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 In the recent decade, the literature on corporate greening, 

sustainability, and environmental performance has burgeoned. 

Organizational citizenship behaviour for the environment 

(OCBE), defined as employees’ voluntary behaviours that aim to 

contribute to the organization’s environmental management, has 

recently attracted considerable scholarly attention. Through a 

holistic review and synthesis of the current literature on OCBE, 

we aim to bridge the gaps in the literature and provide new and 

novel insights into the cascading effect of leaders’ OCBE 

throughout the organization. Specifically, we delineate the link 

between leaders’ OCBE engagement and followers’ propensity to 

engage in OCBE, a link mediated by organizational green culture 

(OGC). In addition, given the lack of attention to intra-personal 

variables in the OCBE literature, we also aim to explain the 

moderating effect of personality in the proposed mediated 

relationship. Theoretically, from the social learning and social 

exchange lenses, the paper contributes to the current literature by 

explaining the interplay between interpersonal (leaders’ 

behaviour) and organizational (OGC) variables in predicting 

employees’ OCBE. We also highlight the role of the personality 

trait of openness to experience as a boundary condition that can 

affect employees’ propensity to perform high-intensity OCBE. 

From a practical perspective, this paper offers valuable insights 

for management and HR practitioners who are committed to 

effective environmental management and sustainability. 

1. Introduction 

The environmental footprint of human activity has led to acute environmental degradation, 

bringing major challenges to the survival of humanity. A report recently released by the United 

Nations Environment Program (UNEP) (2023) stated that the continuation of the current 

emission reduction policies and efforts will result in 56 gigatons of CO2 equivalent (GtCO2e) 

https://doi.org/10.33422/ijarme.v7i4.1429
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greenhouse gas (GHG) emissions by 2035. This level of emissions significantly exceeds the 

threshold set by the Paris Agreement.  

Given the urgency of emission control and environmental management, today’s organizations 

are making notable progress towards corporate greening, such as dedicating resources to the 

research of green technology and emission reduction, or introducing new environmental 

policies (Lamm et al., 2013; Boiral et al., 2015). Employee pro-environmental behaviours (or 

employee green behaviours) in the workplace are a critical component of corporate 

environmental responsibility (CER) (Aggarwal & Singh, 2022; Duarte & Mouro, 2022; Faraz 

et al., 2021; Katz et al., 2022; Ying et al., 2020). Organizational citizenship behaviour for the 

environment (OCBE) represents employees’ discretionary green initiatives that are not 

formally rewarded or expected by the organizational system (Boiral et al., 2018). Building on 

the literature on organizational citizen behaviour (OCB), Boiral (2009) suggests that OCB can 

emphasize the social and ecological benefits. Thus, OCB and OCBE are related, yet distinct, 

constructs: while OCB is mainly organizationally focused, OCBE encompasses employees’ 

attitudes about both their organizations and sustainability (Lamm et al., 2013). Drawing upon 

the current research on OCBE, this study seeks to investigate the relationship between leaders’ 

and followers’ engagement in OCBE. Furthermore, we aim to provide insights into the 

underlying mechanisms and boundary conditions that may influence this relationship. Current 

literature on OCBE has generated knowledge of specific leadership styles that can predict 

employees’ OCBE (e.g. Gurmani et al. 2021; Khan et al., 2019; Su et al., 2023), and HR 

practices that can facilitate OCBE (e.g. Lu et al., 2022; Zhao et al., 2021), but scant attention 

has been paid to the outcomes of leaders’ OCBE (Biswas et al. 2022; Boeske, 2023; Gurmani, 

et al., 2021; Hu et al., 2023; MacKie, 2023; Podsakoff et al., 2009; Testa et al., 2020; Yuriev et 

al., 2020). As a result, there is a limited understanding of whether and how leaders’ OCBE can 

influence followers’ behaviours. In addition, current research on OCBE also neglected the 

implication of dispositional factors such as personality (Wells et al., 2024; Wiernik et al., 2018). 

Responding to calls in the OCBE literature to combine the effect of individual and 

organizational levels simultaneously (Linnenluecke et al., 2009; Lo et al., 2012; Wells et al., 

2024), we study individual psychographic variables and organizational context variables 

together, rather than separately.    

Given the gaps identified in the current literature, this paper addresses three research questions. 

First, are followers’ decisions to perform OCBE influenced by their leaders’ OCBEs? If so, 

what are the underlying mechanisms that explain the leader-follower transmission? Second, 

what is the role of Organizational Green Culture (OGC) in influencing employees’ OCBE? 

Finally, how does employee personality influence their decision to perform high-intensity 

OCBEs? 

To address these research questions, this paper proposes a conceptual model that explains why 

and how leaders’ OCBE can be transmitted to followers’ OCBE. Specifically, we propose that 

leaders’ OCBE predicts followers’ OCBE through a reinforced organizational green culture 

(OGC) and that followers more open to experience, a Big Five personality dimension (Roccas, 

et al., 2002), are more likely to engage in high-intensity OCBEs than those who are less open 

to experience. Almost every OCBE falls on a continuum ranging from low to high intensity 

(Ciocirlan, 2017). While low-intensity OCBEs were defined as extensions of domestic 

environmentally responsible behaviours, high-intensity OCBE are behaviours with short-term 

costs and long-term benefits, for instance, mobilizing other employees in an effort to implement 

eco-initiatives, volunteering to help improve the environmental performance of company 

products, services, or processes, volunteering to conduct research on the environmental impact 

of company projects, or offering to help implement environmental ISO standards (Ciocirlan, 

2017).  
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The present study aims to make several important contributions to the research on OCBE. First, 

using the social exchange theory (SET) and the social learning theory (SLT), we propose that 

a cascading effect exists between leaders’ OCBE and followers’ OCBE. This advances the 

current literature by outlining the key mechanisms that connect leaders’ and followers’ OCBEs. 

Second, the existing literature on OCBE has overlooked the impact of employee dispositional 

factors (Kim et al., 2017; Szostek, 2021; Zacher et al., 2023). To bridge the gap, this paper 

explains how employees’ personality traits can influence their engagement in OCBE, 

differentiated by intensity level. Analyzing green behaviors with different intensity levels is 

largely unexplored in the literature (Ciocirlan, 2023; Francoeur & Paillé, 2022). Third, the 

cascading effect of leaders’ OCBE downward in the organization suggested by the conceptual 

model offers a new and unique perspective on OCBE outcomes, which traditionally tend to 

emphasize the impact on organizational environmental performance (e.g., Daily et al., 2009) 

and overlook their inherent impact on the environment.  

The conceptual model developed here benefits both theory and practice. On the one hand, it 

sheds light on the antecedents of employee OCBE as it examines the complex interplay 

between organizational, behavioural, and dispositional factors in predicting employee 

voluntary green behaviours. On the other hand, the proposed conceptual model is valuable to 

management and HR practitioners who want to encourage and promote employees’ 

environmental initiatives that enhance their organization’s CER.  

The paper will be structured as follows. The first section introduces our theoretical background, 

grounded in the current literature on OCBE. The second section develops propositions by 

drawing on relevant theories and current empirical evidence. The third section discusses our 

theoretical and practical contributions and outlines directions for future research. The last 

section presents conclusions.  

2. Organizational Citizenship Behaviour for the Environment (OCBE) 

Building on the construct of OCB, Boiral (2009) defines OCBE as “individual and 

discretionary social behaviours not explicitly recognized by the formal reward system and 

contributing to improve the effectiveness of environmental management of organizations” (p. 

223). The existing OCBE literature encompasses three major streams of research (Boiral et al., 

2015; Boiral et al., 2018). First, most early studies on OCBE have focused on 

conceptualization, providing a solid theoretical foundation in this realm. Three central tenets 

of OCBE could be identified based on this research stream (Lamm et al., 2013; Robertson & 

Barling, 2017). To begin, the primary contribution of OCBE is reducing resource consumption. 

Next, OCBE is not explicitly required and rewarded by formal job descriptions. Finally, OCBE 

is driven by employees’ intent to protect the environment. Scholars have also developed 

various typologies of OCBE. For example, Boiral (2009) suggests that each dimension under 

OCB (Organ et al., 2006) can be applied to the case of OCBE. Boiral and Paille’s (2012) study 

identifies three types of OCBE. The first type, eco-initiatives, refers to employee-driven pro-

environmental behaviours such as recycling. The second type, eco-civic engagement, entails 

contributing to organizational environmental practices. Finally, eco-helping behaviours are 

those behaviours that can help tackle environmental issues in the workplace, including sharing 

ideas and thoughts. A target-based framework of OCBE was developed by Robertson and 

Barling (2017). They suggest that OCBE can be self-enacted (without a specific beneficiary 

target), co-worker-focused (benefits co-workers), or organizationally-focused (improve the 

organization’s environmental performance).  

The second research stream concentrates on the development of measurement instruments. The 

most widely adopted scales are the ones developed by Boiral and Paille (2012), and Lamm et 
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al. (2013). The ten-item scale developed by Boiral and Paille (2012) centres on the above-

mentioned three dimensions of OCB (i.e., eco-initiatives, eco-civic engagement, and eco-

helping), whereas the 12-item scale developed by Lamm et al. (2013) captures some specific 

behaviours (e.g., using scrap papers for notes instead of fresh paper). Robertson and Barling 

(2017) also developed a 10-item scale that reflects their target-based framework of OCBE.  

The third research stream focuses on exploring the antecedents and consequences of employee 

OCBE. Regarding antecedents of OCBE, some authors have examined cognitive factors, for 

example, Daily et al. (2009) propose that individuals with strong environmental concerns are 

more likely to engage in OCBE. Tosti-Kharas et al. (2017) postulate that finding both eco-

centric (i.e., the extent to which employees believe that sustainability is a moral imperative) 

and organization-centric rationales (i.e., the extent to which employees believe sustainability 

can generate financial benefits) can predict employees’ OCBE. It is worth noting that a 

considerable stream of research has examined the impact of leadership styles and HR practices 

on employees’ engagement in OCBE and has found mixed findings. Based on an empirical 

study with 447 participants in China, Khan et al. (2019) found that ethical leadership can 

influence employees’ OCBE through a green psychological climate. Similarly, Su et al. (2023) 

suggest that both team-level and individual-level ethical leadership are positively related to 

employees’ OCBE. Gurmani et al. (2021) report that environmental transformational 

leadership is a key driver of employees’ OCBE because such leaders can fulfil employees’ 

higher-end psychological needs by improving the perceived meaningfulness of work. Ullah et 

al. (2021) examine the connections between four leadership styles and employee OCBE and 

reports that responsible, inclusive, authentic, and supportive leadership styles are positively 

related to employee OCBE through employee psychological ownership and self-efficacy. By 

contrast, Testa et al. (2020) find that neither transactional nor transformational leadership is 

positively related to employee’s environmental-oriented OCB. In terms of HR practices, 

scholars have underscored the importance of green human resource management (Lu et al., 

2022) and socially responsible human resource management (HRM) (Zhao et al., 2021) in 

predicting employee’s OCBE. Scholars have also reported an array of consequences of 

employee OCBE, such as a positive impact on the organization’s environmental performance 

(Daily et al., 2009; Boiral et al., 2015) and on financial performance (Robertson & Barling, 

2017). In addition, in some recent studies, OCBE was examined as a mediator that connects 

corporate management practices and the desired outcomes. Ardiza et al. (2021) find that green 

performance appraisal will encourage employee OCBE, and in turn, their performance. By 

contrast, Saputro and Nawangsari’s (2021) found that green performance appraisal does not 

improve employee performance through OCBE, while other green HR practices, such as green 

recruitment, green training, and green compensation and reward, do. In their study of 216 ISO-

14001 certified manufacturers, Yue et al. (2023) find that the environmental management 

system (EMS) can improve a firm’s triple bottom line (TBL) performance through a serial 

mediation effect of green HRM and OCBE.  

3. The Theoretical Framework 

3.1. Social Learning Theory and OCBE 

The central argument of social learning theory (SLT) is that individuals emulate the behaviours 

of influential and trustworthy individuals they observe. In the workplace context, this theory 

has been extensively applied to explain the impact of role models (e.g., leaders) on employees. 

For example, Mayer et al. (2009) posit that because ethical leaders’ helping behaviours are 

likely to be imitated by followers, ethical leadership is positively associated with group OCB. 

Similarly, leaders’ green role modelling can influence followers to express their ‘green self’ 
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and mirror leader behaviour (Yuriev et al., 2018). These findings have been supported by recent 

studies. For example, Robertson and Carleton (2018) suggest that environmentally minded 

transformational leaders can encourage employees to perform voluntary pro-environmental 

behaviours because these leaders act as environmental role models themselves and share their 

environmental values with followers. Similarly, the moral modelling dimension of 

transformational leadership is positively related to both eco-helping and eco-civic behaviours, 

which are considered moral because they are not subject to formal rewards or duties (Mi et al., 

2019).  

Drawing on SLT and previous empirical evidence, we suggest that leaders’ display of OCBE 

can influence followers’ tendency to engage in OCBE for two reasons. First, as trustworthy 

individuals in the organization, leaders can act as environmental role models for their followers, 

resulting in employees’ decision to emulate those environmental behaviours that are deemed 

appropriate and helpful to the organization. Second, when employees’ engagement in OCBE 

generates positive outcomes or receives positive feedback, employees will be further motivated 

to strengthen such behaviours and behave in the same way when they encounter similar 

situations in the future (Bandura & Walters, 1977). This is because the behaviours promise 

positive consequences to employees. This finding is consistent with the reinforcement theory 

of motivation, which suggests that positive reinforcement will motivate individuals to continue 

behaving in certain ways as long as they expect to receive similar rewards in the future (Gordan 

& Krishanan, 2014).   

3.2. Social Exchange Theory and OCBE 

Social exchange theory (SET) is another framework that can help explain the leader-follower 

cascading effect. SET proposes that individuals engage in reciprocal exchange relationships 

with others (Cook et al., 2013). The form of exchange is not necessarily immediate and 

transactional but can be long-term and voluntary. Using a SET perspective, Asghar et al. (2022) 

find that environmental transformational leadership forges a strong exchange relationship 

between leaders and followers (i.e. leader-member exchange), which is beyond the completion 

of tasks required by the contract, and that such relationship will stimulate employees’ 

discretionary extra-role pro-environmental behaviours (i.e. OCBE). Indeed, empirical evidence 

has shown that OCB can be derived from social exchange relationships: employees’ 

transactional interactions with leaders, coworkers, and customers who exhibit OCB can trigger 

their own engagement in OCB (Ma & Qu, 2011).1 Consistent with this finding, higher 

perceived supervisory support (PSS) resulted in both OCB-I (i.e. OCB towards individuals) 

and OCB-O (i.e. OCB towards organizations) (Xu et al., 2022). Conversely, lack of support 

from one’s superior is a major barrier to employee pro-environmental behaviours (Yuriev et 

al., 2018). For example, supervisors’ ignorance of employees’ suggestions of green initiatives 

will make employees less likely to share their ideas in the future. More recently, Lamm et al. 

(2015) developed the construct of perceived organizational support for the environment (POS-

E) and suggested that POS-E is strongly and positively related to employees’ OCBE. 

Thus, using the SET framework, we suggest that leaders’ OCBE can foster followers’ OCBE 

for two reasons. First, in line with the existing literature (e.g. Aminet al., 2020; Priyankara et 

al., 2018), leaders’ OCBE demonstrates leaders’ support and commitment to their 

organization’s environmental goals. This will encourage followers to engage in such 

behaviours because they believe that leaders value their environmental contributions and will 

likely reward such behaviours. In addition, as supervisors are viewed as proxies of the 

 
1 his positive link was not always supported in the literature. For instance, Paille et al. (2013) found a negative 

relationship between PSS and OCBE, which can be explained by the supervisor’s weak environmental concern. 
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organization, supervisory support of environmental initiatives can also contribute to 

employees’ POS-E (Amin et al., 2020). As a result, employees will bear a responsibility to 

engage with and actively contribute to the organization’s environmental objectives (Paille & 

Boiral, 2013). This involvement is essential for fostering a culture of sustainability within the 

workplace. Second, leaders’ co-worker-focused OCBE can benefit subordinates in certain 

ways (Robertson & Barling, 2017). For example, bringing plants to the office promotes 

subordinates’ physical and mental health. Moreover, leaders’ involvement in an important type 

of OCBE, eco-helping, can help colleagues take environmental outcomes into consideration 

and better integrate environmental and organizational goals (Boiral & Paille, 2012). In those 

cases, employees will experience high quality leader-member exchange (LMX) and in turn, 

become more likely to engage in OCBE that can benefit their leaders (Asghar et al., 2022; 

Priyankara et al., 2018). Indeed, employees’ OCBE was influenced by perceived supervisory 

(Daily et al., 2009) and organizational support (Paille et al., 2013).  

Thus, we formulate:  

Proposition 1: Followers’ OCBE is positively associated with leaders’ engagement in OCBEs. 

(See P1 in Figure 1. The Conceptual Model) 

 

 

Figure 1. The conceptual model 

P1, P2 Represents direct path 

P3 Represents a mediated path 

P4 Represents a moderation path 

3.3. Organizational Green Culture 

Building on Edgar Schein’s (1985) model of organizational culture, Norton et al. (2015) define 

organizational green culture (OGC) as:  

“a pattern of shared basic assumptions learned by a group as it adapts to the challenges 

posed by human activity’s impact on the natural environment in a way that permits day-

to-day functioning, which has worked well enough to be considered valid and, 
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therefore, to be taught to new members as the correct way to perceive, think, and feel in 

relation to environmental sustainability” (p. 330).  

Some studies suggest that OGC can predict desirable outcomes, because the function of 

organizational green culture is to provide guidelines to organizational members regarding the 

way to improve the organization’s environmental performance and become more 

environmentally friendly (Al-Swidi et al., 2021). Among others, Wang (2019) finds that OGC 

improves the organization’s environmental performance and competitive advantage. Al-Swidi 

et al. (2021) suggest that green leadership behaviours can establish OGC and in turn, trigger 

employees’ green behaviours, and eventually improve the organizational environmental 

performance. Imran and Jingzu (2022) posit and find that OGC can improve organizational 

performance through enhanced green innovation.  

Other studies focus on the role of OGC as a contextual factor, finding that OGC enhances the 

positive effect of some antecedents because it integrates environmental awareness into the core 

values of the organization (Abbas & Khan, 2023). For example, Ali et al. (2023) suggest that 

OGC can strengthen the positive relationship between a firm’s green competencies and the top 

management support for sustainability, because OGC can shape a firm’s sustainability efforts. 

Abbas and Khan (2023) posit that green knowledge management will facilitate green 

innovation more effectively when the organization has a strong OGC. Pham et al.’s (2023) 

study provides some unique insights into organizational culture by discussing the impact of the 

national culture on the organizational culture. They argue that in the context of multinational 

corporations (in particular those that run hotels), organizational culture can be shaped by the 

culture of both home and host countries, and that the effectiveness of green reward on 

employees’ OCBE is stronger in Western-managed hotels than in the local-owned hotels. 

Building on the premise that leaders play a critical role in building and maintaining 

organizational culture (Boeske, 2023), and the empirical evidence summarized above, we 

suggest that leaders can forge a robust OGC which can, in turn, influence employees’ 

engagement in OCBEs. Starting from Norton et al.’s (2015) definition of OGC, we posit that 

leaders’ decision to engage in OCBE can infuse organizational culture with environmental 

awareness in three ways. First, leaders’ engagement in OCBE helps define the nature of human 

activity in the organization, encouraging employees to behave proactively when it comes to 

environmental sustainability. Second, organizational culture reflects the nature of reality and 

truth in the organization. Leaders demonstrate their support and commitment to the 

environmental goals by engaging in OCBE. Such behaviours also suggest that corporate 

environmental goals can be translated into employees’ voluntary pro-environmental 

behaviours (Boiral et al., 2015). Third, a sustainable organization builds connections among its 

members by sharing its core values and beliefs, which help employees identify proper 

sustainability behaviours in the organization (Boeske, 2023). Hence, if leaders promote the 

collective green effort among employees and are open to any ideas that help the organization’s 

green initiatives, they can create an organizational culture that is environmentally reciprocal 

and cooperative, showing that leaders value employees’ environmental contributions. This 

culture will in turn stimulate employees’ pro-environmental behaviours (Wang, 2019). 

Conversely, a non-green culture leads to unethical or non-green employee behaviour (Blok et 

al., 2015) and is one of the most frequent barriers to employee OCBEs (Yuriev et al., 

2018). From this point of view, supervisors’ (or leaders’) OCBE helps remove one of the major 

obstacles (i.e., a non-green culture) and establishes a robust green culture that enables and 

encourages more voluntary green behaviours of employees. In summary, OGC legitimizes 

environmental awareness and concerns, guides employees’ pro-environmental behaviours, and 

motivates employees to commit to environmental goals (Al-Swidi et al., 2021; Yu & Li, 2024). 

Thus, leaders’ OCBE can be transmitted to followers’ OCBE through a robust and active OGC. 
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Therefore, we formulate: 

Proposition 2: Leaders’ engagement in OCBEs is positively related to a strong OGC. (See 

P2 in Figure 1. The Conceptual Model) 

Proposition 3: A strong OGC mediates the positive relationship between leaders’ OCBE and 

followers’ OCBE. (See P3 in Figure 1. The Conceptual Model) 

3.4. Openness to Experience as a Moderator 

Employees’ personality traits have been neglected by most studies in the current literature on 

OCBE. In the Five Factor Model (FFM) of personality, neuroticism, agreeableness, and 

conscientiousness pertain to an individual’s tendency to be prosocial, while openness to 

experience and extraversion are associated with one’s proactive tendency and inclination 

toward growth (Chiaburu et al., 2011).  

Not all personality traits are relevant to all green behaviours, however, as these behaviors are 

different from each other. As mentioned above, green behaviours were categorized according 

to their intensity, as follows: “A high-intensity [green behavior] is characterized by one or more 

of the following: uncertainty regarding outcomes, high visibility, high organizational or 

individual costs, such as loss of reputation, demotion, or firing […]. Conversely, a low-

intensity [green behavior] is characterized by opposite characteristics: low uncertainty, low 

organizational or individual costs, and low visibility” (Ciocirlan, 2017, p. 53). In sum, high 

intensity behaviours have short-term costs to the employee performing them and long-term 

benefits to the organization and the environment (Ciocirlan, 2017). 

Given Ciocirlan’s (2017) categorization, we suggest that the most relevant FFM personality 

characteristic to explore in relation to high-intensity behaviors is the ‘openness to experience’ 

dimension. Individuals higher in openness enjoy developing new and novel ideas, have a wide 

range of interests, and think in unconventional terms (Kumar et al., 2009; McCrae & John, 

1992). Openness is a trait that conflicts with conformity, tradition, security, and other traits that 

aim to maintain the status quo (Roccas et al., 2002). Empirical evidence has also shown that 

openness is associated with risk-taking tendencies (Nicholson et al., 2005). Related to 

citizenship behaviours, research finds that openness can predict all three types of OCB (i.e. 

OCB-I, OCB-O, and change-oriented OCB) (Chiaburu et al., 2011). 

Interestingly, openness to experience was strongly and positively correlated with empathy in a 

large sample (Sommerlad et al., 2021), and empathy, in turn, influenced green attitudes and 

behavior both directly and indirectly (Berenguer, 2007; Yin et al., 2021). This may explain 

why openness to experience was positively associated with employee OCBEs (Katz et al., 

2022; Wells et al., 2024). Similarly, Wiernik et al. (2018) suggest that employees with a higher 

openness are more inclined to exhibit green behaviours. They also conclude that in general, 

individuals who are empathetic, have an aesthetic sense, and seek novel experiences are more 

likely to act in environmentally responsible ways. These characteristics are closely aligned with 

openness to experience (Kumar et al., 2009; McCrae & John, 1992). Szostek (2021) 

investigates how personality traits influence employees' OCBE within the framework of 

energy-saving actions. The study reveals that employees’ openness can indirectly promote 

OCBE, encouraging other organizational members to engage in these environmentally friendly 

behaviours as well. Blok et al. (2015) also suggest that openness is positively correlated with 

robust ecological values, which serves as a significant predictor to OCBE (Boiral et al., 2018; 

Tosti-Kharas et al., 2017). Additionally, a meta-analysis by Katz et al. (2022) found a strong 

positive association between openness and employee green behaviours.  
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In a UK sample, employees who were more open to experience, creative and unconventional 

were more likely to hold eco-centric views and to believe that humans are severely abusing the 

environment. They were also more likely to feel a sense of responsibility towards the 

environment and to feel jointly responsible for the negative environmental impacts of human 

action. Additionally, employees who scored higher on this dimension were more likely to 

perceive their organization’s CER efforts positively, and to engage in conserving behaviours 

themselves (Wells et al., 2024). Moreover, Terrier et al. (2016) examine the influence of the 

Big Five personality traits on OCBE and find that openness to experience is positively 

associated with eco-helping, which refers to OCBEs that aim to help colleagues and the 

organization to perform in more environmentally friendly ways. They believe that this positive 

correlation arises from the characteristics of individuals with higher levels of openness, who 

tend to be unconventional, proactive, and motivated to influence others.  

Overall, the impact of openness as a personality trait on employees’ green behaviour in 

organizations is underexplored in current literature on organizational environmentalism, so 

more research is needed to examine this dispositional variable in relation to OCBE in order to 

advance our understanding of the interplay between personality traits and OCBE (Farooq & 

Yusliza, 2023; Holmberg, 2022; Kim et al., 2017; Priyankara & Naotunna, 2021; Szostek, 

2021; Tang et al., 2023; Zacher, Rudolph, & Katz, 2023).  

Based on the prior empirical evidence, we suggest that employees who are more open to 

experience will be more likely to engage in high-intensity OCBE than employees who are less 

open to experience. The short-term costs and long-term benefits associated with high-intensity 

OCBEs (Ciocirlan, 2017) are expected to fit the proactive and forward-thinking nature of 

openness (Roccas et al., 2002). In addition, in the cybernetic big five (CB5T) framework where 

individuals’ personality traits can be reflected by the way they pursue their goals, individuals 

with a higher openness use higher levels of depth and breadth of information in pursuing goals 

(Connelly et al., 2018). The richness of information also allows individuals to consider 

undertaking short-term expenses to better attain long-term goals. In addition, as noted by 

Terrier et al. (2016) and Szostek (2021), individuals with higher levels of openness are more 

skilled at influencing other members within an organization by assisting them in better 

integrating environmental concerns. These traits closely align with the characteristics of high-

intensity OCBEs.  

Thus, we formulate: 

Proposition 4: The personality trait of openness to experience moderates the relationship 

between leaders’ OCBE and followers’ OCBE, such that followers with stronger openness 

tendencies are more likely to engage in high-intensity OCBE than followers with weaker 

openness tendencies. (See P4 in Figure 1. The Conceptual Model) 

4. Methodological Considerations 

Empirical analyses starting from our conceptual model can generate a deeper understanding of 

the link between leader and follower behaviour by shedding light on several aspects of OCBE. 

To test Proposition 1, researchers could measure leaders’ and followers’ OCBEs independently 

using a valid scale (e.g., Ciocirlan et al., 2020) and construct dyadic manager-employee pairs. 

To follow the temporality dimension, green behaviours would be measured at different points 

in time and correlation analysis could be employed to determine if a positive relationship exists 

between leader and follower behaviours.  

Similarly, to test Proposition 2, correlation analysis may be used to determine whether a 

positive relationship exists between leaders’ engagement in OCBEs and the ‘greenness’ of 



INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

10 

OGC,  using the recently developed and validated instrument by Aggarwal and Agarwala 

(2022). Regression analysis may also be employed to determine the strength of the association 

between leaders’ green behaviour and OGC. The mediation effect of OGC (Proposition 3) and 

the moderation effect of openness to experience (Proposition 4) may be explored using 

Structural Equation Model (SEM), via Hayes’ Process Model 4 and Process Model 7 

respectively, which can calculate direct, indirect and total effects (Hayes & Preacher, 2013).  

Besides quantitative methods, qualitative analysis based on interviews and focus groups may 

also be employed to assess perceptions of green organizational culture and leader behaviour. 

A thematic analysis (Braun & Clarke, 2006) may then be employed to explore how leaders 

influence green culture and follower behaviour. More ambitiously, an experimental design may 

be developed, where researchers would manipulate leaders’ green behaviours and observe 

whether OGC and employee green behaviours change in response.  

To test Proposition 4, a validated personality scale can be used (e.g., NEO personality 

inventory, Costa & McCrae, 1992) to measure followers’ openness to experience. Then, the 

moderating effect of openness could be assessed using hierarchical regression or interaction 

terms in SEM. Cluster analysis (Ketchen & Shook, 1996) may also be performed, where 

followers with similar openness scores would be grouped in the same cluster and their intensity 

of behaviour would be analyzed across groups. To strengthen causal inferences, longitudinal 

data could be used, particularly for Propositions 3 and 4. Researchers should carefully control 

for confounding variables, such as organizational context (e.g., industry, size) and 

organizational environmental policies.  

We also encourage researchers to develop and validate an instrument to measure the level of 

intensity of OCBEs (Ciocirlan, 2017). This will help future empirical studies use statistical 

tools to empirically test and verify the model we propose. A reliable and valid scale will also 

provide a robust basis for future theorizing and enable future OCBE research to generate new 

insights by assessing employees’ propensity to engage in various types of OCBE (Robertson 

& Barling, 2017).  

In addition, the current research on OCBE relies heavily on self-reported data, which can be 

subject to a common method bias (Podsakoff et al., 2012), especially in cross-sectional samples 

(e.g. Biswas et al., 2022; Szosteck, 2021; Su et al., 2023; Ullah et al., 2021). One 

recommendation that can help mitigate the impact of common method bias is that future studies 

on OCBE can obtain variables from different sources, such as observations (Podsakoff et al., 

2012). For example, instead of obtaining all variables from employees, future studies can 

measure individual-level variables (e.g. employee OCBE) from employees and group-level 

variables (e.g. ethical leadership) from the supervisor. It is also highly recommended that future 

studies in OCBE conduct longitudinal research to better observe the interaction between 

variables and establish causal relationships (Al-Swidi et al., 2021; Biswas et al., 2022; Su et 

al., 2023).  

5. Discussion 

Although the current literature has established that leadership behaviours can play a pivotal 

role in facilitating employees’ OCBE in the workplace (Smith & O’Sullivan, 2012) and that 

certain leadership styles can promote employees’ voluntary green behaviours (Robertson & 

Carleton, 2018; Ying et al., 2020; Zhao et al., 2021), it is unclear whether and how leaders’ 

OCBE will be transmitted to followers’ OCBE (Boiral et al., 2015). In addition, previous 

literature on employee green behaviours has overlooked individual differences (Wells et al., 

2024). Complementing the current literature on OCBE, this paper contributes to theoretical 

development in this direction and suggests that leaders’ OCBE will also have a cascading effect 
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on followers’ behaviour. This allows for a deeper understanding of a leader’s role in fostering 

employees’ OCBE. Moreover, since the role of employees’ dispositional factors has been 

understudied in the existing literature, this paper suggests that openness as a personality trait 

can determine employee engagement in high-intensity OCBEs, and should be integrated in 

existing theoretical frameworks that aim at explaining employee engagement in OCBEs (Wells 

et al., 2024).  

From a practical perspective, this study also offers valuable insights for managers and HR 

practitioners. First, the model posits that employees tend to emulate leaders’ OCBE, hence, in 

pursuit of environmental goals, leaders must function as role models that guide employees' 

behaviours. Thus, given the importance of leaders’ role modelling, HR practitioners can design 

training interventions that aim to strengthen leaders’ environmental values and norms to 

encourage them to perform OCBEs (Boiral et al., 2018; Katz et al., 2022; Wiernik et al., 2018). 

Second, the study also maps the way openness impacts the level of intensity of employees’ 

OCBE. This helps organizations better manage and predict employees' behavioural tendencies. 

Indeed, personality measures have long been adopted and embedded in screening, selection, 

and talent management (Connelly et al., 2018; Hughes & Batey, 2017). HR managers can adapt 

their recruiting, orientation, training and development, and performance evaluation processes 

to optimize the fit between organizational culture and the personality orientation of employees 

(Ciocirlan, 2018; 2023). Screening devices that measure employees’ openness to experience 

could be incorporated into the selection process, as long as they are valid and reliable 

(Ciocirlan, 2018; Fodchuk, 2007; Liebowitz, 2010).  

Thus, if our proposition that more open employees are more inclined to perform high-intensity 

OCBEs is supported empirically, we suggest that companies with ambitious environmental 

goals or those pursuing significant transitions toward sustainability—such as the adoption of 

ISO 14001 standards—would benefit from prioritizing the recruitment and selection of 

personnel who exhibit greater openness to experience (Katz et al., 2022; Terrier et al., 2016).  

6. Limitations and Future Research Directions 

In this section, we discuss several limitations of our paper and suggest some future research 

pathways. Firstly, although we base our propositions on the current literature, the model we 

propose has not been empirically tested. Secondly, we also acknowledge that in this study, we 

did not consider cross-cultural generalizability. Some recent studies in OCBE have 

demonstrated that national culture could influence employees’ behavioural and attitudinal 

patterns (Pham, 2023). It is possible that national cultural dimensions identified by the GLOBE 

study (e.g., power distance, humane orientation, collectivism) (House et al., 2004), may 

influence employees’ propensity to perform high-intensity OCBE. The SET and the SLT 

theories have been developed in the Western hemisphere, so it is possible that they may not 

hold in Asian or Middle Eastern cultures, where different cultural dimensions prevail. 

Additionally, these theories assume positive employee attitudes toward the organization and 

their leaders. However, if employees are disengaged, feel unsupported by their leaders, or 

function in organizational cultures characterized by low morale, they may be less interested in 

emulating leader behaviours or following the environmental norms of the organization 

(Ciocirlan, 2017; Zibarras & Ballinger, 2011).  

In light of these limitations, future studies may explore the following aspects. First, empirical 

studies can further examine the influence of other dispositional factors (e.g., attitudes) on 

employees’ OCBE. Recent scholars have stressed the importance of employee individual 

differences in their green behaviours (Wells et al., 2024). In this respect, future studies can 

shed light on this point and further examine dispositional factors that can contribute to the way 
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employees behave. Second, given that the top-down effect of leadership behaviours has been 

extensively researched in the current literature (Robertson & Barling, 2018; Faraz et al., 2021; 

Gurmani et al., 2021; Khan et al., 2019), future researchers can discuss the effect of employees’ 

green behaviours on the upper levels of the organization (i.e., is there a bottom-up effect?). 

Some authors have discussed the way organizations can benefit from employees’ green 

behaviours (e.g., Blazejewski et al., 2018) and how employees’ OCBE can shape and facilitate 

the organization’s isomorphism towards institutional environmental demands (Testa et al., 

2020). Future studies can delve deeper into this point and further discuss the potential impact 

of employee voluntary green initiatives on organizational culture, objectives, values, and 

performance. Third, research on leaders’ engagement in OCBE is still sparse. Although some 

authors have suggested some cognitive antecedents of managers’ OCBE, such as perceived 

behavioural control, environmental attitude, and environmental values (Akterujjaman et al., 

2022; Boiral et al., 2015), this area is still underexplored. Given that focusing on managers’ 

OCBE is beneficial in several ways (Boiral et al., 2015), future studies can explore antecedents 

that determine managerial involvement in OCBEs.  

In addition, beyond the SLT and SET lenses, future studies can also employ other theoretical 

frameworks to explain the link between leader and follower OCBEs, such as social cognitive 

theory (e.g., moral justification). Additionally, from a cultural and institutional perspective, 

Pham et al. (2023) suggest that employees’ OCBE and in-role green behaviours can be affected 

by the national culture. Future studies can further examine the role of national culture and 

institutional isomorphism in shaping organizational norms and values regarding sustainability 

and in turn, employees’ OCBE, especially in the context of multinational corporations. From 

this standpoint, qualitative studies of OCBE might be needed in some multicultural contexts to 

provide more insights into the interaction between the culture of the host and the home 

countries, and the way cultural background and societal values can shape employees’ 

perceptions and inclinations towards sustainability and OCBE. 

7. Conclusion 

The body of research on OCBE is burgeoning, however, while it is developing rapidly, there 

are still some gaps to be addressed. Drawing on the previous literature and empirical evidence, 

we seek to deepen the understanding of employee OCBE by proposing a conceptual model that 

describes the downward domino effect of leaders’ OCBE throughout the organization.  

This paper makes several unique contributions to the literature. First, in contrast to previous 

literature, the integrated model we propose considers interpersonal-, intrapersonal-, and 

organizational-level variables simultaneously. The model explains the complex interplay 

among these variables and describes the mechanism by which leaders’ OCBEs affect employee 

OCBEs. It posits that leaders’ OCBE can influence followers’ OCBEs directly, and indirectly, 

through organizational culture. We also highlight the impact of personality traits on employee 

OCBE, which is often neglected by the existing literature. Essentially, we propose that 

employees with stronger openness to experience will increase their propensity to pursue long-

term environmental goals with short-term costs, i.e., engage in high-intensity behaviours. The 

proposed model also provides management and HR practitioners with valuable insights. Future 

studies in this field can further explore the antecedents and outcomes of OCBE from various 

perspectives.  



INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

13 

References 

Abbas, J., & Khan, S. M. (2023). Green knowledge management and organizational green 

culture: an interaction for organizational green innovation and green performance. Journal 

of Knowledge Management, 27(7), 1852–1870. https://doi.org/10.1108/JKM-03-2022-0156 
 

Aggarwal, P., & Agarwala, T. (2022). Green organizational culture: An exploration of 

dimensions. Global Business Review. https://doi.org/10. 

1177/09721509211049890 
 

Aggarwal, P., & Singh, R. K. (2022). Synthesizing the affinity between employees' 

internal‐ external CSR perceptions and work outcomes: A meta‐analytic 

investigation. Business Ethics, the Environment, & Responsibility, 31(4), 1053-

1101. https://doi.org/10.1111/beer.12451 
 

Akterujjaman, S. M., Blaak, L., Ali, M. I., & Nijhof, A. (2022). Organizational citizenship 

behavior for the environment: a management perspective. International Journal of 

Organizational Analysis, 30(6), 1783-1802. https://doi.org/10.1108/IJOA-01-2021-2567 
 

Al-Swidi, A. K., Gelaidan, H. M., & Saleh, R. M. (2021). The joint impact of green human 

resource management, leadership and organizational culture on employees’ green behaviour 

and organisational environmental performance. Journal of Cleaner Production, 316, 

128112-. https://doi.org/10.1016/j.jclepro.2021.128112 
 

Ali, M., Malik, M., Yaqub, M. Z., Chiappetta Jabbour, C. J., Lopes de Sousa Jabbour, A. B., & 

Latan, H. (2023). Green means long life - green competencies for corporate sustainability 

performance: A moderated mediation model of green organizational culture and top 

management support. Journal of Cleaner Production, 427, 139174-. 

https://doi.org/10.1016/j.jclepro.2023.139174 

Amin, I., Zailani, S., & Rahman, M. K. (2020). Predicting employees’ engagement in 

environmental behaviors with supply chain firms. Management Research Review, 44(6), 

825-848. https://doi.org/10.1108/MRR-05-2020-0280 

Ardiza, F., Nawangsari, L. C., & Sutawidjaya, A. H. (2021). The influence of green 

performance appraisal and green compensation to improve employee performance 

through OCBE. International Review of Management and Marketing, 11(4), 13. 

https://doi.org/10.32479/irmm.11632 
 

Asghar, M. M., Zaidi, S. A. H., Ahmed, Z., Khalid, S., Murshed, M., Mahmood, H., & Abbas, 

S. (2022). The role of environmental transformational leadership in employees’ 

influencing organizational citizenship behavior for environment well-being: a survey data 

analysis. Environmental Science and Pollution Research International, 29(39), 58773–

58790. https://doi.org/10.1007/s11356-022-19886-5 
 

Bandura, A., & Walters, R. H. (1977). Social learning theory (Vol. 1, pp. 141-154). Englewood 

Cliffs, NJ: Prentice hall. 
 

Berenguer, J. (2007). The effect of empathy in pro-environmental attitudes and 

behaviors.  Environment and Behavior, 39(2), 269-283. https://doi.org/10. 

1177/0013916506292937 

 

Biswas, S. R., Uddin, M. A., Bhattacharjee, S., Dey, M., & Rana, T. (2022). Ecocentric 

leadership and voluntary environmental behavior for promoting sustainability strategy: 

The role of psychological green climate. Business Strategy and the Environment, 31(4), 

1705-1718. https://doi.org/10.1002/bse.2978 
 

https://doi.org/10.1108/JKM-03-2022-0156
https://doi.org/10.1177/09721509211049890
https://doi.org/10.1177/09721509211049890
https://doi.org/10.1111/beer.12451
https://doi.org/10.1108/IJOA-01-2021-2567
https://doi.org/10.1016/j.jclepro.2021.128112
https://doi.org/10.1016/j.jclepro.2023.139174
https://doi.org/10.1108/MRR-05-2020-0280
https://doi.org/10.32479/irmm.11632
https://doi.org/10.1007/s11356-022-19886-5
https://doi.org/10.1177/0013916506292937
https://doi.org/10.1177/0013916506292937
https://doi.org/10.1002/bse.2978


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

14 

Blazejewski, S., Gräf, A., Buhl, A., & Dittmer, F. (2018). Enabling green spillover: How firms 

can benefit from employees’ private green activism. In Contemporary developments in 

green human resource management research (pp. 73-94). Routledge. 

https://doi.org/10.4324/9781315768953-5 

Blok, V., Wesselink, R., Studynka, O., & Kemp, R. (2015). Encouraging sustainability in 

the workplace: A survey on the pro-environmental behaviour of university employees. 

Journal of Cleaner Production, 106, 55–67. https://doi.org/10.101 

6/j.jclepro.2014.07.063 
 

Boeske, J. (2023). Leadership towards sustainability: a review of sustainable, sustainability, 

and environmental leadership. Sustainability, 15(16), 12626. https://doi.org/1 

0.3390/su151612626 
 

Boiral, O. (2009). Greening the Corporation through Organizational Citizenship Behaviors. 

Journal of Business Ethics, 87(2), 221–236. https://doi.org/10.1007/s10551-008-9881-2 
 

Boiral, O., & Paillé, P. (2012). Organizational Citizenship Behaviour for the Environment: 

Measurement and Validation. Journal of Business Ethics, 109(4), 431–445. 

https://doi.org/10.1007/s10551-011-1138-9 
 

Boiral, O., Raineri, N., & Talbot, D. (2018). Managers’ citizenship behaviors for the 

environment: a developmental perspective. Journal of Business Ethics, 149, 395-409. 

https://doi.org/10.1007/s10551-016-3098-6 
 

Boiral, O., Talbot, D., & Paillé, P. (2015). Leading by Example: A Model of Organizational 

Citizenship Behavior for the Environment. Business Strategy and the Environment, 24(6), 

532–550. https://doi.org/10.1002/bse.1835 
 

Braun, V. & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative Research in 

Psychology, 3:2, 77-101. https://doi.org/10.1191/1478088706qp063oa 
 

Chiaburu, D. S., Oh, I.-S., Berry, C. M., Li, N., & Gardner, R. G. (2011). The Five-Factor 

Model of Personality Traits and Organizational Citizenship s: A Meta-Analysis. Journal 

of Applied Psychology, 96(6), 1140–1166. https://doi.org/10.1037/a0024004 

Ciocirlan, C.E. (2023). Have me do and I’ll always be true: Exploring the match between green 

employees and their jobs. Journal of Cleaner Production, 383(2023), 135471, 1-9. 

https://doi.org/10.1016/j.jclepro.2022.135471 

Ciocirlan, C. E., Gregor-Smith, D., Manika, D., & Wells, V. (2020). Using values, beliefs, and 

norms to predict conserving behaviors in organizations. European Management Review, 

17(2), 543-558. https://doi.org/10.1111/emre.12388 

Ciocirlan, C.E. (2018). Green human resources management (HRM). In Wells, V., Gregory-

Smith, D. & Manika, D. (eds.), Research Handbook on Employee Pro-Environmental 

Behaviour. Cheltenham, UK: Edward Elgar Publishing. https://doi.org/10.433 

7/9781786432834.00008 

Ciocirlan, C. E. (2017). Environmental Workplace Behaviors: Definition Matters. 

Organization & Environment, 30(1), 51–70. https://doi.org/10.1177/1086026615628036 
 

Connelly, B. S., Ones, D. S., & Hülsheger, U. R. (2018). Personality in industrial, work and 

organizational psychology: Theory, measurement and application. The SAGE handbook of 

industrial, work and organizational psychology, 1, 320-365. https://doi.org/10.4 

135/9781473914940.n13 
 

https://doi.org/10.4324/9781315768953-5
https://doi.org/10.1016/j.jclepro.2014.07.063
https://doi.org/10.1016/j.jclepro.2014.07.063
https://doi.org/10.3390/su151612626
https://doi.org/10.3390/su151612626
https://doi.org/10.1007/s10551-008-9881-2
https://doi.org/10.1007/s10551-011-1138-9
https://doi.org/10.1007/s10551-016-3098-6
https://doi.org/10.1002/bse.1835
https://doi.org/10.1191/1478088706qp063oa
https://doi.org/10.1037/a0024004
https://doi.org/10.1016/j.jclepro.2022.135471
https://doi.org/10.1111/emre.12388
https://doi.org/10.4337/9781786432834.00008
https://doi.org/10.4337/9781786432834.00008
https://doi.org/10.1177/1086026615628036
https://doi.org/10.4135/9781473914940.n13
https://doi.org/10.4135/9781473914940.n13


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

15 

Cook, K. S., Cheshire, C., Rice, E. R., & Nakagawa, S. (2013). Social exchange 

theory. Handbook of social psychology, 61-88. https://doi.org/10.1007/978-94-007-6772-

0_3 
 

Costa, P. T. Jr., & McCrae, R. R. (1992). Revised NEO Personality Inventory (NEO-PI-R) and 

NEO Five-Factor Inventory (NEOFFI) professional manual. Odessa, FL: Psychological 

Assessment Resources. 
 

Daily, B. F., Bishop, J. W., & Govindarajulu, N. (2009). A Conceptual Model for Organizational 

Citizenship Behavior Directed Toward the Environment. Business & Society, 48(2), 243–

256. https://doi.org/10.1177/0007650308315439 
 

Duarte, A. P., & Mouro, C. (2022). Environmental corporate social responsibility 

and   workplace pro-environmental behaviors: Person-organization fit and organizational 

identification’s sequential mediation. International Journal of Environmental Research and 

Public Health, 19(16), 10355. https://doi.org/10.3390/ijerph191610355 
 

Faraz, N. A., Ahmed, F., Ying, M., & Mehmood, S. A. (2021). The interplay of green servant 

leadership, self‐efficacy, and intrinsic motivation in predicting employees’ pro‐

environmental behavior. Corporate Social-Responsibility and Environmental 

Management, 28(4), 1171–1184. https://doi.org/10.1002/csr.2115 
 

Farooq, K., & Yusliza, M. Y. (2023). Two decades of workplace ecological behaviour: A 

systematic literature review. Benchmarking: An International Journal, 30(10), 4681-

4716. https://doi.org/10.1108/BIJ-02-2022-0079 
 

Fodchuk, K. M. (2007). Work environments that negate counterproductive behaviors and foster 

organizational citizenship: Research-based recommendations for managers. The 

Psychologist-Manager Journal, 10(1), 27. https://doi.org/10.1080/10887150709336611 
 

Francoeur, V., & Paillé, P. (2022). Green behaviors in the workplace. Palgrave Macmillan. 

https://doi.org/10.1007/978-3-030-94541-1 

Gordan, M., & Krishanan, I. A. (2014). A review of BF Skinner’s ‘Reinforcement Theory of 

Motivation’. International journal of research in education methodology, 5(3), 680-688. 

https://doi.org/10.24297/ijrem.v5i3.3892 
 

Gurmani, J. K., Khan, N. U., Khalique, M., Yasir, M., Obaid, A., & Sabri, N. A. A. (2021). Do 

environmental transformational leadership predicts organizational citizenship behavior 

towards environment in hospitality industry: Using structural equation modelling 

approach. Sustainability (Basel, Switzerland), 13(10), 5594-. 

https://doi.org/10.3390/su13105594 
 

Hayes, A.F. and Preacher, K.J. (2013), “Statistical mediation analysis with a multi-categorical 

independent variable”, British Journal of Mathematical and Psychology, Vol. 67, pp. 451-

470, doi: 10.1111/bmsp.12028. https://doi.org/10.1111/bmsp.12028 
 

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (Eds) 2004. Culture, 

leadership and organizations: The GLOBE study of 62 societies. Thousand Oaks, CA: 

Sage. 
 

Hu, L., Chang, T. W., Lee, Y. S., Yen, S. J., & Ting, C. W. (2023). How does sustainable 

leadership affect environmental innovation strategy adoption? The mediating role of 

environmental identity. International journal of environmental research and public 

health, 20(1), 894. https://doi.org/10.3390/ijerph20010894 
 

Hughes, D. J., & Batey, M. (2017). Using personality questionnaires for selection. The Wiley 

Blackwell handbook of the psychology of recruitment, selection and employee retention, 

151-181. https://doi.org/10.1002/9781118972472.ch8 
 

https://doi.org/10.1007/978-94-007-6772-0_3
https://doi.org/10.1007/978-94-007-6772-0_3
https://doi.org/10.1177/0007650308315439
https://doi.org/10.3390/ijerph191610355
https://doi.org/10.1002/csr.2115
https://doi.org/10.1108/BIJ-02-2022-0079
https://doi.org/10.1080/10887150709336611
https://doi.org/10.1007/978-3-030-94541-1
https://doi.org/10.24297/ijrem.v5i3.3892
https://doi.org/10.3390/su13105594
https://doi.org/10.1111/bmsp.12028
https://doi.org/10.3390/ijerph20010894
https://doi.org/10.1002/9781118972472.ch8


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

16 

Holmberg, C. J. (2022). Exploring the Relationships Between the HEXACO Personality 

Dimensions and Employee Green Behavior. 
 

Imran, M., & Jingzu, G. (2022). Green Organizational Culture, Organizational Performance, 

Green Innovation, Environmental Performance: A Mediation-Moderation Model. Journal 

of Asia-Pacific Business, 23(2), 161–182. https://doi.org/10.1 

080/10599231.2022.2072493 
 

Katz, I. M., Rauvola, R. S., Rudolph, C. W., & Zacher, H. (2022). Employee green behavior: 

A meta‐analysis. Corporate Social-Responsibility and Environmental Management, 

29(5), 1146–1157. https://doi.org/10.1002/csr.2260 
 

Ketchen, D. J., & Shook, C. L. (1996). The application of cluster analysis in strategic 

management research: an analysis and critique. Strategic Management Journal, 17(6), 

441-458. https://doi.org/10.1002/(SICI)1097-0266(199606)17:6%3C441::AID-

SMJ819%3E3.0.CO;2-G  

Khan, M. A. S., Jianguo, D., Ali, M., Saleem, S., & Usman, M. (2019). Interrelations between 

ethical leadership, green psychological climate, and organizational environmental 

citizenship behavior: A moderated mediation model. Frontiers in Psychology, 10, 1977–

1977. https://doi.org/10.3389/fpsyg.2019.01977 
 

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. https://doi.org/10.1177/0149206314547386 
 

Kumar, K., Bakhshi, A., & Rani, E. (2009). Linking the 'Big Five' personality domains to 

Organizational citizenship behavior. International journal of Psychological studies, 1(2), 

73. https://doi.org/10.5539/ijps.v1n2p73 
 

Lamm, E., Tosti-Kharas, J., & King, C. E. (2015). Empowering employee sustainability: 

Perceived organizational support toward the environment. Journal of Business Ethics, 

128, 207-220. https://doi.org/10.1007/s10551-014-2093-z 
 

Lamm, E., Tosti-Kharas, J., & Williams, E. G. (2013). Read This Article, but Don’t Print It: 

Organizational Citizenship Behavior Toward the Environment. Group & Organization 

Management, 38(2), 163–197. https://doi.org/10.1177/1059601112475210 

Liebowitz, J. (2010), ‘The role of HR in achieving a sustainability culture’, Journal of 

Sustainable Development, 3 (4), 50-57. https://doi.org/10.5539/jsd.v3n4p50 

Linnenluecke, M. K., Russell, S. V., & Griffiths, A. (2009). Subcultures and 

sustainability practices: the impact on understanding corporate sustainability. Business 

Strategy and the Environment, 18, 432-452. https://doi.org/10.1002/bse.609 
 

Lo, S. H., Peters, G. J. Y., & Kok, G. (2012). A review of determinants of and interventions   

for proenvironmental behaviors in organizations.  Journal of Applied Social 

Psychology, 42(12), 2933-2967.  
 

Lu, H., Cai, S., Liu, Y., & Chen, H. (2023). How GHRM impacts employee OCBE: the role of 

emotions and value discrepancy. International Journal of Manpower, 44(2), 318–333. 

https://doi.org/10.1108/IJM-02-2021-0094 
 

Ma, E., & Qu, H. (2011). Social exchanges as motivators of hotel employees’ organizational 

citizenship behavior: The proposition and application of a new three-dimensional 

framework. International Journal of Hospitality Management, 30(3), 680–688. 

https://doi.org/10.1016/j.ijhm.2010.12.003 
 

https://doi.org/10.1080/10599231.2022.2072493
https://doi.org/10.1080/10599231.2022.2072493
https://doi.org/10.1002/csr.2260
https://doi.org/10.1002/(SICI)1097-0266(199606)17:6%3C441::AID-SMJ819%3E3.0.CO;2-G
https://doi.org/10.1002/(SICI)1097-0266(199606)17:6%3C441::AID-SMJ819%3E3.0.CO;2-G
https://doi.org/10.3389/fpsyg.2019.01977
file:///C:/Users/Sara/Downloads/1335-1358. https:/doi.org/10.1177/0149206314547386
file:///C:/Users/Sara/Downloads/1335-1358. https:/doi.org/10.1177/0149206314547386
https://doi.org/10.5539/ijps.v1n2p73
https://doi.org/10.1007/s10551-014-2093-z
https://doi.org/10.1177/1059601112475210
https://doi.org/10.5539/jsd.v3n4p50
https://doi.org/10.1002/bse.609
https://doi.org/10.1108/IJM-02-2021-0094
https://doi.org/10.1016/j.ijhm.2010.12.003


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

17 

MacKie, D. (Ed.). (2023). The Handbook of Climate Change Leadership in Organisations: 

Developing Leadership for the Age of Sustainability (1st ed.). Routledge. 

https://doi.org/10.4324/9781003343011 
 

Mayer, D. M., Kuenzi, M., Greenbaum, R., Bardes, M., & Salvador, R. (Bombie). (2009). How 

low does ethical leadership flow? Test of a trickle-down model. Organizational Behavior 

and Human Decision Processes, 108(1), 1–13. https://doi.org/10.1016/ 

j.obhdp.2008.04.002 
 

McCrae, R. R., & John, O. P. (1992). An Introduction to the Five-Factor Model and Its 

Applications. Journal of Personality, 60(2), 175–215. https://doi.org/10.1111/j.1467-

6494.1992.tb00970.x 
 

Mi, L., Gan, X., Xu, T., Long, R., Qiao, L., & Zhu, H. (2019). A new perspective to promote 

organizational citizenship behaviour for the environment: The role of transformational 

leadership. Journal of Cleaner Production, 239, 118002. https://doi.org/10.1 

016/j.jclepro.2019.118002 

Nicholson, N., Soane, E., Fenton-O’Creevy, M., & Willman, P. (2005). Personality and 

domain-specific risk-taking. Journal of Risk Research, 8(2), 157–176. 

https://doi.org/10.1080/1366987032000123856 
 

Norton, T. A., Zacher, H., & Ashkanasy, N. M. (2015). Pro-environmental organizational 

culture and climate. In J. L. Robertson & J. Barling (Eds.), The psychology of green 

organizations (pp. 322–348). Oxford University Press. https://doi.org/10.1093/ 

acprof:oso/9780199997480.003.0014 
 

Organ, D. W., Podsakoff, P. M., & MacKenzie, S. B. (2006). Organizational citizenship 

behavior: Its nature, antecedents, and consequences. Sage publications. 

https://doi.org/10.4135/9781452231082 
 

Paillé, P., & Boiral, O. (2013). Pro-environmental behavior at work: Construct validity and 

determinants. Journal of Environmental Psychology, 36, 118–128. https://doi.org/ 

10.1016/j.jenvp.2013.07.014 
 

Paillé, P., & Paillé, P. (2020). Employee Environmental Behaviors. Greening the Workplace: 

Theories, Methods, and Research, 21-42. https://doi.org/10.1007/978-3-030-58388-0_3 
 

Paillé, P., Boiral, O., & Chen, Y. (2013). Linking environmental management practices and 

organizational citizenship behaviour for the environment: a social exchange perspective. 

International Journal of Human Resource Management, 24(18), 3552–3575. 

https://doi.org/10.1080/09585192.2013.777934 
 

Pham, N. T., Chiappetta Jabbour, C. J., Vo-Thanh, T., Huynh, T. L. D., & Santos, C. (2023). 

Greening hotels: does motivating hotel employees promote in-role green performance? 

The role of culture. Journal of Sustainable Tourism, 1-20. https://doi.org/10.1 

080/09669582.2023.2259117 
 

Podsakoff, P. M., MacKenzie, S. B., & Podsakoff, N. P. (2012). Sources of method bias in 

social science research and recommendations on how to control it. Annual review of 

psychology, 63(1), 539-569. https://doi.org/10.1146/annurev-psych-120710-100452 
 

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B. D. (2009). Individual-and 

organizational-level consequences of organizational citizenship s: A meta-

analysis. Journal of applied Psychology, 94(1), 122. https://doi.org/10.1037/a0013079 
 

Priyankara, H., Luo, F., Saeed, A., Nubuor, S., & Jayasuriya, M. (2018). How Does Leader’s 

Support for Environment Promote Organizational Citizenship Behaviour for 

https://doi.org/10.4324/9781003343011
https://doi.org/10.1016/j.obhdp.2008.04.002
https://doi.org/10.1016/j.obhdp.2008.04.002
https://doi.org/10.1111/j.1467-6494.1992.tb00970.x
https://doi.org/10.1111/j.1467-6494.1992.tb00970.x
https://doi.org/10.1016/j.jclepro.2019.118002
https://doi.org/10.1016/j.jclepro.2019.118002
https://doi.org/10.1080/1366987032000123856
https://doi.org/10.1093/acprof:oso/9780199997480.003.0014
https://doi.org/10.1093/acprof:oso/9780199997480.003.0014
https://doi.org/10.4135/9781452231082
https://doi.org/10.1016/j.jenvp.2013.07.014
https://doi.org/10.1016/j.jenvp.2013.07.014
https://doi.org/10.1007/978-3-030-58388-0_3
https://doi.org/10.1080/09585192.2013.777934
https://doi.org/10.1080/09669582.2023.2259117
https://doi.org/10.1080/09669582.2023.2259117
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.1037/a0013079


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

18 

Environment? A Multi-Theory Perspective. Sustainability, 10(1), 271-. 

https://doi.org/10.3390/su10010271 
 

Priyankara, H. P. R., & Naotunna, N. P. G. S. I. (2021). Contextual divide, methodological 

variations and theoretical usage of voluntary employee green behaviour research: a 

review. International Journal of Society Systems Science, 13(1), 16-33. 

https://doi.org/10.1504/IJSSS.2021.115846 
 

Robertson, J. L., & Barling, J. (2017). Toward a new measure of organizational environmental 

citizenship behaviour. Journal of Business Research, 75, 57–66. 

https://doi.org/10.1016/j.jbusres.2017.02.007 
 

Robertson, J. L., & Carleton, E. (2018). Uncovering How and When Environmental Leadership 

Affects Employees’ Voluntary Pro-environmental Behavior. Journal of Leadership & 

Organizational Studies, 25(2), 197–210. https://doi.org/10.1177/1548051817738940 

Roccas, S., Sagiv, L., Schwartz, S. H., & Knafo, A. (2002). The big five personality factors and 

personal values. Personality and social psychology bulletin, 28(6), 789-801. 

https://doi.org/10.1177/0146167202289008 
 

Saputro, A., & Nawangsari, L. C. (2021). The effect of green human resource management on 

organization citizenship behaviour for environment (OCBE) and its implications on 

employee performance at Pt Andalan Bakti Niaga. European Journal of Business and 

Management Research, 6(1), 174-181. https://doi.org/10.24018/ejbmr.2021.6.1.716 

Schein, E. H. (1985). Organizational Culture and Leadership. San Francisco: Jossey-Bass. 

Sommerlad, A., Huntley, J., Livingston, G., Rankin, K. P., & Fancourt, D. (2021). 

Empathy and its associations with age and sociodemographic characteristics in a large UK 

population sample. PloS One, 16(9), e0257557. https://doi.org/10.1 

371/journal.pone.0257557 
 

Smith, A. M., & O’Sullivan, T. (2012). Environmentally responsible behaviour in the 

workplace: An internal social marketing approach. Journal of Marketing 

Management, 28(3–4), 469–493. https://doi.org/10.1080/0267257X.2012.658837 
 

Su, X., Wang, H., & Zhu, Y. (2023). The cross-level influence of ethical leadership on 

employee’s OCBE: a two-wave study based on the social identity approach. Frontiers in 

Psychology, 14, 1270359–1270359. https://doi.org/10.3389/fpsyg.2023.1270359 
 

Szostek, D. (2021). Employee behaviors toward using and saving energy at work. the impact of 

personality traits. Energies, 14(12), 3404. https://doi.org/10.3390/en14123404 
 

Terrier, L., Kim, S., & Fernandez, S. (2016). Who are the good organizational citizens for the 

environment? An examination of the predictive validity of personality traits. Journal of 

Environmental Psychology, 48, 185–190. https://doi.org/10.1016/j.jenvp.2016.10.005 
 

Testa, F., Todaro, N., Gusmerotti, N. M., & Frey, M. (2020). Embedding corporate 

sustainability: An empirical analysis of the antecedents of organization citizenship 

behavior. Corporate Social Responsibility and Environmental Management, 27(3), 1198-

1212. https://doi.org/10.1002/csr.1875 
 

Tang, G., Ren, S., Wang, M., Li, Y., & Zhang, S. (2023). Employee green behaviour: A review 

and recommendations for future research. International Journal of Management 

Reviews, 25(2), 297-317. https://doi.org/10.1111/ijmr.12328 
 

Tosti-Kharas, J., Lamm, E., & Thomas, T. E. (2017). Organization OR Environment? 

Disentangling Employees’ Rationales Behind Organizational Citizenship Behavior for the 

Environment. Organization & Environment, 30(3), 187–210. 

https://doi.org/10.1177/1086026616668381 
 

https://doi.org/10.3390/su10010271
https://doi.org/10.1504/IJSSS.2021.115846
https://doi.org/10.1016/j.jbusres.2017.02.007
https://doi.org/10.1177/1548051817738940
https://doi.org/10.1177/0146167202289008
https://doi.org/10.24018/ejbmr.2021.6.1.716
https://doi.org/10.1371/journal.pone.0257557
https://doi.org/10.1371/journal.pone.0257557
https://doi.org/10.1080/0267257X.2012.658837
https://doi.org/10.3389/fpsyg.2023.1270359
https://doi.org/10.3390/en14123404
https://doi.org/10.1016/j.jenvp.2016.10.005
https://doi.org/10.1002/csr.1875
https://doi.org/10.1111/ijmr.12328
https://doi.org/10.1177/1086026616668381


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

19 

Ullah, I., Wisetsri, W., Wu, H., Shah, S. M. A., Abbas, A., & Manzoor, S. (2021). Leadership 

Styles and Organizational Citizenship Behavior for the Environment: The Mediating Role 

of Self-Efficacy and Psychological Ownership. Frontiers in Psychology, 12, 683101–

683101. https://doi.org/10.3389/fpsyg.2021.683101 
 

United Nations Environment Programme (2023). Emissions Gap Report 2023: Broken Record 

– Temperatures hit new highs, yet world fails to cut emissions (again). 

https://wedocs.unep.org/20.500.11822/43922. 
 

Wells, V. K., Ciocirlan, C. E., Manika, D., & Gregory-Smith, D. (2024). Green, keen, and 

somewhere in between: An employee environmental segmentation study. Journal of 

Cleaner Production, 445, 141296. https://doi.org/10.1016/j.jclepro.2024.141296 
 

Wiernik, B. M., Ones, D. S., Dilchert, S., & Klein, R. M. (2018). Individual antecedents of pro-

environmental behaviours: Implications for employee green behaviours. Research 

handbook on employee pro-environmental behaviour, 63-82. https://doi.org/10.4 

337/9781786432834.00010 
 

Xu, S. (Tracy), Wang, Y.-C., & Ma, E. (2022). A workplace-driven model on the formation of 

OCB-C: perspectives of social exchange theory and agency theory. International Journal 

of Contemporary Hospitality Management, 34(7), 2684–2703. https://doi.org/1 

0.1108/IJCHM-11-2021-1409 

 

Yin, C., Ma, H., Gong, Y., Chen, Q., & Zhang, Y. (2021). Environmental CSR 

and environmental citizenship behavior: The role of employees’ environmental passion 

and empathy. Journal of Cleaner Production, 320, 128751. https://doi.org/1 

0.1016/j.jclepro.2021.128751 
 

Ying, M., Faraz, N. A., Ahmed, F., & Raza, A. (2020). How does servant leadership foster 

employees’ voluntary green behavior? A sequential mediation model. International 

Journal of Environmental Research and Public Health, 17(5), 1792-. 

https://doi.org/10.3390/ijerph17051792 
 

Yu, H., & Li, Z. (2024). Organizational green culture and employees’ green behavior: a 

moderated mediation model with employees’ environmental awareness and organizational 

disseminative capacity. The Service Industries Journal, 1–23. 

https://doi.org/10.1080/02642069.2024.2379013 
 

Yue, G., Wei, H., Khan, N. U., Saufi, R. A., Yaziz, M. F. A., & Bazkiaei, H. A. (2023). Does 

the Environmental Management System Predict TBL Performance of Manufacturers? The 

Role of Green HRM Practices and OCBE as Serial Mediators. Sustainability, 15(3), 

2436-. https://doi.org/10.3390/su15032436 
 

Yuriev, A., Dahmen, M., Paillé, P., Boiral, O., & Guillaumie, L. (2020). Pro-environmental 

behaviors through the lens of the theory of planned behavior: A scoping 

review. Resources, Conservation and Recycling, 155, 104660. https://doi.org/10 

.1016/j.resconrec.2019.104660 
 

Yuriev, A., Boiral, O., Francoeur, V., & Paillé, P. (2018). Overcoming the barriers to 

pro- environmental behaviors in the workplace: A systematic review. Journal of Cleaner 

Production, 182, 379394. https://doi.org/10.1016/j.jclepro.2018.02.041 
 

Zacher, H., Rudolph, C. W., & Katz, I. M. (2023). Employee green behavior as the core 

of environmentally sustainable organizations. Annual Review of Organizational 

Psychology and Organizational Behavior, 10, 465-494. https://doi.org/10.1146/annurev-

orgpsych-120920-050421 
 

https://doi.org/10.3389/fpsyg.2021.683101
https://wedocs.unep.org/20.500.11822/43922
https://doi.org/10.1016/j.jclepro.2024.141296
https://doi.org/10.4337/9781786432834.00010
https://doi.org/10.4337/9781786432834.00010
https://doi.org/10.1108/IJCHM-11-2021-1409
https://doi.org/10.1108/IJCHM-11-2021-1409
https://doi.org/10.1016/j.jclepro.2021.128751
https://doi.org/10.1016/j.jclepro.2021.128751
https://doi.org/10.3390/ijerph17051792
https://doi.org/10.1080/02642069.2024.2379013
https://doi.org/10.3390/su15032436
https://doi.org/10.1016/j.resconrec.2019.104660
https://doi.org/10.1016/j.resconrec.2019.104660
https://doi.org/10.1016/j.jclepro.2018.02.041
https://doi.org/10.1146/annurev-orgpsych-120920-050421
https://doi.org/10.1146/annurev-orgpsych-120920-050421


INTL. J. APPL. Res. MANAGE. & ECON., 7(4):1-20, 2024 

20 

Zhao, H., Zhou, Q., He, P., & Jiang, C. (2021). How and When Does Socially Responsible 

HRM Affect Employees’ Organizational Citizenship Behaviors Toward the Environment? 

Journal of Business Ethics, 169(2), 371–385.  https://doi.org/10.1007/s10551-019-04285-

7 

Zibarras, L., & Ballinger, C. (2011). Promoting environmental behaviour in the workplace: A 

survey of UK organisations. Going green: The psychology of sustainability in the 

workplace, 84-90. 

 

P

2 

https://doi.org/10.1007/s10551-019-04285-7
https://doi.org/10.1007/s10551-019-04285-7

