Source: Author’s Own Calculation in Excel
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Table 2. Factor loadings of the items.

Major Construct Sub-Construct Item Code Factor Loading
Green Human Resource Management Green Recruitment and Selection GRS1 0.77
GRS2 0.84
GRS3 0.746
GRS4 0.703
Green Training and Development GTD1 0.812
GTD2 0.861
GTD3 0.873
GTD4 0.795
Green Performance Management GPM1 0.73
GPM2 0.797
GPM3 0.802
GPM4 0.766
GPM5 0.79
Green Employee Involvement Practices GEIP1 0.852
GEIP2 0.846
GEIP3 0.883
GEIP4 0.832
GEIP5 0.834
Organizational Citizenship Behaviour Towards Environment Eco-Initiatives Ell 0.835
EI2 0.825
EI3 0.837
El4 0.763
EI5 0.74
Eco-Civic Engagement ECE1 0.798
ECE2 0.845
ECE3 0.825
ECE4 0.787
ECE5 0.833
Eco-Helping EH1 0.865
EH2 0.858
EH3 0.882
EH4 0.844
EH5 0.834
Environmental Sustainability ES1 0.822
ES2 0.796
ES3 0.803
ES4 0.8
ES5 0.768
ES6 0.829
ES7 0.809
ES8 0.773
ES9 0.788
ES10 0.81
ES11 0.751
ES12 0.851

72




Ritu Raj and Shivani Dhand/ Renewable Energy Research and Applications, Vol. 7, No 1, 2026, 63-78

Source: Author’s Own Calculation in Smart Pls 4.

Table 3. Construct reliability and validity.

Construct Cronbach's alpha Composite reliability Average variance extracted (AVE)
ECE 0.876 0.91 0.669
EH 0.909 0.932 0.734
El 0.86 0.899 0.642
ES 0.949 0.955 0.641
GEIP 0.904 0.928 0.722
GPM 0.836 0.884 0.604
GRS 0.765 0.85 0.587
GTD 0.859 0.902 0.698
Source: Author’s Own Development in Smart PLS.
Table 4. Multicollinearity test. ESS 2.225
ES6 2.776
Items VIFE ES7 2518
ECEL 1.905 ES8 2.348
ECE2 2.245 ES9 2396
ECE3 2.038 GEIP1 2.494
ECE4 1823 GEIP2 2427
ECES 2.074 GEIP3 2.896
EH1 2601 GEIP4 2.32
EH2 2.521 GEIP5 2.174
EHS3 2832 GPM1 1.573
ER4 2472 GPM2 1.792
EHS 2.203 GPM3 1.822
Ell 2.187 GPM4 1.636
El2 2.103 GPM5 1.707
EI3 2.034 GRS1 1573
El4 1.708 GRS2 1.766
EIS 1609 GRS3 1.455
ESt 2.766 GRS4 1.383
ES10 2.559 GTD1 1.461
ES11 2.133 GTD2 1.483
ES12 3.174 GTD3 1411
ES? 26 GTD4 1.313
ES3 2613 Source: Author’s Own Development in Smart PLS.
ES4 25
Table 5. HTMT.
Construct ECE EH El ES GEIP GPM GRS GTD
ECE
EH 0.681
El 0.707 0.635
ES 0.625 0.654 0.617
GEIP 0.482 0.59 0.453 0.589
GPM 0.691 0.531 0.535 0.524 0.658
GRS 0.502 0.467 0.666 0.546 0.668 0.708
GTD 0.268 0.287 0.424 0.407 0.484 0.418 0.668

Source: Author’s Own Development in Smart PLS.
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Table 6. Corrected Fornell-Larcker.

Construct ECE EH El ES GEIP GPM GRS GTD
ECE 0.818
EH 0.609 0.857
El 0.613 0.564 0.801
ES 0.572 0.61 0.559 0.801
GEIP 0.431 0.536 0.404 0.547 0.85
GPM 0.594 0.467 0.454 0.47 0.571 0.777
GRS 0.414 0.394 0.543 0.465 0.551 0.573 0.766
GTD 0.249 0.268 0.381 0.382 0.452 0.367 0.549 0.836
Source: Author’s Own Development in Smart PLS
Table 7. Higher order construct validity.
Higher Order Construct Order Construct Outer Weight T-Stat P-Value Outer Loading P-Value VIF
GHRM GEIP 0.46 7.383 0.000 0.872 0.000 1.737
GPM 0.412 5.935 0.000 0.85 0.000 1.73
GRS 0.255 3.585 0.000 0.789 0.000 1.955
GTD 0.081 1.274 0.203 0.58 0.000 1.501
OCBE ECE 0.362 5.596 0.000 0.855 0.000 1.914
EH 0.466 8.073 0.000 0.878 0.000 1.751
El 0.341 5.291 0.000 0.826 0.000 1.766

5. Discussion and conclusion

This work confirmed that GHRM significantly
influences Environmental Sustainability (ES) both
directly and indirectly through OCBE in listed
Indian banks in Punjab. The good correlation
between GHRM and OCBE (0.652) underpins the
fact that HR systems influence the attitudes and
behavior of employees to sustainability.
Nevertheless, the effect size measured in this
study seems to be relatively high as compared to
the previous research, which can be explained by
the fact that the sustainability practices in Indian
banks are becoming more institutionalized. The
implementation of regulatory frameworks and
compliance requirements could have reinforced
the relationship between HR practices and
environmental goals, and increased their
influence. Moreover, the results contradict the
conventional perception of HR functions as
mainly administrative, but rather, GHRM is a
sustainability strategic tool. This goes in line with
recent literature stressing strategic integration of
HRM in environmental management. In
conclusion, the study reinforces and extends
existing research by demonstrating that GHRM s
a critical enabler of sustainability, particularly
when supported by employee-driven behaviours
such as OCBE, thereby highlighting the
importance of aligning human resource practices
with environmental goals. The measurement
model  assessment  established  satisfactory
reliability and validity of all constructs, as factor
loadings ranged from 0.703 to 0.883, Cronbach’s
alpha values ranged from 0.765 to 0.949,

Composite Reliability values ranged from 0.850
to 0.955, and AVE values ranged from 0.587 to
0.734. The VIF values ranged from 1.313 to
3.174, confirming the absence of serious
multicollinearity issues, while the HTMT and
Corrected Fornell-Larcker analyses confirmed
satisfactory discriminant validity among the
constructs. The higher-order construct validity
assessment further revealed that GEIP, GPM, and
GRS significantly contributed toward the higher-
order construct GHRM, whereas GTD showed a
comparatively weaker and statistically
insignificant contribution, although it was retained
due to its theoretical relevance. Similarly, all
dimensions of OCBE significantly contributed to
the higher-order construct with acceptable outer
loadings and VIF values below 5.0. The structural
model analysis demonstrated that GHRM had a
significant positive effect on ES (B = 0.261, p <
0.001), indicating that environmentally oriented
HR practices positively contribute toward
organizational  sustainability. GHRM  also
significantly influenced OCBE (B = 0.652, p <
0.001), suggesting that green HR initiatives
encourage employees to engage in voluntary pro-
environmental workplace behaviours.
Furthermore, OCBE significantly affected ES (B =
0.512, p < 0.001), confirming that employees’
environmentally responsible behaviours
substantially improve sustainability outcomes.
The mediation analysis further revealed that
OCBE significantly mediated the relationship
between GHRM and ES (B = 0.334, p < 0.001),
indicating partial mediation, as both direct and
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indirect effects remained significant. The R?2
values of OCBE (0.504) and ES (0.425) indicated
moderate to substantial explanatory power of the
model, while the Q2 values confirmed satisfactory
predictive relevance. Additionally, the effect size
analysis showed that GHRM had a large effect on
OCBE (f2 = 0.740), whereas OCBE demonstrated
a medium effect on ES (f2 = 0.304), highlighting
the critical role of green HR practices in
promoting employees’ environmental citizenship
behavior  and enhancing environmental
sustainability. These findings are consistent with
prior green HRM and sustainability studies, which
emphasized that environmentally focused HR
practices significantly enhance organizational
sustainability performance through employee-
driven environmental behaviour and engagement.

6. References

[1] A. Singh, M. Rishi, and R. Shukla, "Green
management and environmental sustainability: A case
of ITC Green Center,” Emerald Emerging Markets
Case Studies, vol. 1, no. 2, pp. 1-13, 2011, doi:
10.1108/20450621111159859.

[2] N. K. Dev and R. T. Shankar, "Using interpretive
structure modeling to analyze the interactions between
environmental sustainability boundary enablers,"
Benchmarking, vol. 23, no. 3, pp. 601-617, 2016, doi:
10.1108/B1J-05-2013-0063.

[3] M. Prasad, T. Mishra, and V. Bapat, "Corporate
social responsibility and environmental sustainability:
Evidence from India using energy intensity as an
indicator of environmental sustainability,” [IMB
Management Review, vol. 31, no. 4, pp. 374-384,
2019, doi: 10.1016/j.iimb.2019.07.014.

[4] R. Chaudhary, "Can green human resource
management attract young talent? An empirical
analysis," Evidence-Based HRM, vol. 6, no. 3, pp. 305-
319, 2018, doi: 10.1108/EBHRM-11-2017-0058.

[5] P. Mishra, "Green human resource management: A
framework for sustainable organizational development
in an emerging economy,” International Journal of
Organizational Analysis, vol. 25, no. 5, pp. 762-788,
2017, doi: 10.1108/1J0A-11-2016-1079.

[6] R. Chaudhary, "Green human resource management
and job pursuit intention: Examining the underlying
processes,” Corporate Social Responsibility and
Environmental Management, vol. 26, no. 4, pp. 929-
937, 2019, doi: 10.1002/csr.1732.

[7] B. Mukherjee and B. Chandra, "Conceptualizing
green human resource management in predicting
employees’ green intention and behaviour: A
conceptual framework," Prabandhan: Indian Journal of
Management, vol. 11, no. 7, pp. 36-48, 2018, doi:
10.17010/pijom/2018/v11i7/129940.

[8] R. Chaudhary, "Green human resource management

75

in Indian automobile industry,” Journal of Global
Responsibility, vol. 10, no. 2, pp. 161-175, 2019, doi:
10.1108/JGR-12-2018-0084.

[9] M. A. Moktadir, A. Dwivedi, S. M. Ali, S. K. Paul,
G. Kabir, and J. K. Madaan, "Antecedents for greening
the workforce: Implications for green human resource
management,” International Journal of Manpower, vol.
41, no. 7, pp. 1135-1153, 2020, doi: 10.1108/1JM-07-
2019-0354.

[10] R. D. Raut, B. B. Gardas, S. Luthra, B. E.
Narkhede, and S. K. Kumar Mangla, "Analysing green
human resource management indicators of automotive
service sector,”" International Journal of Manpower,
vol. 41, no. 7, pp. 925-944, 2020, doi: 10.1108/1JM-09-
2019-0435.

[11] R. Chaudhary, "Green Human Resource
Management and Employee Green Behavior: An
Empirical Analysis,” Corporate Social Responsibility
and Environmental Management, vol. 27, no. 2, pp.
630-641, 2020, doi: 10.1002/csr.1827.

[12] A. M. Ghouri, M. Venkatesh, M. R. Khan, N. R.
Khan, and A. P. Srivastava, "Enhancing business
performance  through green human  resource
management practices: An empirical evidence from
Malaysian manufacturing industry,” International
Journal of Productivity and Performance Management,
vol. 69, no. 8, pp. 1585-1607, 2020, doi:
10.1108/1JPPM-11-2019-0520.

[13] A. Khatoon, N. A. Khan, S. Bharadwaj, and F.
Parvin, "Green human resource management: A
transformational ~ vision  towards environmental
sustainability,” International Journal of Business
Environment, vol. 12, no. 3, pp. 207-226, 2021, doi:
10.1504/1JBE.2021.116590.

[14] R. Chaudhary, "Effects of green human resource
management: Testing a moderated mediation model,"
International Journal of Productivity and Performance
Management, vol. 70, no. 1, pp. 201-216, 2021, doi:
10.1108/1JPPM-11-2018-0384.

[15] V. V. Gedam, R. D. Raut, A. B. de Sousa Jabbour,
B. E. Narkhede, and O. Grebinevych, "Sustainable
manufacturing and green human resources: Critical
success factors in the automotive sector,” Business
Strategy and the Environment, vol. 30, no. 2, pp. 1296-
1313, 2021, doi: 10.1002/bse.2685.

[16] Y. S. Rizvi and R. Garg, "The study of green
human resource management practices in Indian
organisations and its relationship with green culture
and environmental performance," International Journal
of Environment, Workplace and Employment, vol. 6,
no. 3, pp. 234-258, 2021, doi:
10.1504/1JEWE.2021.10043364.

[17] U. Moideenkutty, G. J. Blau, R. Kumar, and A.
Nalakath, "Relationship of organizational citizenship
behavior and objective productivity to managerial
evaluations of performance in India," International
Journal of Commerce and Management, vol. 15, nos.



Ritu Raj and Shivani Dhand/ Renewable Energy Research and Applications, Vol. 7, No 1, 2026, 63-78

3-4, pp. 221-229, 2005, doi:

10.1108/10569210580000198.

[18] U. Moideenkutty, G. J. Blau, R. Kumar, and A.
Nalakath, "Comparing correlates of organizational
citizenship  versus in-role behavior of sales
representatives in India," International Journal of
Commerce and Management, vol. 16, no. 1, pp. 15-28,
2006, doi: 10.1108/10569210680000204.

[19] P. Niranjana and B. Pattanayak, "Influence of
learned optimism and organisational ethos on
organisational citizenship behaviour: A study on Indian

corporations,” International Journal of Human
Resources Development and Management, vol. 5, no.
1 pp. 85-98, 2005, doi:

16.1504/IJHRDM .2005.005987.

[20] R. Kaur, "A study of organizational citizenship
behaviour and justice of employees in select public and
private sector banks in Chandigarh,” Prabandhan:
Indian Journal of Management, vol. 4, no. 10, pp. 34-
41, 2011, doi: 10.17010/pijom/2011/v4i10/62630.

[21] P. Chhetri, "The role of cognitive and affective
trust in the relationship between organizational justice
and organizational citizenship behavior: A conceptual
framework," Business: Theory and Practice, vol. 15,
no. 2, pp. 170-178, 2014, doi: 10.3846/btp.2014.17.

[22] R. K. Jena and R. Goswami, "Measuring the
Determinants of Organizational Citizenship
Behaviour,” Global Business Review, vol. 15, no. 2,
pp. 381-396, 2014, doi: 10.1177/0972150914523587.

[23] E. Mallick, R. K. Pradhan, H. R. Tewari, and L. K.
Jena, "Organizational Citizenship Behaviour, Job
Performance and HR Practices: A Relational
Perspective,” Management and Labour Studies, vol. 39,
no. 4, pp. 449-460, 2014, doi:
10.1177/0258042X15578023.

[24] A. K. Jain, S. I. Giga, and C. B. E. Cary Cooper,
"Social power as a means of increasing personal and
organizational effectiveness: The mediating role of
organizational citizenship behavior,” Journal of
Management and Organization, vol. 17, no. 3, pp. 414-
432, 2011, doi: 10.1017/S1833367200001553.

[25] V. K. Gupta and S. Singh, "An empirical study of
the dimensionality of organizational justice and its
relationship with organizational citizenship behaviour
in the Indian context," International Journal of Human
Resource Management, vol. 24, no. 6, pp. 1277-1299,
2013, doi: 10.1080/09585192.2012.709188.

[26] R. K. Jena and R. Goswami, "Exploring the
relationship ~ between  organizational citizenship
behavior and job satisfaction among shift workers in
India," Global Business and Organizational Excellence,
vol. 32, no. 6, pp. 3-46, 2013, doi: 10.1002/joe.21513.

[27] L. Malodia, "Influence of Employees’ Ingratiation
on Organizational Citizenship Behavior: An Empirical
Study," Business Perspectives and Research, vol. 1, no.
2, pp. 47-54, 2013, doi: 10.1177/2278533720130205.

76

[28] S. Angeline and S. Sudha, "Leadership styles
affecting organizational citizenship behaviour in
selected IT organizations in Chennai,” Prabandhan:
Indian Journal of Management, vol. 7, no. 4, pp. 28-36,
2014,

[29] D. N. Gupta and V. Sharma, "An exploratory
study on employee engagement and its linkage to
organizational citizenship behaviour and organizational
performance,” International Journal of Applied
Business and Economic Research, vol. 13, no. 3, pp.
1279-1300, 2015.

[30] U. Singh and K. B. L. Srivastava, "Organizational
trust and organizational citizenship behaviour," Global
Business Review, vol. 17, no. 3, pp. 594-609, 2016,
doi: 10.1177/0972150916630804.

[31] S. Srivastava and P. Madan, "Understanding the
roles of organizational identification, trust and
corporate ethical values in employee engagement—
organizational citizenship behaviour relationship: A
study on Indian managers,” Management and Labour
Studies, vol. 41, no. 4, pp. 314-330, 2016, doi:
10.1177/0258042X16676675.

[32] S. K. Al-Josaiman, F. Talib, and M. N. Faisal,
"Strategic planning for environmental sustainability in
supply chains: An ISM and MICMAC approach,”
International Journal of Services and Operations
Management, vol. 44, no. 2, pp. 149-172, 2023, doi:
10.1504/1J3SOM.2020.10037394.

[33] A. T. Madanaguli, A. Dhir, R. P. Joseph, N. A.
Albishri, and S. Srivastava, "Environmental
sustainability practices and strategies in the rural
tourism and hospitality sector: A systematic literature
review and suggestions for future research,”
Scandinavian Journal of Hospitality and Tourism, vol.
23, no. 1, pp. 1-28, 2023, doi:
10.1080/15022250.2023.2174179.

[34] R. K. Mahata and A. Shukla, "Critical success
factors for implementation of green human resource
management in the organisations,” International
Journal of Business Environment, vol. 13, no. 3, pp.
308-325, 2022, doi: 10.1504/1JBE.2022.123694.

[35] A. Mukherji and J. Bhatnagar, "Conceptualizing
and theorizing green human resource management: A
narrative review," International Journal of Manpower,
vol. 43, no. 3, pp. 862-888, 2022, doi: 10.1108/1JM-06-
2021-0376.

[36] A. Agarwal and K. Kapoor, "Analysis of barriers
in green human resource implementation for enhancing
organizational sustainability: A DEMATEL approach,”
Transnational Corporations Review, vol. 15, no. 2, pp.
103-117, 2023, doi: 10.1016/j.tncr.2023.09.007.

[37] S. Agrawal and S. Pradhan, "Employee green
behavior in hotels: The role of green human resource
management, green transformational leadership and
value congruence," Consumer Behavior in Tourism and
Hospitality, vol. 18, no. 2, pp. 241-255, 2023, doi:
10.1108/CBTH-11-2022-0191.



Ritu Raj and Shivani Dhand/ Renewable Energy Research and Applications, Vol. 7, No 1, 2026, 63-78

[38] P. C. Bahuguna, R. Srivastava, and S. Tiwari,
"Two-decade journey of green human resource
management research: A bibliometric analysis,"”
Benchmarking, vol. 30, no. 2, pp. 585-602, 2023, doi:
10.1108/B1J-10-2021-0619.

[39] P. Aggarwal and T. Agarwala, "Relationship of
environmental strategy and performance: Role of green
human resource management," International Journal of
Business Environment, vol. 14, no. 1, pp. 37-66, 2023,
doi: 10.1504/1JBE.2022.10048217.

[40] S. Kaur, P. Thakur, and D. Guleria, "Green human
resource management, personal moral norms and green
employee creativity: Evidence from Indian eco-tourist
hotels and resorts," Evidence-Based HRM, vol. 12, no.
4, pp. 889-907, 2024, doi: 10.1108/EBHRM-08-2023-
0233.

[41] U. Veerasamy, M. S. Joseph, and S. Parayitam,
"Green Human Resource Management and Employee
Green Behaviour: Participation and Involvement, and
Training and Development as Moderators,” South
Asian Journal of Human Resources Management, vol.
11, no. 2, pp. 277-309, 2024, doi:
10.1177/23220937221144361.

[42] A. R. Alkaf, M. Y. Yusliza, B. Foster, K. Faroog,
T. Ramayah, and Z. Muhammad, "Green human
resource management and sustainability: Moderating
role of absorptive capacity,” Industrial and Commercial
Training, vol. 56, no. 4, pp. 290-310, 2024, doi:
10.1108/1CT-02-2024-0013.

[43] T. De, P. Verma, P. K. Gangaraju, A. N. S.
Bhaskar, S. Mahlawat, V. R. Kumar, and S. Singh,
"Exploring the synergistic effects of circular economy,
Industry 4.0 technology, and green human resource
management practices on sustainable performance:
Empirical evidence from Indian companies,” Business
Strategy and Development, vol. 7, no. 3, 2024, doi:
10.1002/bsd2.70002.

[44] J. Kamboj and A. Eronimus, "Mapping the green
human resource management practices: A systematic
scoping review and its implications for employees’
well-being," Human Systems Management, vol. 43, no.
6, pp. 932-970, 2024, doi: 10.3233/HSM-230183.

[45] M. A. Aukhoon, J. Igbal, and Z. A. Parray,
"Impact of corporate social responsibility on employee
green behavior: Role of green human resource
management practices and employee green culture,”
Corporate Social Responsibility and Environmental
Management, vol. 31, no. 5, pp. 3768-3778, 2024, doi:
10.1002/csr.2773.

[46] R. Gupta and S. Kaur, "A 2-1-1 multi-level
perspective of understanding the relationship between
green human resource management practices, green
psychological climate, and green employee behavior,"
Corporate Social Responsibility and Environmental
Management, vol. 31, no. 5, pp. 4068-4084, 2024, doi:
10.1002/csr.2778.

77

[47] R. Igbal, K. Shahzad, and R. Chaudhary, "Green
human resource management practices as a strategic
choice for enhancing employees’ environmental
outcomes: An affective events theory perspective,”
International Journal of Manpower, vol. 45, no. 4, pp.
801-819, 2024, doi: 10.1108/1JM-09-2022-0445.

[48] S. Belwalkar, V. Vohra, and A. Pandey, "The
relationship between workplace spirituality, job
satisfaction and organizational citizenship behaviors-
An empirical study," Social Responsibility Journal, vol.
14, no. 2, pp. 410-430, 2018, doi: 10.1108/SRJ-05-
2016-0096.

[49] N. S. Negi, R. Ghanshala, and M. Kumar,
"Cultivating organizational citizenship behavior: The
role of communication,” International Journal of
Management and Business Research, vol. 9, no. 4, pp.
101-110, 2019.

[50] H. Paul, U. K. Bamel, A. Ashta, and P. J. Stokes,
"Examining an integrative model of resilience,
subjective well-being and commitment as predictors of
organizational citizenship behaviours,” International
Journal of Organizational Analysis, vol. 27, no. 5, pp.
1274-1297, 2019, doi: 10.1108/1JOA-08-2018-1514.

[51] S. Habeeb, "Relation between organizational
citizenship behavior, workplace spirituality and job
performance in BFSI sector in India," Problems and
Perspectives in Management, vol. 17, no. 1, pp. 176-
188, 2019, doi: 10.21511/ppm.17(1).2019.16.

[52] R. K. Pradhan, L. K. Jena, and N. P. Panigrahy,
"Do sustainability practices buffer the impact of self-
efficacy on organisational citizenship behaviour?
Conceptual and statistical considerations,” Journal of
Indian Business Research, vol. 12, no. 4, pp. 509-528,
2020, doi: 10.1108/JIBR-05-2019-0170.

[53] V. Tiwari, "Developing sustainable relationships
through organizational citizenship behavior: An Indian
context," International Journal of Asian Business and
Information Management, vol. 10, no. 1, pp. 38-54,
2019, doi: 10.4018/1JABIM.2019010103.

[54] A. Dhiraj, M. Joshi, A. Kumar, and A. Gupta,
"Antecedents of character merit and organisational
citizenship  behaviour —augmenting public life
performance in India," International Journal of Public
Sector Performance Management, vol. 6, no. 1, pp. 85-
104, 2020, doi: 10.1504/13PSPM.2020.105090.

[55] A. Dhiraj, A. Kumar, and M. Joshi, "Residential
camping for building organisational citizenship
behaviour: A case on a non-profit organisation from
India," International Journal of Public Sector
Performance Management, vol. 6, no. 3, pp. 381-401,
2020.

[56] L. Das and S. Mohanty, "A bibliometric study of
organizational citizenship behavior,"”
Oprasn3anuoHHas cuxonorus, vol. 12, no. 2, pp. 198-
212, 2022, doi: 10.17323/2312-5942-2022-12-2-198-
212.



Ritu Raj and Shivani Dhand/ Renewable Energy Research and Applications, Vol. 7, No 1, 2026, 63-78

[57] A. K. Mishra, K. Kapil, and R. K. Upadhyay,
"Mediating role of job embeddedness in the relation
between work engagement and organisational
citizenship  behaviour,” International Journal of
Economics and Business Research, vol. 23, no. 1, pp.
19-34, 2022, doi: 10.1504/1JEBR.2022.119348.

[58] S. Tripathi and A. K. Singh, "Mediating role of
organisational commitment in the relationship between
job involvement and organizational citizenship
behaviour," Purushartha, vol. 16, no. 1, pp. 11-21,
2023, doi: 10.21844/16202116102.

[59] R. Chaudhary and C. Kumar, "Determinants of
diffusion of environmental sustainability innovations in
hospitals of Bihar state in India," Journal of Global
Responsibility, vol. 12, no. 1, pp. 76-99, 2021, doi:
10.1108/JGR-05-2020-0060.

[60] Y. S. Rizvi and R. Garg, "Environmental
sustainability performance: A study of the role of green
human resource management and other green internal
intellectual capital components,” International Journal
of Business and Systems Research, vol. 16, no. 1, pp.
65-105, 2022, doi: 10.1504/1JBSR.2022.119598.

[61] R. Cerchione, R. A. Alghafes, P. Gupta, D.
Galgotia, and A. Papa, "Green Human Resource
Management Strategies in Fostering Corporate Social
Responsibility Inside and Outside the Workplace,"
Corporate Social Responsibility and Environmental
Management, vol. 32, no. 6, pp. 7902-7919, 2025, doi:
10.1002/csr.70076.

78

[62] P. Choudhary and A. Datta, "Bibliometric analysis
and systematic review of green human resource
management and hospitality employees’ green
creativity," TQM Journal, vol. 36, no. 2, pp. 546-571,
2024, doi: 10.1108/TQM-07-2022-0225.

[63] U. B. Aiswarya and M. Kalaivani, "Green Human
Resource Management and Organizational Citizenship
Behavior: The Influence of Eco-Friendly Lifestyle and
Organizational Commitment,” International Journal of
Accounting and Economics Studies, vol. 12, no. 5, pp.
583-595, 2025, doi: 10.14419/vsdfbe88.

[64] Z. Liu, L. Wang, P. Gupta, R. A. Alghafes, and L.
Broccardo, "How  Green Human  Resource
Management Boost Resilience,” Corporate Social
Responsibility and Environmental Management, vol.
32, no. 5  pp. 7048-7067, 2025, doi:
10.1002/csr.70029.

[65] R. Ridhi, V. Srinivas, K. D. V. Prasad, D.
Shrimali, and A. Pathak, "Relationship between green
human resources management and organizational
sustainability: Mediating effects of organizational
commitment,” Humanities and Social Sciences Letters,
vol. 13, no. 3, pp. 930-947, 2025, doi:
10.18488/73.v13i3.4330.

[66] P. Aggarwal and T. Agarwala, "Relationship of
green human resource management with environmental
performance: Mediating effect of green organizational
culture," Benchmarking, vol. 30, no. 7, pp. 2351-2376,
2023, doi: 10.1108/B1J-08-2021-0474.



