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organizational culture, and green
human resource management (HRM)
practices contribute to fostering sus-
tainable behavior. Using a mixed-
methods approach, the study col-
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tive data from across diverse indus-
tries, focusing on organizations with
established sustainability credentials.
Statistical analysis and thematic cod-
ing reveal significant correlations be-
tween OB principles, particularly
transformational and ethical leader-
ship styles, sustainability-oriented
cultures, and green HRM practices
and pro-environmental behavior
(PEB) among employees. The results
indicate that OB principles play a vi-
tal role in aligning organizational
operations with sustainability goals.
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Introduction

In recent decades, sustainability
has evolved from a niche concern
to a global imperative, driving fun-
damental changes in how organiza-
tions operate. As environmental, so-
cial, and governance (ESG) expec-
tations increase, businesses are un-
der intense pressure to adopt sustain-
able practices that address climate
change, resource scarcity, and so-
cial inequality. This shift toward
sustainability is not merely a regula-
tory response; it reflects a growing
awareness among stakeholders, in-
cluding customers, investors, and
employees, that businesses must ac-
tively contribute to solving societal
challenges. As a result, sustainability
has become integral to corporate
strategy, shaping decisions that af-
fect everything from operations and
supply chains to branding and stake-
holder engagement. Organizational
behavior (OB), traditionally focused
on understanding and optimizing
workplace dynamics, now plays a
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critical role in supporting sustainability.
The study of OB explores how individu-
als and groups within organizations be-
have and interact, revealing insights into
the drivers of motivation, leadership, de-
cision-making, and culture. Given the
complexity of embedding sustainability
into business practices, OB principles
offer valuable frameworks for fostering
the behavioral changes required to
achieve sustainable development. By
examining how leadership styles, organi-
zational culture, human resource manage-
ment (HRM), and employee engagement
intersect with sustainability goals, this
paper aims to elucidate the behavioral
factors that underpin successful
sustainability initiatives. The adoption of
OB-driven sustainability practices can
enhance brand loyalty, employee satis-
faction, and regulatory compliance, po-
sitioning organizations as leaders in sus-
tainable development. In this way, the
study underscores that sustainability is
not only a business obligation but also a
strategic opportunity that can yield sig-
nificant social, environmental, and finan-
cial benefits. The study aims to examine
how OB principles are applied to support
sustainability within organizations. By
focusing on leadership, organizational
culture, HRM practices, and employee
engagement, the study aims to identify
specific OB strategies that enable orga-
nizations to achieve sustainability goals.
The key research objectives are:

1. To analyze the influence of dimensions
of organizational behavior (i.e. leader-
ship styles, organizational culture,
green HRM and employee engage-
ment) on pro-employment behavior.

2. To identify barriers to integrating
sustainability within organizational
behavior and explore potential solu-
tions grounded in OB theories.

Literature Review

Literature on organizational behav-
ior (OB) and sustainability is extensive
and multidisciplinary, drawing insights
from management, psychology, environ-
mental science, and organizational stud-
ies. This section provides an in-depth
review of existing literature, focusing on
the role of OB in supporting sustainability
through leadership, organizational culture,
green human resource management
(HRM), and employee engagement. By
synthesizing key theories and empirical
studies, the literature review establishes
a theoretical foundation for understand-
ing how OB principles can drive sustain-
able practices within organizations.

Sustainability in the Context of
Today’s Corporate

The concept of sustainability has
evolved over time, shifting from a focus
on environmental preservation to a more
holistic framework that includes social
and economic dimensions. Elkington’s
(1997) “triple bottom line” approach de-
fines sustainability as the balance be-
tween financial performance, social re-
sponsibility, and environmental steward-
ship. According to Dyllick and Muff
(2016), sustainable businesses prioritize
long-term value creation over short-term
profit maximization, emphasizing the in-
terdependence between business success
and societal well-being. Several studies
highlight the benefits of sustainability for
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organizations, including enhanced repu-
tation, customer loyalty, and risk manage-
ment. For example, research shows that
companies committed to sustainability
enjoy a competitive advantage in the
marketplace, as consumers increasingly
prefer brands that align with their envi-
ronmental and ethical values (Smith et
al., 2020). However, adopting sustaina-
bility as a strategic priority requires more
than operational adjustments; it necessi-
tates a shift in organizational behavior,
as sustainability is fundamentally a
people-centered endeavor. This recogni-
tion underscores the importance of OB
principles in facilitating sustainable trans-
formation.

The Role of Leadership in
Promoting Sustainability

Leadership is widely regarded as one
of the most influential factors in promot-
ing sustainability within organizations.
Leaders play a central role in defining
organizational values, setting strategic
priorities, and modeling behaviors that
reflect the company’s commitment to
sustainability. Transformational leader-
ship, in particular, has been identified as
highly effective in fostering sustainable
practices. Transformational leaders in-
spire and motivate employees by articu-
lating a compelling vision for the future,
encouraging them to transcend self-in-
terest for the greater good (Bass
&Riggio, 2006). Research by Chen and
Chang (2013) demonstrates that trans-
formational leaders who prioritize
sustainability instill a sense of purpose
and environmental responsibility in their
teams, leading to increased pro-environ-

mental behavior (PEB) among employ-
ees. Transformational leaders use strat-
egies such as individualized consideration,
intellectual stimulation, and inspirational
motivation to encourage employees to
embrace sustainability as a core value.
By fostering an emotional commitment
to environmental goals, these leaders cre-
ate a foundation for long-term sustain-
able behavior. Ethical leadership is an-
other critical style in the context of
sustainability. Ethical leaders, character-
ized by integrity, fairness, and a commit-
ment to stakeholder welfare, influence
employees’ moral perspectives, making
them more likely to engage in sustain-
able actions (Brown & Trevifio, 2006).
Ethical leaders create a culture of trust
and accountability, which reinforces em-
ployees’ intrinsic motivation to support
environmental initiatives. Maak and Pless
(2006) argue that ethical leaders who
prioritize sustainability attract employees
who share similar values, creating a co-
hesive and supportive environment for
sustainable practices. While transforma-
tional and ethical leadership styles are
commonly associated with successful
sustainability efforts, research also high-
lights the role of servant leadership and
participative leadership. Servant leaders
prioritize the needs of their team mem-
bers, including fostering an environment
that supports sustainability. Participative
leaders, who involve employees in deci-
sion-making processes, promote a sense
of ownership and empowerment, which
is conducive to sustainability (Avolio &
Yammarino, 2013). By engaging employ-
ees in sustainability-related decisions,
participative leaders enable a shared com-
mitment to environmental goals. Organi-

24 The Indian Journal of Industrial Relations, Vol. 61, No. 1, July 2025



Employees’ Pro-Environmental Behavior

zations led by sustainability-focused lead-
ers are better equipped to adapt to envi-
ronmental and market changes (Bansal
et al., 2018). The hypothesis that
emerged is as follows:

Hypothesis 1: Leadership will positively
affect the pro-environment behavior.

Organizational Culture &
Sustainable Behavior

Organizational culture, such as shared
values, beliefs, and norms that shape be-
havior, significantly influences the suc-
cess of sustainability initiatives. Schein
(2010) defines organizational culture as
the “invisible force” that guides decision-
making and behavior within a company.
When sustainability is embedded in the
organizational culture, employees are
more likely to adopt pro-environmental
behaviors and align their actions with the
company’s environmental goals. A
sustainability-oriented culture provides a
sense of purpose, unity, and responsibil-
ity that motivates employees to engage
in eco-friendly practices. Lozano (2018)
emphasizes that companies with a strong
culture of sustainability integrate environ-
mental responsibility into all aspects of
their operations, from resource manage-
ment to product design. This integration
is evident in companies like Patagonia,
where sustainability is a core cultural
value that shapes every level of the or-
ganization. Patagonia’s commitment to
environmental activism, transparency,
and ethical sourcing serves as a model
of how a culture centered on sustainability
can drive both employee engagement and
customer loyalty (Haigh & Hoffman,

‘ The concept of a “green” organi-
zational culture is gaining traction
as organizations seek to foster
pro-environmental behavior.

2014). The concept of a “green” organi-
zational culture is gaining traction as or-
ganizations seek to foster pro-environ-
mental behavior. A green culture pro-
motes values such as environmental
stewardship, ethical responsibility, and
social accountability, encouraging em-
ployees to support green initiatives.
Norton et al. (2015) find that employees
in organizations with a green culture ex-
perience a sense of psychological own-
ership over environmental goals, leading
to greater engagement in sustainability
efforts. Moreover, a sustainability-ori-
ented culture often attracts employees
who are already environmentally con-
scious, reinforcing the organization’s com-
mitment to green practices. However,
building a sustainability-oriented culture
presents challenges. Cultural change is
a gradual process, and transforming ex-
isting values and norms to prioritize
sustainability requires consistent leader-
ship, clear communication, and alignment
of policies with environmental goals. As
Shrivastava (1995) notes, organizational
inertia can hinder the adoption of sustain-
able practices, especially in companies
with established routines that may be at
odds with environmental objectives.
Overcoming these challenges requires a
strategic approach that leverages OB
principles to align organizational culture
with sustainability. Organizations with
sustainability-integrated cultures are bet-
ter equipped to navigate disruptions and
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challenges (Bansal & DesJardine, 2014).
The derived hypothesis is as follows:

Hypothesis 2: Organizational culture will
positively affect the pro-environment
behavior.

Green Human Resource
Management (GHRM)

Green HRM is a growing field that
explores how HR practices can support
sustainability by promoting environmen-
tally friendly behaviors within the
workforce. Green HRM encompasses
various practices, including green recruit-
ment, training, performance appraisal,
and reward systems, all of which aim to
embed sustainability into the employee
experience. Renwick et al. (2013) define
green HRM as the alignment of HR func-
tions with the organization’s environmen-
tal objectives, creating a workforce that
is both motivated and equipped to con-
tribute to sustainability. Green recruit-
ment involves hiring candidates who value
sustainability, reducing resistance to eco-
friendly practices, and fostering a cohe-
sive culture around environmental goals.
Kim et al. (2019) stated that employees
who join organizations with green recruit-
ment practices are more likely to embrace
the organization’s sustainability initiatives,
as they already share an alignment with
environmental values. Training programs
focused on environmental awareness and
pro-environmental behavior are another
essential component of green HRM.
These programs equip employees with
the knowledge and skills needed to sup-
port sustainability goals, enhancing their
engagement in green practices. Jackson

etal. (2011) argue that green training and
development are vital for cultivating a
sustainability-oriented mindset, as they
provide employees with a clear under-
standing of how their roles contribute to
environmental objectives. Performance
appraisal and reward systems that rec-
ognize sustainable behaviors reinforce the
importance of environmental goals within
the organization. For example, organiza-
tions that include sustainability metrics in
their performance evaluations encourage
employees to prioritize resource conser-
vation, waste reduction, and other eco-
friendly practices. This approach aligns
with findings by Robertson and Barling
(2013), who suggest that reward systems
incentivize employees to support green
initiatives by providing tangible recogni-
tion for their contributions. Green HRM
practices encourage the development of
a sustainability-oriented organizational
culture (Daily et al., 2009). It aligns HR
practices with environmental strategies,
creating synergy among departments
(Pinzone et al., 2016). It also empowers
employees to take ownership of
sustainability initiatives, driving collective
action (Jabbour & Santos, 2008). The
emerged hypothesis is as follows:

Hypothesis 3: Green Human Resource
Management will positively affect the
pro-environment behavior.

Employee Engagement

Engaged employees are more likely
to adopt and sustain pro-environmental
behavior (PEB), leading to higher opera-
tional efficiency in the organization. PEB
refers to individual actions that contrib-

26 The Indian Journal of Industrial Relations, Vol. 61, No. 1, July 2025



Employees’ Pro-Environmental Behavior

Engaged employees are more
likely to adopt and sustain pro-en-
vironmental behavior (PEB), lead-
ing to higher operational efficiency
in the organization.

ute to environmental goals, such as con-
serving resources, reducing waste, and
supporting organizational green policies
(Steg &Vlek, 2009). Engaged employees
who feel a sense of ownership over
sustainability initiatives are more moti-
vated to participate in eco-friendly prac-
tices, which contributes to the
organization’s overall environmental per-
formance. Robertson and Barling (2013)
identify several factors that influence
PEB, including intrinsic motivation, envi-
ronmental values, and social norms. In-
trinsically motivated employees who en-
gage in sustainable practices out of per-
sonal interest or commitment to environ-
mental values tend to be the most con-
sistent supporters of sustainability initia-
tives. Research shows that when em-
ployees perceive sustainability as aligned
with their personal values, they are more
likely to take proactive steps toward en-
vironmental responsibility. Moreover, or-
ganizations can enhance employee en-
gagement by providing opportunities for
involvement in sustainability initiatives.
Programs such as green teams, em-
ployee-led sustainability projects, and
community involvement encourage em-
ployees to take an active role in promot-
ing environmental goals. According to the
findings of Norton et al. (2015), employ-
ees who participate in sustainability ini-
tiatives experience a sense of fulfillment
and alignment with the organization’s

mission, reinforcing their commitment to
PEB.

Challenges in Embedding
Sustainability into Organizational
Behavior

Despite the numerous benefits of in-
tegrating sustainability into OB, several
challenges persist. Resistance to change
is a common barrier, as employees may
be reluctant to alter established behav-
iors and routines that conflict with sus-
tainable goals. This resistance often
stems from a lack of familiarity with new
methods, perceived inconvenience, or
skepticism about the effectiveness of
green practices (Shrivastava, 1995). Ef-
fective change management strategies,
including clear communication and train-
ing, are essential for overcoming resis-
tance and fostering acceptance of
sustainability initiatives. Financial con-
straints also present a challenge, espe-
cially for smaller organizations with lim-
ited resources. While large corporations
may have the financial capacity to invest
in sustainability initiatives, smaller com-
panies may struggle to allocate suffi-
cient budget for green practices. As
noted by Hart (1995), sustainable prac-
tices are more accessible to companies
with greater resources, highlighting the
need for cost-effective sustainability
strategies. Lack of awareness and
training is another barrier to
sustainability. Employees who are un-
aware of the organization’s environ-
mental goals may feel disconnected
from sustainability initiatives, leading to
disengagement. To address this issue,
organizations must improve internal
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communication, offer regular
sustainability training, and clarify the
role of each employee in achieving en-
vironmental objectives, leading to
higher operational efficiency.

The literature highlights that organi-
zational practices are integral to achiev-
ing sustainability within organizations. The

Fig 1. Conceptual framework

Leadership

Organisation

dimensions such as leadership, culture,
and green HRM play a unique role in
promoting pro-environmental behavior.
The above arguments propose the
hypothesised model (Table 1) encompass-
ing the independent variables (leadership,
culture, and green HRM predicts the
dependent variable i.e. employee engage-
ment and pro-environment behavior.

Individual

Culture

Green Human
Resource
Management

However, challenges such as resis-
tance to change, financial limitations, and
insufficient awareness underscore the
need for strategic approaches that align
OB with sustainability goals. By under-
standing these dynamics, organizations
can leverage OB strategies to support
sustainable development and enhance
organizational resilience.

Research Design

An exploratory research design was
adopted, aligning with the study’s objec-
tive to investigate the relatively new in-
tersection between OB and sustainability.
An exploratory approach is suitable for
studies aiming to uncover patterns and

Engagement for PEB

generate insights rather than test specific
hypotheses. The study employed a
mixed-methods approach, combining
quantitative and qualitative data. Quan-
titative data was collected through a
structured survey, providing statistical
insights into how OB factors influence
sustainable behavior. Qualitative data was
gathered through in-depth interviews, al-
lowing for a more nuanced understand-
ing of organizational practices and indi-
vidual perceptions.

Sample Selection
The sample included organizations

from diverse industries, such as manu-
facturing, technology, retail, and services,
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each facing unique sustainability chal-
lenges. The organizations were selected
based on their publicly available
sustainability commitments, such as par-
ticipation in certifications (e.g., ISO
14001) and sustainability reporting stan-
dards (e.g., Global Reporting Initiative).
This criterion ensured that the selected
organizations were actively engaged in
sustainability initiatives and that their OB
practices were likely to reflect an inten-
tional focus on environmental goals.
Within each organization, participants
were chosen from various roles and hi-
erarchical levels, including senior man-
agement, middle management, and front-
line employees. This stratified sampling
approach enabled a holistic view of
sustainability, capturing perspectives from
both decision-makers and implementers.
A total of 200 participants completed the
survey, while 15 participants from three
organizations took part in in-depth inter-
views. These organizations were se-
lected for their demonstrated commit-
ment to sustainability, allowing for deeper
analysis of best practices and challenges
in implementing OB-driven sustainability
initiatives.

Data Collection

The quantitative component of the
study involved a structured survey de-
signed to assess participants’ perceptions
of OB practices and their influence on
sustainability. The survey covered four
main areas: leadership styles, organiza-
tional culture, green HRM practices, and
pro-environmental behavior (PEB). Each
section included statements rated on a
five-point Likert scale (1 = Strongly Dis-

agree, 5 = Strongly Agree) to capture the
extent of participants’ agreement with
specific aspects of their organization’s
approach to sustainability. Demographic
questions, such as industry, organizational
size, and job role, were included to con-
trol for variables that might influence
perceptions of OB practices and
sustainability. The survey data provided
a quantitative measure of the correlation
between OB factors and sustainability
outcomes, enabling statistical analysis to
identify trends and relationships.

To supplement survey data with
qualitative insights, semi-structured inter-
views were conducted with 15 partici-
pants from three organizations known for
their sustainability practices. These in-
terviews aimed to explore participants’
experiences and perceptions regarding
OB practices related to sustainability.
Semi-structured interviews allowed for
guided discussions that were flexible
enough to uncover individual perspectives
and organizational nuances. Interview
sessions, lasting 45 to 60 minutes, were
recorded (with participants’ consent) and
transcribed for analysis. The qualitative
data allowed the study to capture in-
depth insights into the dynamics of
sustainability within organizations, reveal-
ing how OB principles operate in prac-
tice and identifying challenges and
enablers of sustainable behavior.

Data Analysis

The data analysis phase combined
quantitative and qualitative methods to
provide a comprehensive understanding
of OB’s role in fostering sustainability.
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Quantitative Exploration

Survey data was analyzed using de-
scriptive and inferential statistics. De-
scriptive statistics provided an overview
of participants’ responses, indicating gen-
eral trends in attitudes toward OB prac-
tices and sustainability. Inferential statis-
tics, particularly regression analysis, were
used to examine the relationships be-
tween specific OB factors such as lead-
ership style, the firm’s cultural orienta-
tion, green HRM practices, and employ-
ees’ pro-environmental behavior. De-
scriptive Statistics such as mean, median,
and standard deviation were calculated
to summarize survey responses. Regres-
sion analysis was used to test the strength
and direction of relationships between OB
factors (independent variables) and indi-
vidual engagement for PEB (dependent
variable). To enhance the robustness of
the analysis, tests for multicollinearity and
reliability (e.g., Cronbach’s alpha) were
conducted. Multi co-linearity tests en-
sured that the variables were indepen-
dent, while Cronbach’s alpha assessed
the internal consistency of survey items,
verifying the reliability of the data.

Qualitative Analysis

Thematic analysis was employed to
analyze the interview transcripts, allow-
ing for the identification of recurring
themes related to leadership, culture,
HRM, and challenges in sustainability.
Thematic coding was conducted to cat-
egorize responses, with each code cor-
responding to a specific aspect of OB
practices, such as “leadership influence,”
“cultural support,” or “HR practices.”

This approach allowed for a systematic
exploration of the data, uncovering both
common patterns and unique perspec-
tives.

Familiarization: Interview transcripts
were reviewed multiple times to gain
an overall understanding of the data
and identify preliminary themes.

Coding: Key phrases and statements
related to OB and sustainability were
coded according to specific themes.

Theme Development: Codes were
grouped into broader themes, such as
“transformational leadership impact,”
“sustainability culture reinforce-
ment,” and “employee engagement in
sustainability.”

Interpretation: The themes were inter-
preted in the context of existing lit-
erature, providing insights into how
OB principles are operationalized
within sustainability-focused organi-
zations.

To ensure reliability and minimize
researcher bias, two independent re-
searchers coded the data, discussing any
discrepancies until consensus was
reached. This process enhanced the va-
lidity of the findings by incorporating
multiple perspectives and reducing the
risk of subjective interpretation. Ethical
considerations were prioritized to protect
participants’ rights and ensure data in-
tegrity. The study adhered to ethical
guidelines by obtaining informed consent
from all participants, ensuring that they
were fully aware of the study’s purpose,
the data collection methods, and their right
to withdraw at any time. Confidentiality
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was maintained by anonymizing partici-
pants’ responses and referring to orga-
nizations by industry rather than name.
Additionally, data were stored securely,
with access limited to the research team.
In conducting interviews, sensitivity was
shown to participants’ experiences and
organizational contexts, particularly when
discussing potential challenges and resis-
tance to sustainability. Ethical safeguards
were also applied in the survey design,
ensuring that questions were respectful,
relevant, and unbiased. The ethical mea-
sures implemented contributed to the
study’s credibility and the trustworthiness
of'its findings.

While this methodology provides a
comprehensive approach to studying OB
and sustainability, limitations need to be
acknowledged. First, the sample may not
be fully representative of all industries,
as it focuses on organizations with es-
tablished sustainability practices. This
focus could introduce selection bias, as
organizations already committed to
sustainability may demonstrate more ad-
vanced OB practices than those at ear-
lier stages of sustainability adoption. An-
other limitation is the reliance on self-
reported data from surveys and inter-
views, which are subject to social de-
sirability bias. Participants may have
overstated their organization’s commit-
ment to sustainability, leading to an
overly positive representation of OB
practices. Future studies could address
this limitation by including objective
measures, such as organizational
sustainability reports or third-party as-
sessments, to triangulate self-reported
data.

Results

By leveraging both quantitative and
qualitative techniques, this methodology
allows for a thorough examination of the
behavioral drivers of sustainability within
organizations. This section presents the
findings of the study, organized accord-
ing to the primary research themes: lead-
ership influence, organizational culture,
green HRM practices, and employee
engagement. Both quantitative survey
data and qualitative insights from inter-
views are analyzed to reveal how orga-
nizational practices impact pro-environ-
mental behavior within organizations. By
examining each theme in detail, this sec-
tion provides an understanding of the
behavioral factors that drive or hinder
sustainable behavior.

Leadership Influence on Pro-
environmental Behavior

The results indicate that leadership
style significantly impacts the adoption
and success of sustainable practices
within organizations. Transformational
and ethical leadership styles were found
to be particularly effective in promoting
sustainability. Survey responses and in-
terview data illustrate that employees are
more likely to engage in pro-environmen-
tal behavior (PEB) when they perceive
their leaders as actively committed to
sustainability.

‘ Leadership style significantly im-
pacts the adoption and success of

sustainable practices within orga-
nizations.

The Indian Journal of Industrial Relations, Vol. 61, No. 1, July 2025 31



Anubinda Mohanty, Bighnesh Dash Mohapatra, & Chandan Kumar Sahoo

In the survey, 72% of respondents
agreed or strongly agreed with the state-
ment, “My organization’s leadership ac-
tively promotes sustainability as a core
value.” Regression analysis showed a
positive correlation between leadership
and individual engagement for PEB, with
a correlation coefficient of 0.561 with p
p-value < 0.05. This suggests a strong
relationship between leadership attributes
and employees’ engagement in pro-en-
vironmental behavior. Further analysis in-
dicated that ethical leadership also plays
a critical role, as 68% of respondents
reported that their leaders prioritize ethi-
cal considerations in decision-making pro-
cesses. This ethical orientation was
found to reinforce employees’ moral ob-
ligation to support sustainability initiatives,
leading to higher levels of PEB.

Interviews provided deeper insights
into how leadership influences
sustainability. Participants frequently
mentioned the role of leaders in model-
ing sustainable behavior and setting a
clear vision for environmental responsi-
bility. One participant from a technology
firm explained,

“Our CEO’s emphasis on reducing
carbon footprint has inspired all of us to
consider how we can contribute to the
environment.”

Another interviewee from a manu-
facturing company noted that their
manager’s transparency and passion for
sustainability motivated employees to
adopt eco-friendly practices. Ethical lead-
ership emerged as a recurring theme,
with participants describing leaders who

‘ This finding supports the idea that
ethical leadership fosters a culture
of trust and accountability, \
prioritize fairness, integrity, and stake-
holder welfare. One respondent shared,
“Our leaders’ commitment to doing
what’s right for the environment sets the
tone for everyone. It’s not just talk; they
genuinely care, and that makes us more
committed too.” This finding supports the
idea that ethical leadership fosters a cul-
ture of trust and accountability, which
enhances employees’ engagement in
sustainability initiatives.

Organizational Culture on Pro-
environmental Behavior

Organizational culture was found to
be a critical determinant of employees’
attitudes and behaviors toward
sustainability. Survey and interview data
indicate that organizations with a strong
culture of sustainability are more suc-
cessful in engaging employees in pro-
environmental behavior. A significant
portion of respondents (68%) agreed with
the statement, “My organization’s culture
encourages environmentally friendly
practices.” Statistical analysis supported
this, showing a positive correlation be-
tween a sustainability-oriented culture
and PEB. Regression analysis showed a
positive correlation between organiza-
tional culture and individual engagement
for PEB, with a correlation coefficient
of 0.534 with p p-value < 0.05. Organi-
zations with a culture that emphasizes
environmental responsibility reported
higher levels of employee engagement in
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sustainability initiatives. In addition, or-
ganizations that actively communicated
sustainability values through onboarding
sessions, training programs, and internal
communications showed increased align-
ment between individual behaviors and
organizational goals. Employees in these
organizations reported feeling a greater
sense of purpose and responsibility to-
ward environmental objectives.

A strong organizational culture
provides a foundation for sustain-
able behavior, fostering an envi-
ronment.

Interview data highlighted various
cultural practices that reinforced
sustainability. For example, employees in
organizations with a ‘green’ culture noted
that sustainability was embedded in daily
routines and practices. One participant
mentioned, “Sustainability isn’t just a
policy here; it’s a mindset. From our
workspaces to our day-to-day operations,
everything is designed to reduce waste
and conserve resources.” Several par-
ticipants also noted that a sustainability-
oriented culture attracts employees who
are already environmentally conscious,
creating a reinforcing cycle that strength-
ens organizational commitment to
sustainability. An interviewee from a re-
tail company explained, “People join our
organization because they know we value
sustainability. This alignment makes it
easier for everyone to work toward the
same goals.” These qualitative insights
support the notion that a strong organi-
zational culture provides a foundation for
sustainable behavior, fostering an envi-

ronment where employees feel con-
nected to the company’s environmental
mission. Organizations that prioritize cul-
tural alignment around sustainability en-
joy greater cohesion and higher levels of
engagement in green practices.

Green Human Resource
Management on Sustainable
Behavior

Green HRM practices, such as
sustainability-oriented recruitment, train-
ing, and performance appraisal, emerged
as significant contributors to pro-environ-
mental behavior. Survey responses indi-
cate that HRM practices designed to
support sustainability are positively re-
ceived by employees and contribute to a
stronger commitment to environmental
goals. Sixty-five percent of survey re-
spondents agreed or strongly agreed with
the statement, “Our HR practices em-
phasize sustainability.” Regression analy-
sis showed a positive correlation between
green HRM and PEB (r=0.58, p <0.05),
indicating that employees are more likely
to engage in pro-environmental behavior
when HRM policies align with environ-
mental goals. Specifically, green recruit-
ment practices where organizations seek
candidates who value sustainability were
shown to be effective in fostering a co-
hesive, sustainability-oriented workforce.
Employees recruited through green hir-
ing processes demonstrated higher lev-
els of alignment with the organization’s
environmental objectives, reducing resis-
tance to sustainability initiatives.

Interviews provided further insights
into how green HRM practices influence
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employee behavior. Participants noted
that sustainability-focused recruitment
helped attract employees who were al-
ready committed to environmental values,
creating a team supportive of sustaina-
bility goals. One HR manager shared:
“When we hire people who are passion-
ate about the environment, they bring that
energy to work every day, and it influ-
ences the whole team.” Training pro-
grams focused on sustainability were also
highlighted as important constituents in
promoting PEB. Employees who received
training on environmental topics reported
feeling more equipped to engage in sus-

Table 1 Regression Summary

tainable behavior. An interviewee from
a manufacturing firm noted: “Our orga-
nization offers workshops on waste re-
duction and energy conservation, which
makes us more aware of how we can
contribute to sustainability at work.”

Performance appraisals that included
sustainability metrics further reinforced
pro-environmental behavior. One partici-
pant rightly mentioned, “Our performance
evaluations now include a section on
sustainability contributions, which makes
us more conscious of how our actions
align with the organization’s goals.”

The empirical analysis shows the
coefficient of determination (R?) value

Multiple R 0.331939 . . o . .
R Square 07938192 0.793812 1mplle§ 79 A{oft.he variance in
Adjusted R Square 0.77023 the outcome variable i.e. individual en-
Standard error 10.701850 gagement for pro-environmental behav-
Source: Authors’ Calculations ior is explained by the model proposed.
Table 2 ANNOVA

Source df SS MS F SignificanceF
Regression 1 6.958435583 6.958435583 3.616986958 0.058644123
Residual 198 380.9165644 1.923821032

Total 199 387.875

Source: Authors’ Calculation

Table 3 Coefficients Table

Index Coefficient S.E t Sta. P Value Lower 95% Upper 95%
Constant 3.297423 0.21903 15.45009 0.004 2.8655 3.729

Source: Authors’ Calculation

Further, the first control variable, in-
dustry type, suggests that sectoral differ-
ences have no significant impact on pro-
environmental behavior. While impor-
tantly mid-sized firms have significant

impact on pro-environmental behavior
showing the efficacy of small and middle
sized firms adopting pro-environmental
behavior thereby achieve sustainability
compared to larger sized organizations.
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Fig 2 Results of the Regression Analysis
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Barriers to Integrating
Sustainability into Practices

The key challenges that emerged
from interviewing the managerial person-
nel are discussed as follows.

| Resistance to Change was a signifi-
cant barrier, particularly among
employees accustomed to estab-

lished routines that contradicted
sustainable practices.

e Resistance to Change was a signifi-
cant barrier, particularly among em-
ployees accustomed to established
routines that contradicted sustainable
practices. Approximately 30% of sur-
vey respondents expressed reluc-
tance to adopt new sustainability-ori-
ented behaviors, citing factors such
as perceived inconvenience and lack
of familiarity with new methods. In-
terview participants echoed this sen-
timent, noting that change manage-
ment strategies are essential for over-
coming resistance. A participant from

y

a technology firm shared, “Some
people resist sustainable practices
because they feel it disrupts their
routines. It takes time and communi-
cation to show them the benefits.
These insights highlight the need for
effective change management, in-
cluding clear communication and
training, to reduce resistance and fa-
cilitate the adoption of sustainable
practices.

Financial Constraints were another
barrier, particularly for smaller orga-
nizations with limited resources. Sur-
vey responses indicated that while
sustainability was valued, budgetary
limitations prevented some organiza-
tions from fully implementing green
initiatives. Interview participants
noted that balancing sustainability
with financial performance was a
challenge, as eco-friendly practices
sometimes required upfront invest-
ment without immediate returns. A
participant from a small manufactur-
ing firm stated, “We would like to do
more for the environment, but our
budget doesn’t allow for large invest-
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ments in sustainability.” This finding
aligns with the resource-based view,
which suggests that organizations
with greater financial capacity are
better positioned to adopt sustainable
practices (Hart, 1995).

o Lack of Awareness and Training on
sustainability was also identified as a
barrier. Survey responses indicated that
employees who were unaware of the
organization’s sustainability goals felt
less engaged in green initiatives. Inter-
view data revealed that some employ-
ees did not fully understand their role
in achieving the organization’s environ-
mental objectives, leading to disengage-
ment. One participant noted, “There’s
a gap in understanding how each of us
can contribute to sustainability. It’s not
always clear how our daily tasks im-
pact the environment.” This suggests
that organizations need to improve in-
ternal communication and provide tar-
geted training to enhance employees’
understanding of their contributions to
sustainability.

Conclusion

This study explored the critical role
of organizational behavior (OB) in foster-
ing sustainability within modern enter-
prises. As environmental and social pres-
sures intensify, the need for organizations
to integrate sustainable practices into their
operations has become paramount. By
examining the influence of leadership, or-
ganizational culture, green human re-
source management (HRM) practices,
and employee engagement on sustaina-
bility, this research highlights the behav-
ioral dimensions essential for driving or-

‘ OB principles, when aligned with
sustainability goals, play a trans-
formative role in shaping sustain-
able behavior within organizations.

ganizational change toward environmen-
tal responsibility. The study’s findings re-
veal that OB principles, when aligned with
sustainability goals, play a transformative
role in shaping sustainable behavior within
organizations. Leadership emerged as a
key driver, with transformational and ethi-
cal leadership styles fostering a sense of
purpose and accountability among em-
ployees. These leadership styles encour-
age employees to transcend self-interest,
aligning their actions with the
organization’s environmental objectives. A
sustainability-oriented organizational cul-
ture further supports these efforts by pro-
viding a shared framework that encour-
ages pro-environmental behavior.

Limitations & Future Research
Directions

The present study has considered
three aspects of Organizational
Behavior, namely leadership, green HRM
practices and organizational culture to
empirically demonstrate their impact on
pro-environmental behavior. However,
other notable aspects, namely resilience
and performance management system,
have not been considered in this study.
Although the study provides valuable in-
sights for practitioners and scholars, there
are areas where further research is war-
ranted. Further studies may find out the
impact of culture on individual engage-
ment for PEB, particularly in different
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cultures prevalent in different parts of the
globe. Moreover, the leadership approach
to PEB can be studied sector-wise as
there may be variations with reference to
sectors, e.g., the leadership approach in
brick and mortar industries like metal and
cement may be different from the leader-
ship approach in the ITEs sector. This
paper contributes to both OB and
sustainability literature, encapsulating the
realities and challenges encountered in the
Indian industries towards sustainability.
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Leadership Driving Individual Engagement for PEB

Promote leadership as a core value.

Encourage employees to adopt eco-friendly practices.
Ensure ethical and environment-sensitive decisions.

Clarity of vision for sustainability.

Organizational Culture Driving Individual Engagement for PEB

Encourage environment-friendly practices.

Embedment in the organization’s mission and operations.
Sense of mutual responsibility toward environmental goals.
Spread the importance of sustainability throughout the organization.

Green HRM Practices Driving Individual Engagement for PEB

Emphasize sustainability agenda in personnel practices.
Acquiring of manpower aligning sustainability goals.

Design sustainability-focused training.

Employees’ sustainability contribution is reflected in performance management.

Employee Engagement & Pro-Environmental Behavior

Actively engaged in environmentally friendly practices at work.
Conscious about the organization’s sustainability goals and role to play.
Sense of ownership towards sustainability initiatives.

Provision of insights and feedback mechanism across the organization.
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