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ABSTRACT
Keywords: Due to rapid environmental changes, Sustainable Environment (SE) is a
Green Rewards, most concerned and researched topic nowadays, especially in developing
Sustainable countries. In this study, Sustainable Performance (SP) through Green
Performance, Reward (GR) and Organizational Citizenship Behavior (OCB) was
Organizational examined. This study adopts Green Reward as a Green Human Resource
Citizenship Management Practice (GHRMP) to measure its influence on Sustainable
Behavior Performance in the presence of organizational citizen behavior as a

mediator. This study the data was collected from the hotel industry of
Islamabad, Pakistan. A sample size of 474 was included. Convenience
sampling technique was used in this study. Structural Equation Modeling
was applied to test Path analysis in SMART PLS 4.0 software. All the
results including direct and indirect are significant and positively
accepted. This study confirms that green reward is a significant predictor
of sustainable performance. The mediating role of organizational
citizenship behavior was supported and accepted. The green reward has an
impact on sustainable performance through the mediating role of
organizational citizenship behavior. The findings of this study add to the
existing body of knowledge related to the hospitality sector, particularly
the hotel industry. The results are beneficial for the hotel industry of
Pakistan and as well as all industries of Pakistan which are concerned with
GR and OCB.

INTRODUCTION

Green rewards are rewards and incentives organizations offer their employees or partners to
encourage them to adopt eco-friendly practices. Many GR programs are established to
encourage energy conservation, waste reduction and recycling among employees and

partners. GR have been introduced in various industries to encourage sustainable practices
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among employees. GR increase employee motivation to adopt environmental practices and
increase awareness of environmental issues. Rewards must demonstrate a company's
dedication to incorporating sustainability into all facets of employment. One of the key
elements in encouraging organizational transformation and positively impacting sustainability
performance is rewards and incentives. Positive reinforcement can improve employee
attitudes and demonstrate that the company values sustainability issues (Kang et al., 2022;
Zhang et al., 2022; Akbar et al., 2022). In addition, GHRMP may drive employees' flexible
behaviour toward the environment. Few researchers have examined this perspective
(Mandago et al., 2018; Mukherjee, 2020; Ibrahim et al., 2020). In the English healthcare
system context, Pinzone et al. (2016) explore the effects of GHRMP on OCB.

Fraj et al. (2017) argue that GR positively influence employees' engagement in environmental
activities, making corporate social responsibility an integral part of the corporate culture.
Similarly, Fernando et al. (2011) found in their research on sustainable tourism that firms that
introduced GR systems witnessed a significant increase in resource conservation, which has a
favorable impact on customer satisfaction and the organization’s financial performance. The
reward system encourages employees to engage in a sustainable lifestyle and encourages
them to continue in the future. However, the existing literature in this field needs to fill up the
ensuing research gaps. First, according to the Social Exchange Theory (SET) (Emerson,
1976), employees are engaged and willingly concerned with green activities due to the
support and advantages of green practices. Rewards and pay are viable strategies in Green
HRM's framework for assisting organizations' environmental initiatives. Modern firms are
implementing reward schemes to promote their employees' participation in environmentally
friendly projects (Mandago, 2018). Green HRM, first used ten years ago, is "integrating
environmental management program into the human resource management system of an
enterprise.” (Pham et al., 2019; Lin et al., 2022; Zhao et al., 2021; Nawaz et al., 2018). It is
the process of strategically coordinating HRM policies and practices with those that promote
environmental protection. By fostering a positive and productive work environment, it hopes
to lessen each employee's carbon footprint while employed by the company (Mukherjee,
2020). GR programs can take many forms, including loyalty points, discounts or vouchers for
sustainable transportation, energy conservation, waste reduction, and recycling programs.
These rewards can be offered to guests as an incentive to encourage sustainable behavior
during their stay. Guests participating in the GR program may receive upgrades, free meals,

or extended stays. Research has shown that GR programs effectively encourage guests to
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engage in environmentally conscious behavior. According to a study by Dahlstrom and
Nygardh (2016), guests who received green loyalty points reported a greater intention to
engage in green behavior and were likelier to book hotels that offered such programs.
Similarly, another study by Kim and Min (2019) found that guests who participated in a GR
program had a favorable attitude towards the hotel.

Based on the AMOT, Kim et al. (2015) address using a multiplicative model that
considerably elucidates the contributions of HRM techniques to organizational performance
advantages. The AMO theory has several potential applications in organizational contexts.
First, the theory can be used to understand the factors that influence employee performance
and to identify the areas that need improvement. By assessing employees' ability, motivation
and opportunity, organizations can identify the areas that need improvement and develop
interventions to address these areas. Second, the theory can be used for performance
management systems. By incorporating the AMO framework into their performance
management systems, organizations can assess employees' ability, motivation and
opportunity to perform and provide feedback and interventions to improve these factors.
Third, the theory can be used to improve employee engagement. By understanding the factors
that influence employee performance, organizations can identify the areas that need
improvement and develop strategies to improve employee engagement. Organizations can
increase employee engagement by improving employees’ motivation and providing them with
the resources and conditions necessary to perform effectively.

In addition to the benefits for guests, GR programs can influence the hotel's environmental
sustainability. Kim and Min (2019) hotels that implemented GR programs reported
significant energy and water consumption reductions. Moreover, implementing GR programs
can improve the hotel's overall reputation and image as a green and sustainable establishment.
Environmental sustainability and social responsibility have become crucial in today's global
business scenario. The hotel industry, which has a significant impact on the environment,
needs to adopt sustainable practices to ensure the industry's long-term viability. GR are one
of the tools that organizations can use to encourage employees to adopt sustainable practices.
However, the literature on the impact of GR on SP through the mediating role of OCB is
limited.

Additionally, the study has practical implications for hotel employees. The study will provide
insights into the factors influencing employee behavior towards sustainable practices by

examining the mediating role of OCB. This will help employees understand the importance
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of sustainable practices and how their behavior can contribute to the hotel industry's overall
sustainability. However, there are some limitations to GR programs. A study by Cheng and
Ng (2018) found that guests with a low environmental consciousness were less likely to
participate in GR programs. Moreover, guests who did participate in GR programs tended to
be more environmentally conscious, to begin with. GR programs may only be effective for
guests more concerned about sustainability.

In conclusion, GR programs effectively encourage guests to engage in sustainable behavior
during their stay. The program can provide guests with tangible benefits while reducing the
hotel's environmental impact. However, to ensure the success of such programs, hotels must
carefully target guests who are most likely to participate and ensure that the benefits of
participation are attractive to that segment of the guest population.

Research Gap

Environmental sustainability is adopting sustainable practices in the hospitality industry that
remain low. Many hotel businesses still need to be resistant to adopting eco-friendly
practices. While some hotels have implemented sustainable practices, others continue
business as usual. One potential reason for this resistance is the need for incentives for
sustainable behavior. A GR system aims to encourage sustainable behavior but has yet to be
fully adopted (Ramayah, Lee & Lim, 2019).

The mediating role of OCB in the association between GR and SP has also yet to be
understood in Pakistan, despite the awareness of its significance in achieving sustainable
behavior. By examining the effect of green incentives on SP and using the mediating role of
OCB in the Pakistani hotel sector, this study seeks to address these challenges (Pham et al.,
2019).

Furthermore, there is a need to investigate the specifics of GR programs and their
mechanisms (Butt et al., 2019). The literature on GR programs is relatively new, and there
needs to be more consensus on their definition, scope, and mechanisms (Qureshi et al., 2021).
This research gap needs to be addressed to support the implementation of effective GR
programs in the hotel industry of Pakistan.

Moreover, Pakistan is an emerging economy that presents unique sociocultural, economic,
and environmental complexities that require contextual studies to understand the moderating
factors that may influence the effectiveness of GR programs. Therefore, there is a need to
investigate the implementation and outcomes of GR programs and their mediation effects on
OCB and SP in the hotel industry of Pakistan (Khan et al.,2019).
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The study will help hotel businesses and policymakers understand the impact of GR on SP
and encourage adopting sustainable practices. The study will also serve as a guide for hotel
businesses and policymakers concerning implementing sustainable practices, including GR,
that can positively influence employees' behavior. Furthermore, the study will contribute to
the body of knowledge concerning the mediating role of OCB in the association between GR
and SP, which needs to be adequately investigated in Pakistan.

Literature Review
Green Reward and Sustainable Performance
Green rewards refer to the incentives or recognition programs designed by organizations to
encourage employees to adopt environmentally responsible behaviors, such as reducing
energy consumption and waste production (Gupta, Verma, & Budhwar, 2021). The
effectiveness of GR in promoting sustainable practices within organizations has been debated
in the literature. However, recent studies have indicated that GR can positively impact SP in
organizations (Butt, Ali, Tariq, & Zameer, 2019; Demir et al., 2020).
Rewards must demonstrate a company's dedication to incorporating sustainability into all
facets of employment. One of the key elements in encouraging organizational transformation
and positively impacting sustainability performance is rewards and incentives. Positive
reinforcement can improve employee attitudes and demonstrate that the company values
sustainability issues (Kang et al., 2022). In addition, GHRMP may drive employees' flexible
behavior toward the environment. Few researchers have examined this perspective (Mandago
et al., 2018; Mukherjee, 2020; Ibrahim et al., 2020; Nawaz & Tian 2022; Nawaz & Choudhry
2023). In the English healthcare system context, Pinzoneet al. (2016) explores the effects of
GHRMP on OCB.
On the other hand, SP refers to the extent to which an organization operates in an
environmentally, socially, and economically responsible manner (Chen & Huang, 2019). SP
has become increasingly important for organizations to improve their reputation and mitigate
potential risks related to environmental regulations and stakeholder pressures (Gupta et al.,
2021). Based on the literature review, the following hypothesis is proposed:
H1: There is a positive association between GR and SP.
Green Reward and Organizational Citizen Behavior
Numerous studies have shown that incentives can improve employees' environmental
responsibility (Mangado et al., 2018; Mukherjee et al., 2020). Employee rewards for

upholding their environmental commitments can help firms move toward becoming greener.
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The green Eco-reward system, however, also represents the management's dedication to
environmentally friendly behavior while supporting and encouraging staff members to
practice environmental conservation. Contribution to environmental concerns is intimately
tied to a commitment to employees. Regular praise greatly affects employees' willingness to
come up with ecological projects. This has led to an open communication strategy that
motivates personnel to talk honestly and freely about their beliefs regarding environmental
protection (Kang et al., 2022).

GR can encourage pro-environmental behaviors by employees, increasing their sense of
organizational support and motivation to engage in OCB (Saeed, Bashir, & Bhatti, 2020).
Studies have indicated that employees who receive GR are more likely to engage in OCB
related to environmental sustainability, such as recycling and adopting energy-efficient
practices (Butt, Ali, Tariq, & Zameer, 2019; Demir et al., 2020). Based on the literature
review, the following hypothesis is proposed:

H2: GR has the positive impact on OCB.

Organizational Citizen Behavior and Sustainable Performance

According to Geng et al. (2020), SP can be achieved by focusing on resource efficiency,
waste reduction, and environmental conservation. Akyiiz and Cesme (2019) demonstrate that
integrating sustainability strategies into the management of hotels helps to increase their
competitiveness, reduce costs and contribute to social and environmental well-being.
Similarly, Pasias and Makrygiannis (2020) argue that SP in the hospitality industry improves
customer satisfaction and brand reputation while reducing operational costs.Green HRM, first
used ten years ago, is “"integrating environmental management program into the human
resource management system of an enterprise.” (Pham et al., 2019). It is the process of
strategically coordinating HRM policies and practices with those that promote environmental
protection. By fostering a positive and productive work environment, it hopes to lessen each
employee's carbon footprint while employed by the company (Mukherjee, 2020).

A study by van der Duim, van der Pligt, and Ren (2018) assessed the sustainability
performance of hotels in the Netherlands using data from the sustainability certification
system Green Key. The study found that hotels with higher levels of certification were
associated with lower resource consumption and waste generation, as well as greater use of
renewable energy sources.

Another study by Han, Hsu, Kim, and Lee (2018) examined the sustainable practices of

hotels in Hawaii and the impact of these practices on guests' intention to recommend the
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hotel. The study found that hotels with more sustainable practices had higher guest
satisfaction and were more likely to receive positive word-of-mouth recommendations.
Additionally, Bos et al. (2013) emphasized the moderating effects of the combination of
ability, motivation and opportunity, which lead to a more significant proportion of
performance variance being explained. Since no study has ever been carried out, the
interacting consequences of GHRMP on financial performance, mainly the mediating
function of OCB, have yet to be proven in the context of sustainability in any study. Alonso-
Almeida et al. (2017) have published research that investigates the significance of
environmental management regarding competitive advantage, customer satisfaction and hotel
industry performance. The performance of employees is evaluated and controlled through
HRM procedures such as compensation and awards, and those who perform well are
rewarded with salary raises and other benefits. These methods of managing human resources
are the most efficient way to reconcile the competing priorities of an individual with those of
an organization (Mandago, 2018).

Interestingly, Molinillo and Liébana-Cabanillas (2016) also found differences in the types of
OCB exhibited by hotel employees. They identified four types of OCB: altruism (helping
others), courtesy (positive communication with customers), civic virtue (participation in
organizational activities beyond one's job), and conscientiousness (doing more than what is
required). They found that conscientiousness was the most prevalent type of OCB, followed
by altruism and courtesy.

However, only a few scholars have examined how the concepts of GHRM may be used in the
hotel business (Pham et al., 2019). However, this study merely highlights the associations
between green practices such as training, empowerment, and incentive and the green recovery
performance of employees in tourism firms; it does not analyze the function of OCB. We
discovered an incredibly restricted number of relevant GHRMP-related research (Luu, 2018).
In conclusion, the application of GHRMP processes in hotels is a topic that is still in its
infancy, despite its growing importance in recent years (Pham et al., 2019). Based on the
literature review, the following hypothesis is proposed:

H3: Relationship between OCB and SP is positive.

Mediating role of Organizational Citizen Behavior between Green Reward and Sustainable
Performance

The relationship between GR and SP can be mediated by OCB. OCB refers to discretionary

behaviors that go beyond an employee’s formal job duties and contribute to the
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organization’s collective goals (Organ & Ryan, 1995). In previous studies, OCB has been
found to mediate the association between sustainability-focused HR practices and SP (Liang
et al., 2018). However, the mediating role of OCB in the association between GR and SP has
not been extensively explored.

Recent studies have supported the positive effect of GR on SP (Butt et al., 2019; Demir et al.,
2020). Furthermore, in previous studies, OCB has been found to mediate the relationship
between sustainability-focused HR practices and SP (Liang et al.,, 2018). The same
mechanism may work in the association between GR and SP. Specifically, GR can stimulate
OCB, leading to an improved SP in organizations. Based on the literature review, the
following hypothesis is proposed:

H4: OCB mediates the positive relationship between GR and SP.

Conceptual Framework

In the past, GHRMP has been employed in several studies to affect SP. However, more data
on GHRMP and its support for SP are required. The suggested conceptual framework for the
study is depicted in the image below. The approach defines the GHRMP component—GR—
that affects sustainability performance. As recommended by (Pham et al., 2019), this study
also attempts to simulate the mediating effect of OCB between GR and SP to quantify the
direct and indirect association between the factors in the Pakistani hotel sector.

Organizational

Citizenship
Behavior
Green Reward R Sustainable
Performance
Figure 1: Proposed Model
Methodology

The number of restaurants and hotels is rising every year, as is the contribution of the service
sector to Pakistan's overall GDP (The Economic Survey of Pakistan, 2020-21). the service
sector accounts for 37% of all employment and around 62% of Pakistan's GDP. According to
Satti (2017), Pakistanis spend more on eating out than other developing nations ($114.78
billion/year). In Pakistan, 39.1% of the population lives in urban areas. Its population, which
totals 77.1 million, demonstrates how vital the hotel industry is. This study opted for the

deductive research approach as this study aims to test the hypothesis. Data were collected
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from the hotel industry employees in Islamabad and Rawalpindi, Pakistan. The hotel
managers/employees of these cities were the target population for this research study. This
study chooses the convenience sampling method. Closed ended questionnaire was used to
gather the data (Sharma et al., 2014; lbrahim et al., 2020; Kang et al., (2022). Further, Wright
(1995) proposed a research sample size: any number greater than 30 and less than 500 is
considered a reasonable for research sample. The research includes 474 responses to measure

the results. Employees/Managers of the hotels were the unit analysis of the survey.

Table 01 Questionnaire Details

Sr. no. Indicator Items Scale Reference

1 Sustainable Performance 8 Items Five-Point Ibrahim et al., (2020)
2 Green Reward 10 Items Five-Point Kang et al., (2022)

3 Organizational Citizen Behavior 36 Items Five Point Sharma et al, (2014).

Furthermore, structural equation modelling (SEM) was carried out on the data using Smart
PLS 4.0 Software (Ringle et al., 2015) to implement the PLS algorithms with bootstrapping
set to 5000 subordinate samples. Partial least square (PLS) is the most preferred method of
testing the dimensions' measurement and structural model. This was done so that the data
could be analyzed. The SEM measurement model additionally considers data validity and
reliability by computing Cronbach's Alpha (CA), rho (RHO), AVE, and confirmatory factor
analysis (CFA). The measuring model was assessed using convergent validity, discriminant
validity, and construct reliability. Convergent Validity (AVE) was tested using the average
variance and recovered factor loading. In order to assess discriminant validity, the
Heterotrait-Monotrait (HTMT) ratio was used.

Results
The demographic analysis portion of this present study includes the individual respondent
profiles and the descriptive analysis. Correlation analysis, investigation, and tabulations of
the reliability and validity of the measurement, structural, and mediation models are all
included. This section mainly focused on the outcomes of testing these hypotheses and the
explanation of how to interpret the findings. The Smart-PLS approach was used to put the
hypotheses to the test.
Respondents Demographics
The demographics of the respondents to the current research study have been calculated in

frequency and percentage. The following are the summary of demographics.
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Table 4.1 Respondents Demographic Profile (n=474)

Demographics Items Frequency Percentage
Gender Male 315 66.5
Female 159 335
Age 18-24 78 16.5
25-34 105 22.1
35-54 118 24.9
55-64 98 20.7
65 and above 75 15.8
Marital Status Single 169 35.7
Married 305 64.3
Level of Education High school 80 16.9
Diploma or equivalent 115 24.3
Bachelor's Degree
Master degree 146 30.1
Ph.D or other 112 23.6
21 5.1
Income Below 25,000 61 12.9
26,000-35,000 104 21.9
36,000-45,000 114 24.1
46,000-55,000 87 18.3
56,000-65,000 79 16.7
Above 65,000 29 6.1
Total 474 100

PLS-SEM Data Analysis

The PLS-SEM software package was used to examine the measurement model (association
between the latent components and their measurement items) and the structural model
simultaneously to employ inferential statistics (association between the latent variables).
Measurement Model Assessment

The Smart-PLS technique was used in the current investigation to assess the measurement
model and validate the research model. According to previous research, the reflective
measurement model's internal consistency, reliability, convergent validity, and discriminant
validity can all be examined (Hair et al., 2013; Hafeez et al., 2023; Zhao et al., 2020; Jahangir
et al., 2022). The outcomes of each analysis that evaluated the measurement model's validity
and reliability for the current investigation are presented in the subsections that follow
convergent and discriminant validity.

Convergent Validity

The average variance values obtained demonstrate convergence validity (AVE). The term
"AVE" stands for the potential amount of variance that a latent variable can explain. Fornell
and Larcker (1981) assert that a construct has sufficient convergent validity when its AVE
value is at least 0.5. Each instrument's convergent validity was established. The table below
makes it abundantly evident that every loading lies between 0.927 and 0.976 and that the
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AVE value is 0.5 or higher. The study's instrument was proven to have convergent validity

because all permissible values are more than 0.5.
Table 02. Convergent Validity

CA CR (rho_a) CR (rho_c) Average variance
extracted (AVE)
Green Reward 0.930 0.930 0.940 0.612
Organizational 0.975 0.975 0.976 0.529
Citizen Behavior
Sustainable 0.927 0.927 0.940 0.661
Performance

Discriminant Validity

Heterotrait-Monotrait Ratio (HTMT)

This approach is used to evaluate the correlation between the study's constructs. This
technique for evaluating discriminant validity in structure-based equation modelling is
relatively recent. Its meaning is clear-cut and easy to understand. For HTMT, there are
specific cut-off points. There is no discriminant validity if the HTMT score exceeds its cut-
off value. Kline (2011) claims that the cut-off number for HTMT is 0.85. This approach is the
latest and the most appropriate to measure the instrument's validity. All values below the

criteria are displayed in the table 05 and figure 02.
Table 05 Heterotrait-Monotrait Ratio (HTMT)

Green Reward Organizational Citizen
Behavior
Sustainable Performance 0.843 0.762
Organizational Citizen Behavior 0.845
GR1
GR10 SP1
)\ Organizational Citizen Behaviour /q
GR2 [BR0 \, 0783 Yo
AN 0.305 0.2711
\J.?ﬂ n.soV
ey N / DN
HiE 0.781 0791 SP3 R
A \
0.800 0.3

R4 [0
0779

M ERA

20
YN ORD
50.31 i

U004

0777

L ORD i

0.782 /7

Green Reward
GRE 0.?9/5/

0.780
s

GR7 7??6

GRS

GRY

Figure 2: Path Analysis and Data Reliability and Validity
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Structural Model Evaluation

The structural equation modelling technique was applied to determine the independent
variables' influence on SP. For this purpose, the researcher has used SmartPlIs 4.0 software to
apply the partial least square method for analysis. According to Lomax & Schumacker
(2012), SEM utilizes different models that help find the association between observed and
latent variables. The primary goal is to test the theoretical model and the association between
its constructs. Factor analysis, path analysis, and regression are part of SEM. The model of
the study was analyzed in two steps: first measurement model is assessed and refined for
suitability for this study, and second structural model is assessed and evaluated.

Test for Goodness of fit (GOF)

Henseler, Jorg, and Hubona (2015) recommended using the Standardized Root Mean Squared
Residual (SRMR) of component composite analysis to determine the GoF in Smart-PLS due
to its ability to explain the disparities between observed and predictive correlations among
the constructs. The value must not exceed 0.08, which serves as the prescribed ceiling value
for the SRMR. However, in this instance, the analysis resulted in an SRMR value of 0.031,
indicating that the model fit the data well.

Multicolineairty Test for the structural Model

The value of the Variance Inflation Factor (VIF) and tolerance are to evaluate collinearity in
a specific connection since the construct collinearity is always brought up in research
activities. A VIF value of five or higher and a tolerance values of 0.2, respectively, indicate a
potential collinearity difficulty from the standpoint of the PLS-SEM (Hair et al., 2014,
Hafeez et al., 2023; Zhao et al., 2020; Jahangir et al., 2022). However, according to Kock and
Ned (2012), the VIF threshold for PLS-SEM can be 3, 5, or 10. The collinearity analysis
conducted for this study based on the previously described criteria revealed no collinearity, as

shown in Table 06.
Table 06 Multicolineaity

Organizational Citizen Behavior  Sustainable Performance

Green Reward 1.000 2.839
Organizational Citizen Behavior 2.839

Tests of Hypotheses (Direct Relationship)

The PLS-SEM component of Bootstrapping with 5000 resamples was used to calculate the
standard path coefficients, standard errors, and t-value to examine the applicability of each
hypothesized association. As a result, the directions and effects of all associations were

established under the direct effect one-tail test at a 95% significant level. The below table 07
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and figure 03 shows that the study's all hypotheses were accepted since there was evidence of

a substantial association between the constructs.
Table 07: Direct Relationship

Original Sample Standard T statistics P values Results
sample (O) mean (M) deviation
(STDEV)
Green Reward -> 0.805 0.806 0.027 30.268 0.000 Positively
Organizational Supported
Citizen Behavior
Green Reward -> 0.565 0.565 0.068 8.358 0.000 Positively
Sustainable Supported
Performance
Organizational 0.271 0.271 0.067 4.065 0.000 Positively
Citizen Behavior Supported
->  Sustainable
Performance
GR1 0.648
X ®
GR10 5P1

)\ Organizational Citizen Behaviour /q

GR2 §000 / \ 5P2
A 0.000 /
\J.uoo .
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GR3 0000
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v
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0.000:
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Figure 3: Model Significance

Test of Hypotheses (Indirect or Mediation)

Testing the mediation effect is one of the critical contributions to achieving the goals of the
current study. Thus, trust and commitment serve as mediators in this investigation. The
proposal made by Hair et al. (2014) regarding the method of mediation was used to guide this
study's testing of the mediation's effect (Preacher & Kristopher, 2004). In order to test the two
mediations, the tests on the indirect impact method of bootstrapping are shown as follows.

This section examined the mediation function in the links between variables. The Smart-PLS
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use bootstrapping to ascertain the correlations between predefined hypotheses' mediating
effects. The beta values and t-values vary from different ranges. Table 07 exhibits indirect
effects. In addition, based on the study by Preacher & Kristopher (2004), who mentioned the
indirect criteria, the confidence intervals did not cross a zero between the upper and lower

interval, all the indirect relationships and significant and accepted.
Table 07: Indirect Effect

Original Sample mean Standard T statistics P values
sample (O) (M) deviation (|O/STDEV))
(STDEV)
Green Reward - 0.218 0.218 0.054 4.043 0.000
>
Organizational
Citizen
Behavior ->
Sustainable
Performance

Evaluation of Coefficients of Determination (R?)

In Smart PLS, R squared shows how well an independent variable predicts a group of
dependent variables and research outcomes. Furthermore, the association between the
dependent and independent variables is shown by the change in the dependent variable
caused by one or more of the study's independent variables. Like other programs, Smart PLS
interprets R squared as the coefficient of determination. A higher R squared value denotes a
more accurate and data-conforming model. The value of R squared ranges from 0% to 100%.

The R values for the study's model are highlighted in the following table.
Table 08: R-Square

R-square
Organizational Citizen Behavior 0.648
Sustainable Performance 0.638

Discussion, Conclusion and Recommendations

This literature review and hypothesis development highlight the association between GR,
OCB, and SP in organizations. The analysis of the literature demonstrates that GR have a
positive impact on both SP and OCB. Moreover, OCB is found to have a positive impact on
SP, suggesting that OCB can act as a mediator between GR and SP.

The first hypothesis developed suggests that there is a positive association between GR and
SP. The reviewed literature indicates that GR can positively influence pro-environmental
behaviors, which may enhance the sense of organizational support and motivation to engage
in sustainability-related OCB. This eventually leads to better SP (Butt et al., 2019; Demir et
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al., 2020). Demir et al. (2020) found that GHRMP, including GR, positively affected a firm's
financial and SP further supporting this hypothesis.

The second hypothesis argues that GR positively impacts OCB. The reviewed literature
found that GR can encourage pro-environmental behaviors by employees, increasing their
sense of organizational support and motivation to engage in OCB (Saeed et al., 2020). The
study by Saeed et al. (2020) found that GHRP, including GR, significantly impact employee
pro-environmental behavior in Pakistan. This hypothesis also aligns with the findings of
previous studies (Butt et al., 2019; Demir et al., 2020) regarding the positive impact of GR on
pro-environmental behaviors.

The third hypothesis proposes that OCB positively impacts SP. The reviewed literature
indicates that OCB positively impacts perceptions of organizational support and
organizational performance (Eisenberger et al., 2010; Organ & Ryan, 1995). Additionally, the
study by Liang et al. (2018) found that sustainable HR practices are positively linked to OCB
for the environment, which, in turn, positively impacts SP. This supports the idea that
employees engaging in OCB related to sustainability can improve the organization's
environmental performance and enhance its reputation among stakeholders.

The fourth and final hypothesis suggests that OCB mediates the positive association between
GR and SP. The reviewed literature supports this hypothesis, as previous studies have found
that OCB can mediate the association between HR practices and organizational performance
(Liu et al., 2018). The study by Liang et al. (2018) also found that OCB for the environment
mediates the association between sustainable HR practices and SP. Therefore, it is reasonable
to suggest that GR can positively influence OCB related to sustainability, positively
impacting SP.

The empirical support for the four hypotheses suggests a significant positive association
between GR and SP, GR and OCB, and OCB and SP and that OCB mediates the positive
association between GR and SP.

Organizations can enhance their SP and environmental image among stakeholders by
implementing GR, encouraging employee pro-environmental behaviors, leading to enhanced
organizational support, motivation for OCB related to sustainability, and ultimately better SP.
Therefore, organizations should consider implementing GR and sustainable HR practices to
enhance their sustainability performance and improve their reputation. Further research may
be necessary to explore the mechanisms of these associations in-depth and investigate

different contexts to generalize findings.

www.ijbms.org 103


http://www.ijbms.org/

Tajdar et al.,

REFERENCES

Akbar, M. W., Zhong, R., Zia, Z., & Jahangir, J. (2022). Nexus between disaggregated
energy sources, institutional quality, and environmental degradation in BRI countries:
a penal quantile regression analysis. Environmental Science and Pollution
Research, 29(28), 43155-43168.

Akylz, G. A, & Cesme, R. R. (2019). The Relationship between Sustainable
Entrepreneurship and Competitiveness in the Hotel Industry. Sustainability, 11(14),
3830.

Alt, E., & Spitzeck, H. (2016). Improving environmental performance through unit-level
organizational citizenship behaviors for the environment: A capability
perspective. Journal of environmental management, 182, 48-58.

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A
review and recommended two-step approach. Psychological bulletin, 103(3), 411.

Appelbaum, E., Bailey, T., Berg, P., & Kalleberg, A. L. (2000). Manufacturing advantage:
Why high-performance work systems pay off. Cornell University Press.

Butt, Ali, Tariq, and Zameer (2019) investigated the impact of green human resource
management practices on sustainable performance in the hotel industry of Pakistan.

Butt, A. N., Ali, M., Tarig, A., & Zameer, H. (2019). Impact of green human resource
management practices on sustainable performance: a study of hotel industry in
Pakistan. Journal of Cleaner Production, 247, 11910-11919.

Chen, Y., & Huang, C. (2019). Linking green innovation, green supply chain management,
green image, and sustainable performance: evidence from Taiwanese travel agencies.
Journal of Sustainable Tourism, 27(12), 1630-1651.

Demir, M., Kara, E., Kara, 1. B., & Siitcii, Y. (2020). The impact of green human resource
management practices on firms’ financial and sustainable performance: Evidences
from Turkey. Journal of Cleaner Production, 244, 118925.

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. (2002).
Perceived supervisor support: contributions to perceived organizational support and
employee retention. Journal of applied psychology, 87(3), 565.

Liang, X., Faroog, M., Chen, Y., Huang, J., & Chandna, V. K. (2018). Linking sustainable
HRM practices to organizational citizenship behavior for the environment: The role of
employee green values and perceived overall organizational support. Journal of
Business Ethics, 148(1), 175-188.

Rana and Khan (2021) studied the impact of green training and development programs on
employee environmental performance in the hospitality industry of Pakistan.

Khan, Ur-Rehman, and Akbar (2019) examined the mediating role of environmental
consciousness in the relationship between environmental training and employees' pro-
environmental behaviour in the hotel industry of Pakistan.

Bos-Nehles, A. C., Van Riemsdijk, M. J., & Kees Looise, J. (2013). Employee perceptions of
line management performance: applying the AMO theory to explain the effectiveness
of line managers' HRM implementation. Human resource management, 52(6), 861-
877.

Chan, E. S., & Hawkins, R. (2012). Application of EMSs in a hotel context: A case
study. International Journal of Hospitality Management, 31(2), 405-418.

Chan, E. S.,, & Hsu, C. H. (2016). Environmental management research in
hospitality. International Journal of Contemporary Hospitality Management.

Chan, E. S., Hon, A. H., Chan, W., & Okumus, F. (2014). What drives employees’ intentions
to implement green practices in hotels? The role of knowledge, awareness, concern

www.ijbms.org 104


http://www.ijbms.org/

Tajdar et al., International Journal of Business and Management Sciences

and ecological behaviour. International Journal of Hospitality Management, 40, 20-
28.

Cheng, E. W. L., & Ng, C. W. W. (2018). Green traveler behavior: A review of the literature
on green tourism and tourism behavior studies. Journal of Hospitality and Tourism
Management, 35, 48-58.

China's hospitality industry under the Triple Bottom Line (TBL) concept. Journal of Cleaner
Production, 253, 119939.

Roediger, H. L., & McDermott, K. B. (1995). Creating false memories: Remembering words
not presented in lists. Journal of experimental psychology: Learning, Memory, and
Cognition, 21(4), 803.

Dahistrom, R., & Nygardh, M. (2016). Innovating customer rewards: A study of a green
loyalty point program in hotels. International Journal of Contemporary Hospitality
Management, 28(11), 2517-2539.

Emerson, R. M. (1976). Social exchange theory. Annual Review of Sociology, 2(1976), 335—
362.

Fernando, Y., Cohen, D. A., & Prasetyawan, Y. (2011). The effects of green practices on
customer satisfaction and financial performance of a hotel: A pilot investigation in
Sri Lanka. Journal of Sustainable Tourism,19(3), 369-389.

Fornell, C. (1992). A national customer satisfaction barometer: The Swedish
experience. Journal of marketing, 56(1), 6-21.

Fornell, C., & Larcker, D. (1981). Evaluating structural equation models with unobservable
variables and measurement error. Journal of Marketing Research.
https://doi.org/10.2307/3151312

Fraj, E. B., Martinez, E. G., & Matute, J. (2017). Green employee behavior

Geng, C., Wei, S., & Pan, Y. (2020). The framework of sustainable performance indicator

Gupta, R., Verma, R., & Budhwar, P. (2021). Green human resource management: A
systematic literature review and directions for future research. Journal of Cleaner
Production, 280, 124187.

Hafeez, M., Jahangir, J., Ghafoor, A., & Shahzad, K. (2023). An Assessment of Corporate
Social Responsibility, Customer Satisfaction and Customer Trustworthiness: Does
Corporate Image matter for the Chinese Economy?

Hair Jr, J. F., Hult, G. T. M., Ringle, C., & Sarstedt, M. (2016). A primer on partial least
squares structural equation modeling (PLS-SEM). Sage Publications.

Hair, J. F., Anderson, R. E., Babin, B. J., & Black, W. C. (2010). Multivariate Data Analysis:
A Global Perspective, vol. 7 Pearson Education. Upper Saddle River, NJ.

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2013). Partial least squares structural equation
modeling: Rigorous applications, better results and higher acceptance. Long range
planning, 46(1-2), 1-12

Hair, J. F., Sarstedt, M., Ringle, C. M., & Mena, J. A. (2012). An assessment of the use of
partial least squares structural equation modeling in marketing research. Journal of
the academy of marketing science, 40, 414-433.

Hair, J., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. L. (2017). An updated and
expanded assessment of PLS-SEM in information systems research. Industrial
management & data systems.

Hair, J., Hollingsworth, C. L., Randolph, A. B., & Chong, A. Y. L. (2017). An updated and
expanded assessment of PLS-SEM in information systems research. Industrial
management & data systems.

Hair, J. F. R., & Sarstedt, C. M. Marko. 2011." Pls-Sem: Indeed a Silver Bullet,". Journal of
Marketing Theory & Practice, 19(2), 139-152.

www.ijbms.org 105


http://www.ijbms.org/

Tajdar et al.,

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing discriminant
validity in variance-based structural equation modeling. Journal of the academy of
marketing science, 43, 115-135.

Hoyle, R. H. (Ed.). (1999). Statistical strategies for small sample research. implications for
sustainable development. Sustainability, 9(8), 1344.

Jabbour, C. J. C. (2015). Environmental training and environmental management maturity of
Brazilian companies with 1SO14001: empirical evidence. Journal of Cleaner
Production, 96, 331-338.

Jahangir, J., Ghafoor, A., & Hafeez, M. (2022). An investigation of moderating role of
attitude on customer’s perception: a case of pakistani retail industry: Moderating role
of Attitude on Customers’ Perception. City university research journal, 12(2).

Jiménez-Marin, G., Alvarado, M. D. M. R., & Gonzalez-Ofate, C. (2022). Application of
Sensory Marketing Techniques at Marengo, a Small Sustainable Men’s Fashion Store
in Spain: Based on the Hulten, Broweus and van Dijk Model. Sustainability, 14(19),
12547.

Kang, Y. C., Hsiao, H. S., & Ni, J. Y. (2022). The Role of Sustainable Training and Reward
in Influencing Employee Accountability Perception and Behavior for Corporate
Sustainability. Sustainability, 14(18), 11589.

Kim, A, Kim, Y., Han, K., Jackson, S. E., & Ployhart, R. E. (2017). Multilevel influences on
voluntary workplace green behavior: Individual differences, leader behavior, and
coworker advocacy. Journal of management, 43(5), 1335-1358.

Kim, K. Y., Pathak, S., & Werner, S. (2015). When do international human capital enhancing
practices benefit the bottom line? An ability, motivation, and opportunity
perspective. Journal of International Business Studies, 46, 784-805.

Kim, Y. J.,, & Min, J. (2019). Effect of green reward programs on hotel sustainability:
Empirical evidence from the South Korean hotel industry. Sustainability, 11(24),
7045.

Kline, R. B. (2011). Convergence of structural equation modeling and multilevel modeling.

Liang, X., Farooq, M., Chen, Y., Huang, J., & Chandna, V. K. (2018). Linking sustainable
HRM practices to organizational citizenship behavior for the environment: The role of
employee green values and perceived overall organizational support. Journal of
Business Ethics, 148(1), 175-188.

Lin, S., Zhou, N., Jahangir, J.,, & Sohail, S. (2022). Analyzing dynamic impacts of
deagriculturalization on CO2 emissions in selected Asian economies: a tale of two
shocks. Environmental Science and Pollution Research, 29(48), 72957-72967.

Liu, Y., Zhao, K., & Su, C. (2018). How do green human resource management practices
drive green creativity? The mediating role of green knowledge sharing and
moderating role of supervisor support. Journal of Business Research, 93, 196-208.

Lomax, R. G., & Schumacker, R. E. (2012). A beginner's guide to structural equation
modeling: Routledge Academic New York.

Longoni, A., Luzzini, D., & Guerci, M. (2018). Deploying environmental management across
functions: the relationship between green human resource management and green
supply chain management. Journal of Business Ethics, 151, 1081-1095.

Luu, T. T. (2017). CSR and organizational citizenship behavior for the environment in hotel
industry: The moderating roles of corporate entrepreneurship and employee
attachment style. International Journal of Contemporary Hospitality Management.

Malhotra, N. K., & Dash, S. J. M. R. (2010). An applied orientation. Marketing Research, 2.

Martinez-Martinez, A., Cegarra-Navarro, J. G., Garcia-Perez, A., & Wensley, A. (2019).
Knowledge agents as drivers of environmental sustainability and business
performance in the hospitality sector. Tourism management, 70, 381-389.

www.ijbms.org 106


http://www.ijbms.org/

Tajdar et al., International Journal of Business and Management Sciences

Masri, H. A., & Jaaron, A. A. (2017). Assessing green human resources management
practices in Palestinian manufacturing context: An empirical study. Journal of cleaner
production, 143, 474-489.

Molinillo, S., & Liébana-Cabanillas, F. (2016). The influence of job satisfaction and
organizational commitment on organizational citizenship behavior. International
Journal of Hospitality Management, 53, 1-10.

Nawaz, A., & Tian, R. (2022). The impact of authentic leadership on project success: the
mediating effect of organizational learning and innovation. International Journal of
Managing Projects in Business, (ahead-of-print).

Nawaz, A., & Chaudhry, N. I. (2023). The World Needs to Better Understand China.
Advances in  Social Sciences Research  Journal, 9(12), 536-549.
https://doi.org/10.14738/assrj.912.13650

Nawaz, A., Tian, K., Rafique, S., & Tian, R. G. (2019). Role of Headship Along with Project
Type on Accomplishment. Journal of Higher Education Theory & Practice, 18(7).

Pham, N. T., Tuckova, Z., & Jabbour, C. J. C. (2019). Greening the hospitality industry: How
do green human resource management practices influence organizational citizenship
behavior in hotels? A mixed-methods study. Tourism Management, 72, 386-399.

Paillé, P., Amara, N., & Halilem, N. (2018). Greening the workplace through social
sustainability among co-workers. Journal of Business Research, 89, 305-312.

Pasias, H., & Makrygiannis, V. (2020). Understanding sustainable tourism management:
Review  of interdisciplinary perspectives and insights for urban contexts.
Sustainability, 12(6), 2230.

Peterson, R. A., & Kim, Y. (2013). On the relationship between coefficient alpha and
composite reliability. Journal of applied psychology, 98(1), 194.

Preacher, K. J., & Hayes, A. F. (2004). SPSS and SAS procedures for estimating indirect
effects in simple mediation models. Behavior research methods, instruments, &
computers, 36, 717-731.

Qureshi, Khan, Bano, and Satti (2021) examined the moderating effects of job autonomy and
job complexity on the relationship between green human resource management
practices and sustainable performance in the hospitality industry of Pakistan.

Mandago, R. J. (2018). Influence of green reward and compensation practice on
environmental sustainability in selected service based state corporations in
Kenya. European Journal of Business and Strategic Management, 3(6), 1-12.

Ramayah, Lee, and Lim (2019) conducted a study on the effect of green HRM practices on
organizational citizenship behaviour and firm performance in the hospitality industry
of Malaysia.

Renwick, D. W., Jabbour, C. J., Muller-Camen, M., Redman, T., & Wilkinson, A. (2016).
Contemporary developments in Green (environmental) HRM scholarship. The
International Journal of Human Resource Management, 27(2), 114-128.

Renwick, D., Redman, T., & Maguire, S. (2008). Green HRM: A review, process model, and
research agenda. University of Sheffield Management School Discussion Paper, 1(1),
1-46.

Renwick, D. W., Redman, T., & Maguire, S. (2013). Green human resource management: A
review and research agenda. International journal of management reviews, 15(1), 1-
14.

Rhead, R., Elliot, M., & Upham, P. (2015). Assessing the structure of UK environmental
concern and its association with pro-environmental behaviour. Journal of
Environmental Psychology, 43, 175-183.

www.ijbms.org 107


http://www.ijbms.org/

Tajdar et al.,

Riley, W. T., Rivera, D. E., Atienza, A. A, Nilsen, W., Allison, S. M., & Mermelstein, R.
(2011). Health behavior models in the age of mobile interventions: are our theories up
to the task?. Translational behavioral medicine, 1(1), 53-71.

Ringle, C., Da Silva, D., & Bido, D. (2015). Structural equation modeling with the
SmartPLS. Bido, D., da Silva, D., & Ringle, C.(2014). Structural Equation Modeling
with the Smartpls. Brazilian Journal Of Marketing, 13(2).

Robin, C. F., Pedroche, M. S. C., & Astorga, P. S. (2017). Revisiting green practices in the
hotel industry: A comparison between mature and emerging destinations. Journal of
cleaner production, 140, 1415-1428.

Robertson, J. L., & Barling, J. (2017). Toward a new measure of organizational
environmental citizenship behavior. Journal of Business Research, 75, 57-66.

Saeed, M., Bashir, S., & Bhatti, O. K. (2020). Green human resource practices and their

impact on employee pro-environmental behavior: an empirical examination
from Pakistan. Environmental Science and Pollution Research, 27(2), 1695-1708.

Satti, Z. W., Babar, S. F., & Ahmad, H. M. (2017). Mediating role of service quality between
sensory marketing and customer loyalty in restaurant industry: a case of
Pakistan. Journal of Managerial Sciences, 11(3), 297-314.

Sekaran, U., & Bougie, R. (2016). Research methods for business: A skill building approach.
john wiley & sons.

Mukherjee, S., Bhattacharjee, S., Paul, N., & Banerjee, U. (2020). Assessing green human
resource management practices in higher educational institute. TEST Engineering &
Management, 82.

Tabachnick, B. G., & Fidell, L. S. (2012). Using multivariate statistics (6th ed.). Pearson
Education, Inc. Pearson Education, Inc. https://doi.org/10.1037/022267

Van der Duim, R., van der Pligt, L., & Ren, C. (2018). Sustainability certification in the
Dutch hotel industry: A nationwide assessment of certification schemes. Journal of
Sustainable Tourism, 26(11), 1862-1879.

Wesselink, R., Blok, V., & Ringersma, J. (2017). Pro-environmental behaviour in the
workplace and the role of managers and organisation. Journal of cleaner
production, 168, 1679-1687.

Wright, L. T., & Crimp, M. (1995). The marketing research process. Prentice Hall.

Wright, M. O. D., Crawford, E., & Del Castillo, D. (2009). Childhood emotional
maltreatment and later psychological distress among college students: The mediating
role of maladaptive schemas. Child abuse & neglect, 33(1), 59-68.

Zaid, A. A, Jaaron, A. A., & Bon, A. T. (2018). The impact of green human resource
management and green supply chain management practices on sustainable
performance: An empirical study. Journal of cleaner production, 204, 965-979.

Zhang, W., Ausaf, M. A., & Jhangir, J. (2022). Corporate Financing Behavior and Policy-
related risk. Frontiers in Psychology, 3683.

Zhao, G., Jahangir, J., Akbar, M. W., Hafeez, M., & Ahmad, H. (2021). Evaluating the
trustworthiness in sharing economy: a case study of DiDi Users in Shanxi, China.
In Proceedings of the Fourteenth International Conference on Management Science
and Engineering Management: Volume 2 (pp. 717-729). Springer International
Publishing.

Zhao, G., Jahangir, J., Faisal, M. N., Hafeez, M., & Abbas, K. (2020). Service Quality and
Customers’ Satisfaction Nexus in The Light of Price Perception Moderation. Revista
Argentina de Clinica Psicoldgica, 29(5), 611.

Zhao, Q., Chen, C. D., & Wang, J. L. (2016). The effects of psychological ownership and
TAM on social media loyalty: An integrated model. Telematics and
Informatics, 33(4), 959-972.

www.ijbms.org 108


http://www.ijbms.org/

