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Abstract: Society at large has become increasingly concerned about climate change and sustainable
development, so tourism and travel service providers have begun to focus more actively on sustain-
able development goals. Prior research has shown that supervisors’ support fosters employee green
behavior and companies’ environmental performance. This study concentrated on Portuguese hospi-
tality contexts to develop a fuller understanding of how organizations’ green efforts can combine
with the individual variables highlighted by the theory of planned behavior (TPB) (i.e., attitudes,
subjective norms, and perceived behavioral control) to encourage supervisors’ organizational citizen-
ship behavior for the environment (OCBE). Data on 74 hotel managers were collected with an online
survey. Multiple regression analysis revealed that perceived green organizational climate positively
correlates with TPB variables, thereby increasing supervisors’ intention to adopt and encourage
OCBE in their workplaces. These findings clarify how organizational and individual factors foster
managers’ OCBE. The results have practical implications for organizations seeking to promote their
managers’ pro-environmental behavior to boost their environmental sustainability.

Keywords: managers; organizational citizenship behavior for the environment; theory of planned
behavior; green organizational climate; pro-environmental behavior; hospitality

1. Introduction

Society at large has become increasingly concerned about climate change and sustain-
able development. Companies play an important role in ecological sustainability through
the promotion of values and implementation of practices that make their business activities
more environmentally responsible and thus address the threats posed by environmental
degradation and climate change [1,2]. These dangers present challenges to all industries,
but tourism service providers, in particular, need to engage more actively in sustainable
development goals (SDGs). The tourism industry is one of the largest globally, accounting
for 1 in 10 jobs [3]. Tourism activities significantly impact the environment, accounting for
8% of global greenhouse gas emissions, mainly due to tourism-related operations’ carbon
intensity [4]. More specifically, tourism activities are linked to three of the United Nations’
17 SDGs. SDG 8 focuses on economic growth and decent work for all, SDG 12 concerns
responsible production and consumption, and SDG 14 concentrates on the conservation
and responsible use of oceans, seas, and marine resources. However, tourism operations
affect many other environmental and social targets, such as the quality of life on land and
poverty levels.

The present study was conducted in Portugal, where tourism is a crucial industry.
According to the World Travel and Tourism Council [5], tourism was the most important
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economic activity in 2019 in this country, with travel and tourism accounting for 16.5%
of the gross domestic product and 18.6% of total employment (i.e., direct, indirect, and
induced). The COVID-19 pandemic caused these sectors to shrink, but their quick recovery
meant travel- and tourism-related services were responsible for 15.8% of gross domestic
product in 2022 [6] and 20% of GDP in 2023 [7]. Tourism in Portugal is expected to
continue developing given this country’s excellent reputation. Portugal has received
various destination awards in the last decade, including receiving the award for Europe’s
Leading Tourism Destination six times [8]. Ensuring that sustainable tourism development
has positive impacts thus presents a major challenge for Portuguese tourism organizations
in all dimensions, including environmental aspects.

This research focused on the Portuguese hospitality industry to examine how hotels’
green organizational climate affects their managers’ pro-environmental behavior. Experts
have urged these establishments to upgrade all their organizational processes to include
green practices, as well as encouraging employees to participate in pro-environmental ac-
tivities in their workplace and daily lives. The literature suggests that supervisors’ conduct
fosters subordinates’ pro-environmental behavior by signaling that their organization is
concerned about the environment [9]. However, managers as a target population have
received scant attention in this field of study. A consensus has been reached that supervisor
support is an important intervening factor in employee green behavior [10–13], but re-
searchers have mostly focused on organizational-level practices or employees’ perceptions
of managers’ activities.

An evaluation is thus urgently needed of the factors that influence supervisors’ pro-
environmental attitudes and actions. Manager’s pro-environmental behavior can help
organizations significantly improve their environmental performance and develop and
implement new environmental initiatives [14]. The present research, therefore, sought to
understand how organizations’ green efforts can combine with the individual variables
suggested by the theory of planned behavior (TPB) (i.e., attitudes, subjective norms, and
perceived behavioral control) to encourage hotel managers’ organizational citizenship
behavior for the environment (OCBE) in work contexts. The travel and tourism sectors have
a strong impact on the environment, so a clearer understanding is required of hospitality
supervisors’ beliefs, motives, and intentions regarding pro-environmental behavior and
their perception of their organization’s level of support for employee green behavior.

2. Literature Review
2.1. Pro-Environmental Behavior at Work

The literature shows considerable agreement among scholars that organizations signif-
icantly contribute to environmental degradation [15]. Companies worldwide are improving
their environmental performance by implementing more green strategies, such as prompt-
ing their employees to engage in pro-environmental behavior [16]. Prior research has shown
that workers’ pro-environmental behavior not only affects the natural environment’s quality
but also has important positive implications for organizations (e.g., financial performance),
their leaders (e.g., leader effectiveness), and employees (e.g., job satisfaction) [16–18].

Climate change is largely driven by human activities, and environmental programs’ suc-
cess often depends on workers’ participation [12], so fostering employees’ pro-environmental
behavior within their organization has become a critical strategy. Workplace green behav-
ior includes, among other things, recycling, videoconferencing, and reducing waste, which
contribute to greening organizations, positively affect climate change, and prevent further
environmental degradation [18,19].

Workers’ pro-environmental behavior can be defined as all voluntary or prescribed
activities that protect the environment directly or improve the relevant organizational
practices [20]. Green behavior at work is often seen as an extension of important types of
pro-environmental conduct in households. Still, in households, individuals are freer to
choose and apply their values than in the workplace, where employees must follow specific
rules and routines [20–22]. Pro-environmental behavior can be categorized as task-related
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or proactive actions, depending on what kind of work individuals perform. The first group
comprises pro-environmental activities performed as part of tasks assigned to employees,
that is, conserving energy, resources (e.g., making double-sided prints), or water. The
second category is voluntary behavior that exceeds organizations’ expectations of their
workers’ commitment to environmental sustainability and thus reflects these individuals’
personal initiative [23].

Voluntary behavior can be understood as a form of organizational citizenship be-
havior, which means workers at any organizational level can take these actions, but they
will not be explicitly recognized by any formal reward system. Nonetheless, voluntary
pro-environmental activities can contribute significantly to the ecological performance of
organizations’ staff members and green development strategies [15].

Organizations can actively promote their employees’ pro-environmental behavior
by showing support for environmental initiatives and highlighting environmental con-
cerns [24–26]. This encouragement can be given by implementing environmental manage-
ment systems and incentive programs that strengthen employees’ engagement in ecological
activities [15]. Individuals will make an effort in ways that reflect both that they are strongly
committed to their organization and accept its goals and values and that they can accom-
plish things valued by their managers (i.e., engage in OCBE) [12,24]. These sustainable
behaviors at work can take the form of recycling, using their own coffee cups, taking public
transportation to work, or turning off unnecessary lights [20,27].

Within organizations, good manager–subordinate relationships create a social ex-
change climate that encourages individuals to act responsibly toward the environment [27].
A combination of supervisory support, trust, and commitment to supervisors has been
found to explain 39% of employees’ direct OCBE and 68% of their indirect OCBE [13].
This finding highlights the importance of training managers regarding the benefits of
environmental leadership [28].

Prior research has shown that, for workers, having their supervisor show support for
OCBE can be crucial since managers are perceived to be models of exemplary
behavior [13,15,21,28,29]. Workers are encouraged to get involved in task-related and
extra-role OCBE when they perceive their supervisors as available, open, and accessible
regarding pro-environmental concerns [28] and become less interested in pursuing envi-
ronmentally friendly objectives when their supervisors fail to generate adequate support
for these goals [12,27,30].

Wesselink et al. [22] argue that companies’ sustainable policies must be reflected in su-
pervisors’ conduct in order to ensure pro-environmental behavior is encouraged. Managers
should not only support their employees’ green activities but also engage in such behavior
themselves, from which subordinates can learn and change their conduct accordingly.
Workers need to feel individualized attention from supervisors, which they may indirectly
respond to (i.e., reciprocate) by helping colleagues implement pro-environmental actions
or by participating in their organization’s environmentally friendly activities. Companies
can also recognize, develop, and improve employees’ pro-environmental behavior by com-
municating their policies and practices and offering plentiful opportunities for employees
to show this behavior in the workplace.

Managers’ conduct functions as an important link between their organization and
workers, as these supervisors often interact with subordinates. These exchanges have
a profound effect on OCBE and employees’ attitudes and actions because they perceive
supervisors’ behavior as an example to follow [15]. By definition, OCBE is not directly
recognized by formal reward systems, so workers are likely to engage in these activities in
anticipation of their manager’s future validation [12].

According to Paillé et al. [13], supervisors’ support for the environment is perceived
when they encourage their subordinates to take pro-environmental actions by providing the
support and the resources these individuals need to engage in these behaviors. Managerial
support’s absence does not stop employees from engaging in pro-environmental initiatives,
but the occurrence of supervisor support can facilitate workers’ engagement in these
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activities [19,27,30,31]. Managers’ supportive behavior can take the form of communication,
information dissemination, innovation, rewards and recognition, and the prioritization
of goals and responsibilities [32]. This support includes, for example, that supervisors
convey environmental goals clearly to their employees and encourage them to integrate
pro-environmental behavior into their work. Managers’ OCBE may also consist of informal
activities such as encouraging employees to make suggestions or inviting them to discuss
solutions to specific environmental problems [33].

Most researchers have only focused on the consequences of supervisors’ environ-
mental behavior from an employee perspective (e.g., [27,31]), so little is known about
how managers’ values and commitments can translate into these supervisors’ individual,
informal, and discretionary pro-environment conduct in the workplace. To fill this gap,
the present study focused on what affects managers’ OCBE, a topic that the literature
rarely discusses.

Boiral et al.’s [33] research confirmed that supervisors’ green behavior tends to be
less often restricted to formal actions aimed primarily at strengthening organizational
legitimacy since pro-environmental activities are subject to managers’ discretion and are
informal initiatives nearly invisible to superiors. Individual-level factors can thus play a
crucial role in related managerial decisions. For instance, more OCBE can be expected from
supervisors who perceive this behavior as within their control (i.e., believe they can take
green actions) and that their peers and subordinates have positive opinions about it (i.e.,
strong subjective norms) [34].

Paillé et al. [35] found that, in practice, managers’ green behavior is an extension of
other workers’ OCBE as both engage in pro-environmental activities because of reciprocity
patterns within their organization. Similar to other non-managerial employees, supervisors’
OCBE can be driven by formal management systems and external pressures or comprise
discretionary initiatives that formal reward systems overlook. The more managers perceive
that green organizational initiatives are given high priority, the more likely they are to feel
able to join in pro-environmental activities.

Research focused on supervisors’ OCBE could thus help organizations to understand
more fully how individuals’ environmental concerns and commitments can be translated
into routine green behavior at the management level. A green organizational climate can
play a crucial role in how strongly managers feel they can engage in OCBE at work and
create conditions that favor subordinates’ pro-environmental behavior, which is the topic
discussed in the next subsection.

2.2. Green Organizational Climate as a Promoter of Pro-Environmental Behavior

Organizations are making an extra effort to implement green strategies to mitigate
their environmental impacts [2]. Pro-environmental tactics need to be incorporated into
companies that aspire to a level of corporate social performance that contributes signifi-
cantly to sustainable growth and shows concern for the environment [1]. The resulting
green organizational climate is related to employees’ perception of their organization and
colleagues’ pro-environment values and actions [14,23].

Many researchers have verified that a green work climate positively influences workers’
pro-environmental attitudes and behaviors [14,15,19,20,23–27,36]. Organizations’ environ-
mental policies and practices create a positive image of a green organizational culture
involving all employees, in which they feel that their company supports their green prac-
tices. This perception in turn encourages staff members to participate in environmentally
friendly activities [1,25]. Organizations need to set sustainable agendas that employees
have access to and that ensure they can identify their organization’s values and objectives
and determine which green actions to appropriate and implement at work.

Süßbauer and Schafer [37] found that corporate strategies are capable of greening
workplaces. The cited researchers suggest that employees’ involvement can strengthen the
relationships between supportive structures, pro-environmental activities (e.g., resource
and energy use, food, and mobility), and individual needs, which enhance workers’ general
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satisfaction with their jobs. When organizations provide opportunities for gaining green
competencies (e.g., training to be a waste representative) and incorporate infrastructure that
promotes energy and resource efficiency (e.g., rainwater for toilets and complete refunds
for public transport or bike leasing), employees feel valued and more committed to their
company, motivating them to engage in pro-environmental extra-role behavior.

Rubel et al. [14] confirmed that, when organizations encourage green human resource
management practices, workers’ perception of a green organizational climate increases,
which results in ecological behavior that improves their firm’s performance. This finding
is consistent with Uslu et al. [38] and also with Temminck et al.’s [26] conclusion that
organizational support is a predictor of employees’ pro-environmental behavior. Katz
et al.’s [30] meta-analysis confirms the positive association between organizational factors,
including green human resource management, green psychological climate perceptions
and perceived organizational support, and employee green behavior.

However, Paillé and Meija-Morelos [39] found that organizational support alone is
not always sufficient to lead employees to participate in green activities at work because
workers need to feel personally drawn to their organization’s environmental values before
adopting the relevant extra-role behavior. Organizational policies and practices’ effective-
ness can thus depend on other contextual and personal factors that scholars also need
to investigate.

As previously stated, the literature mostly focuses on the green organizational climate’s
impact from an employee perspective, whereas the present research explored this climate’s
effect on managers’ pro-environmental behavior. Supervisors are expected to engage in
ecological activities at work because they directly interact with subordinates who see
their supervisor’s behavior as an example to follow. Supervisors can thus increase other
employees’ intentions to participate in green behaviors [14]. However, few prior studies
have concentrated on whether and to what extent green organizational climate promotes
supervisors’ OCBE. The current research contributed to filling this gap by looking at this
relationship while also examining personal factors that determine managerial decisions.
Based on previously reported results, the following hypothesis was proposed:

Hypothesis 1. The perceived green organizational climate and managers’ OCBE are positively
associated.

2.3. Individual Factors as Promoters of Pro-Environmental Behavior

The individual antecedents of pro-environmental behavior in the workplace have
seldom been investigated. Studies have traditionally focused on domestic contexts, which
has left a gap in the literature regarding organizational contexts [40]. More recently, a few
researchers have started to analyze individual predictors of green behavior at work.

The TPB [41] was used as the present study’s theoretical framework for personal fac-
tors that promote pro-environmental behavior. Since this theory’s conception, it has been
used as an important predictor of the components underlying varied pro-environmental
behavior mostly in domestic settings [42] but, more recently, also in the workplace
(e.g., [21,22,27,29,30,43]). The TPB suggests that three separate components act as impor-
tant predictors of behavior change: perceived behavioral control, attitudes, and subjective
norms. Attitudes toward a behavior reflect individuals’ favorable or unfavorable subjective
evaluation of specific examples of that behavior. Subjective norms refer to perceived social
pressure from significant others (e.g., peers and subordinates) to engage in—or not to
engage in—a particular behavior. Perceived behavioral control represents individuals’
evaluation of how easy participating in a behavior can be in specific contexts. Together,
these variables predict behavioral intentions, which in turn predict actual behavior [41].

The TPB posits that, as a rule, more favorable attitudes and subjective norms associ-
ated with a behavior, and higher perceived behavioral control, lead to individuals higher
intention to engage in the relevant behavior. These three variables’ ability to predict in-
tention is expected to vary across types of behaviors and contexts. In some cases, only
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attitudes have a significant impact on intentions, while, in others, attitudes and subjective
norms combined can account for these intentions. In still other cases, all three predictors
make independent contributions to behavioral outcomes [41].

Arslan and Şar [44] analyzed data on pharmaceutical sector managers in order to
understand their green logistics behavior. The cited authors found that environmental
attitudes, perceived behavior control, and subjective norms have a positive effect on
intentions to apply green logistics. Arslan and Şar’s [44] study is one of the few that has
focused on supervisors; therefore, the research reviewed below reflects the perspective of
workers in general.

Norton et al. [16] showed that, when employees perceive their organization as being
supportive, their attitudes and subjective norms are reinforced, and these, in turn, affect
staff members’ intentions to engage in pro-environmental behavior at work. Dixon et al. [45]
similarly verified that the three TPB variables predict behavioral intention and self-reported
energy conservation behavior in the workplace. Costa et al. [27] further confirmed that
a green organizational climate has a positive impact on employees’ attitudes, subjective
norms, and perceived behavioral control in relation to waste separation, which is connected
to more reported paper and plastic waste separation.

In addition, Khalid et al. [43] examined the antecedents of required and voluntary
green behavior at work based on a survey of hotel employees and their supervisors. The
study’s findings indicate that employees’ green behavioral intention is a vital mechanism
through which their pro-environmental attitudes, subjective norms, and perceived behav-
ioral control affect both their required and voluntary green behavior. Similar results were
recently found by Trivedi et al. [46] in a study with Malaysian hotel workers. The relevance
of TPB components for predicting employees’ green intentions and behaviors has also been
supported by the meta-analysis performed by Katz et al. [30], with the model explaining
almost one-third of the variance in employee behavior.

Research has thus shown that TPB components are significant predictors of individu-
als’ pro-environmental behavior in the workplace. The above literature underscores the
importance of exploring the mediating effect of TPB variables (i.e., attitudes, subjective
norms, and perceived behavioral control) on the relationship between green organizational
climate and managers’ OCBE. To reflect these findings, a second hypothesis was proposed
for the current research:

Hypothesis 2. The relationship between green organizational climate and managers’ OCBE is
mediated by TPB variables.

Hypothesis 2a. The relationship between green organizational climate and managers’ OCBE is
mediated by attitudes toward this behavior.

Hypothesis 2b. The relationship between green organizational climate and managers’ OCBE is
mediated by subjective norms regarding this behavior.

Hypothesis 2c. The relationship between green organizational climate and managers’ OCBE is
mediated by perceived behavioral control over this behavior.

3. Materials and Methods
3.1. Procedure and Participants

Data were gathered with an online survey based on a quantitative cross-sectional study
design, fully detailed in Henriques [47]. The data were collected from managers working
for hospitality organizations in Portugal. The questionnaire included measures of all the
variables of relevance to this research. The survey was developed using Qualtrics XM, an
online survey software and insight platform, and structured as follows. The first section
contained a brief description of the study’s aims and the participation criteria, followed
by the informed consent form. Data confidentiality and respondent anonymity were
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assured, as well as the voluntary nature of participation. The second section measured the
selected variables using five sets of questions related to organizational climate, managers’
OCBE, and the TPB variables (i.e., attitudes, subjective norms, and perceived behavioral
control). The last section comprised items eliciting sociodemographic information for the
sample profile.

The survey was made available between July and November 2022. Three criteria
were applied to determine if the participants’ responses could be included in the analyses:
(i) working in the hospitality industry in Portugal, (ii) working for at least six months in the
current organization, and (iii) having a managerial position. The survey was distributed
by email to various hotels and hotelier associations, as well as on social and professional
networks (i.e., Facebook and LinkedIn), to maximize the participation of hotel managers
from different regions across the country.

A total of 82 individuals filled out the survey, of which 74 questionnaires were found
to be valid, 6 were incomplete, and 2 were discarded as the respondents had a tenure of
less than 6 months in their organization. The participants’ ages ranged between 21 and
56 years old (mean = 36.45 years; standard deviation = 9.59 years), with 50% being female
and 50% male. The respondents’ education was reported as 82.4% with a college degree,
while the remaining 17.6% had a high school diploma or fewer years of education.

The participants had worked for their hotel for an average of 7 years (maximum = 30 years;
minimum = 6 months). Regarding their employment contract, 87.8% had a permanent em-
ployment contract, and the rest had a temporary contract. The respondents supervised
departments that included, among others, food and beverage, food production, human re-
sources, and marketing. The responses given about hotel size revealed that 40.5% of the
participants worked in a medium-sized hotel (i.e., between 50 and 249 employees), 27% in
a large-sized hotel (i.e., 250 employees or above), and 32.5% in a small-sized hotel (i.e., up
to 49 employees). According to the respondents, 52.7% of the hotels had an environmental
certification, 21.6% lacked a certification, and the remaining 25.7% of the participants did not
know if their hotel had a certification.

3.2. Measures

The variables were measured with validated scales selected from the relevant literature.
Unless otherwise specified, the respondents used a 5-point Likert scale (1 = “Strongly
disagree”; 5 = “Strongly agree”) to provide answers. The measures had good levels
of reliability.

3.2.1. Green Organizational Climate (Predictor Variable)

Scales were adopted to measure managers’ perceptions of their hotel’s green orga-
nizational climate from Norton et al. [15] and Temminck et al.’s [26] studies. The final
scale included 7 items (e.g., “[my organization] accepts suggestions of how to implement
new environmental practices” and “[my organization] is concerned about reducing its
environmental impact”), with a Cronbach’s alpha (α) of 0.89.

3.2.2. Supervisor OCBE (Criterion Variable)

Managers’ OCBE was measured using the scales developed by Boiral et al. [33] and
Paillé et al. [13]. The final scale comprised 8 items (e.g., “I propose new practices that
improve my organization’s environmental performance” and “I encourage my employees
to express their ideas and opinions on environmental issues”). The response scale ranged
from 1 (“Never”) to 5 (“Often”) (α = 0.87).

3.2.3. Attitudes Toward Green Behavior at Work (Mediating Variable)

This factor was measured using four items taken from Wesselink et al.’s [22] work.
Two examples are as follows: “I value the pro-environmental suggestions that my em-
ployees offer” and “I find it important that my organization has environmentally friendly
initiatives” (α = 0.87).
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3.2.4. Subjective Norms Regarding Green Behavior at Work (Mediating Variable)

Seven items were adopted from Greaves et al. [29] and Wesselink et al.’s [22] scales to
assess managers’ subjective norms regarding green behavior. Two items read as follows:
“[m]y supervisor expects me to behave in an environmentally friendly manner” and “[m]y
employees expect me to implement pro-environmental practices” (α = 0.87).

3.2.5. Perceived Behavioral Control Regarding Green Behavior at Work
(Mediating Variable)

Four items were taken from Boiral et al.’s [33] study. Two examples are “[i]t is within
my control whether or not I implement more environmental initiatives” and “[t]his facility’s
management supports my efforts to implement environmental initiatives” (α = 0.77).

To verify if the elected measures passed Harman’s single-factor test, an unrotated
principal component analysis was performed with all items used in the study. This test is
used as a diagnostic technique to evaluate the presence of a significant common method
variance [48]. The analysis showed that the first factor explains 41% of the variance, from a
total of 73% of the variance explained (Kaiser–Meyer–Olkin = 0.84; p < 0.001). The results
thus confirm that common method bias (>50% variance explained in the first factor) did
not significantly affect the validity of the study.

4. Results
4.1. Descriptive Statistics and Correlations

Table 1 presents the descriptive statistics and Spearman’s correlations between the
model’s variables. Calculations were performed using the software SPSS, version 26. The
latter results reveal that these factors are all positively and significantly intercorrelated
to a moderate degree. None of the sociodemographic and professional variables (i.e.,
age, gender, education, tenure in the organization, tenure as manager, and hotel size) are
significantly correlated with managers’ OCBE, so these factors were not included in the
subsequent analyses.

Table 1. Mean (M), Standard Deviation (SD), Spearman’s Correlation, and Cronbach’s Alpha Values.

Variables M SD 1 2 3 4 5

1. Green Organizational Climate 4.00 0.75 (0.89)
2. Attitudes 4.48 0.47 0.48 ** (0.87)

3. Subjective Norms 3.83 0.78 0.72 ** 0.44 * (0.87)
4. Perceived Behavioral Control 3.61 0.75 0.71 ** 0.41 ** 0.65 ** (0.77)

5. OCBE 3.99 0.70 0.60 ** 0.57 ** 0.63 ** 0.59 ** (0.87)
6. Age 36.45 9.59 −0.03 −0.24 * 0.03 −0.05 −0.20

7. Gender - - −0.03 −0.11 0.14 −0.18 −0.01
8. Education - - −0.29 * −0.12 −0.06 −0.07 −0.05

9. Tenure in Organization 7.02 6.16 −0.09 −0.25 * 0.01 −0.19 −0.16
10. Tenure as Manager 4.50 5.25 −0.13 −0.12 0.24 * −0.02 −0.01

11. Hotel Size - - 0.08 0.08 0.06 0.09 0.05

Note. Cronbach’s alphas in parentheses; OCBE = organizational citizenship behavior for the environment; Gender:
0 = Feminine, 1 = Masculine; * p < 0.05; ** p < 0.01.

4.2. Hypothesis Testing

The mediation model was analyzed using Process Macro version 4.2 software devel-
oped by Hayes [49]. This step focused on whether the TPB variables are mediators of the
relationship between the green organizational climate and managers’ OCBE, by estimating
total, direct, and indirect effects using a bootstrapping technique (1000 samples). Before test-
ing the model, the assumptions of linearity, normality, homoscedasticity, and multicollinear-
ity were checked. The results show that the assumptions were met, a conclusion supported
by indicators of zero autocorrelation between the residuals (Durbin–Watson = 2.004), no
influential data points/outliers (Cook’s Distance < 0.05; M = 0.015; SD = 0.022), and a ran-
dom distribution of residuals. Also, multicollinearity is not significant in the data because
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the tolerance values range between 0.38 and 0.83 (i.e., >0.25) and variance inflation factor
(VIF) values were between 1.21 and 2.67 (i.e., <4) [50].

Hypothesis 1 proposed that managers’ perception of a green organizational climate is
related to how much they engage in OCBE in the workplace. The results verify that this
climate has a significant positive effect on reported OCBE (non-standardized regression
coefficient [B] = 0.48; p < 0.001) (see Table 2). Thus, the more strongly managers perceive
that their organization has a green climate, the higher their reported engagement in OCBE,
which confirms Hypothesis 1.

Table 2. TPB variables’ mediating effect on the relationship between green organizational climate
and managers’ OCBE.

Variables Perceived Behavioral
Control Subjective Norms Attitudes OCBE

Total effect B SE B SE B SE B SE

Constant 2.07 *** 0.38
Organizational Climate 0.48 *** 0.93

Direct effect

Constant 0.70 * 0.33 0.91 * 0.35 3.64 *** 0.29 −0.01 0.55
Organizational Climate 0.73 *** 0.80 0.73 *** 0.09 0.21 ** 0.07 −0.07 0.12

Perceived Behavioral
Control 0.29 * 0.12

Subjective Norms 0.35 ** 0.11
Attitude 0.43 ** 0.13

R2 0.54 0.50 0.11 0.55

F-test F (1, 72) = 83.769,
p < 0.000

F (1, 72) = 70.420,
p < 0.000

F (1, 72) = 8.953,
p < 0.01

F (4, 72) = 21,475,
p < 0.000

Indirect effect 0.23 * 0.10 0.27 * 0.10 0.09 * 0.04

95% Bootstrap
Confidence Interval [0.03, 0.42] [0.08, 0.48] [0.02, 0.20]

Note. OCBE = Organizational citizenship behavior for the environment; B = non-standardized regression
coefficient; SE = standard error; R2 = coefficient of determination; * p < 0.05; ** p < 0.01; *** p < 0.001.

Hypothesis 2 (i.e., Hypotheses 2, 2a, 2b, and 2c) predicted that the TPB variables
mediate the link between green organizational climate and managers’ OCBE. The results
indicate that a green organizational climate is positively and significantly related to the TPB
variables, which means that the stronger the perception of a green organizational climate
is, the greater the attitudes (B = 0.21; p < 0.01), perceived behavioral control (B = 0.73;
p < 0.001), and subjective norms’ levels (B = 0.73; p < 0.001) (see Table 2 above). These
three variables are also significantly related to increased OCBE, namely, attitudes (B = 0.43;
p < 0.01), subjective norms (B = 0.35; p < 0.01), and perceived behavioral control (B = 0.29;
p < 0.05). Concurrently, the TPB factors’ indirect effects are positive, and thus they provide
significant support for the three variables’ mediation: perceived behavioral control (B = 0.23;
95% confidence interval [CI] = 0.03, 0.42), subjective norms (B = 0.27; 95% CI = 0.08, 0.48),
and attitudes (B = 0.09; 95% CI = 0.02, 0.20). These findings confirm Hypothesis 2.

Overall, the results support the hypotheses, indicating that a green organizational
climate contributes to managers’ OCBE both directly and indirectly through the mediating
effect of the TPB variables. Notably, green organizational climate’s effect on managers’
OCBE is no longer significant when the mediating variables are present (B = −0.07; p < 0.05),
which confirms a complete mediation effect exists. The model explains 55% of the variance
of reported OCBE (F (4, 72)= 21,475; p < 0.001).

5. Discussion

This research investigated how organizational and individual variables can encourage
hotel managers to engage in OCBE at work. More specifically, the study assessed the



Sustainability 2024, 16, 9611 10 of 15

relationship between a green organizational climate and supervisors’ pro-environmental
behavior and three TPB variables as mediators of this climate’s impact on supervisors’
green activities in the workplace. The hospitality sector was selected as the research context
because of hotels’ environmental impacts and green management challenges.

The results confirm the two hypotheses proposed in the conceptual model. The
first hypothesis’s verification indicates that a green organizational climate has a positive
effect on managers’ reported OCBE. The literature highlights that organizations play an
important role in encouraging employees’ extra effort to implement green strategies to
diminish their firm’s environmental impact, especially on the immediate premises, in order
to ensure greater sustainability [2,30]. Organizations can do this by adopting environmental
policies, practices, and processes, such as formulating a sustainable agenda that defines the
organization’s green values and objectives. This strategy allows hotel managers to identify
and acknowledge appropriate pro-environmental behavior at work [1]. When companies
create green opportunities (e.g., training to be a waste representative) and resources (e.g.,
refunding public transport), supervisors can more fully commit to their organization [37],
which leads them to participate in OCBE themselves. Managers’ stronger engagement in
OCBE then increases their subordinates’ pro-environmental behavior because the latter
employees interact directly with supervisors and may perceive their behavior as something
to emulate [14].

The results for the second hypothesis confirm the TPB variables’ mediating effect
on the relationship between a green organizational climate and managers’ OCBE. These
individuals’ perception of this climate in their hotel is positively related to their subjec-
tive norms, attitudes, and perceived behavioral control regarding green behavior at work.
These personal variables are, in turn, positively related to reported OCBE. These findings
are consistent with the literature as they show that, when workers perceive their orga-
nization to be supporters and facilitators of green goals and practices [1,14,23,30], their
pro-environmental attitudes become stronger and produce clearer intentions to participate
in OCBE [16]. In addition, workers and supervisors’ subjective norms are positively influ-
enced when these individuals perceive their organization as having a green climate, which
leads them to adopt OCBE [43]. Finally, a green organizational climate is also a predictor of
managers’ perceived behavioral control, indicating that, when organizations put into effect
pro-environmental policies and practices, this strategy contributes to supervisors’ belief in
their own ability to implement green procedures and engage in OCBE more often [51].

The results show that a green organizational climate contributes significantly to man-
agers’ intentions to adopt sustainable strategies. TPB variables—subjective norms, attitudes,
and perceived behavioral control—mediate this relationship, which contributes to more
OCBE. Therefore, when hotels support environmental goals more explicitly, this will en-
courage supervisors to adopt more green behaviors.

5.1. Theoretical and Practical Implications

The above findings constitute theoretical and practical contributions based on a better
understanding of how a green organizational climate can influence managers’ attitudes,
perceived behavioral control, and subjective norms in order to promote the adoption of
voluntary OCBE at work. On a theoretical level, this study identified organizational and
individual variables that determine managers’ pro-environmental behavior in the work-
place, which can help organizations meet the challenge of diminishing their environmental
impact [2]. The present results specifically confirm that a green organizational climate
affects managers’ intention to participate in OCBE. When organizations actively implement
and promote environmental programs, their supervisors feel a stronger commitment—and
make a more concerted effort—to take pro-environmental actions, as these individuals
perceive their OCBE as valued by their company [12,15]. Managers’ green behavior then
encourages their peers and subordinates to respond with their own OCBE [11,28]

The current research also offers added value because it relied on a sample composed
entirely of hotel supervisors, which is still uncommon in the literature. Most related
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studies have focused on employees without managerial responsibilities. This investigation
confirmed the positive role of a green organizational climate and TPB variables specifically
for supervisory decisions in the hospitality sector.

In addition, researchers have rarely explored the individual factors affecting managers’
intentions to behave pro-environmentally. This study verified the validity of including these
variables in the proposed model. The results also contribute to the literature on supervisors’
OCBE by showing how organizational and individual factors’ interaction can affect pro-
environmental behavior at work. Moreover, this study responds to previous papers’ calls
to expand the set of workplace variables that encourage supervisors to intensify their
pro-environmental behavior [19].

The present research’s practical implications include a confirmation that green or-
ganizational climate, when mediated by TPB variables (i.e., subjective norms, attitudes,
and perceived behavioral control), increases managers’ intentions to participate in OCBE.
Hotels can foster greener behavior among their supervisors by clearly endorsing policies,
practices, and procedures that strengthen environmental sustainability. These tactics need
to be communicated to managers in order to create a perceptible green organizational
climate and thus inspire them to encourage their peers and subordinates to adopt OCBE.
This process can be facilitated via opportunities to gain green competencies through train-
ing and to make green choices such as buying green products. Green human resource
management programs are also important as long as they focus on raising awareness of
pro-environmental behavior’s value and integrating OCBE into managers’ role descrip-
tions. Emotions can also have an important role in how managers lead transformations and
galvanize their employees to be part of these processes [52]. Additionally, hotels should
also change their infrastructure to allow more energy and resource efficiency, including
rainwater for toilets and refunds for public transport or bike leasing, which strengthens
supervisors and other staff members’ perceptions of a green organizational climate and
their discretionary efforts to implement green strategies [37].

These modifications to hotel policies and practices can provide further benefits in terms
of both environmental performance and reputation since lodging establishments that are
seen as caring for the environment tend to attract more customers [53]. Overall, the current
results suggest that hotels need to communicate their environmental objectives within the
organization more effectively so that managers can develop accurate, informed perceptions
of their hotel’s goals and values. This awareness can then further reinforce supervisors’
intention to engage in OCBE and set a better example for their peers and subordinates.

5.2. Limitations and Future Research

This study had various limitations that should be taken into consideration when inter-
preting the results and that also provide the basis for future research. The first constraint
is related to the sample. The data collection procedures specifically targeted managers
working in the hospitality industry, and the survey was shared only online, without any
obligation for supervisors to respond, all of which reduced the chances of receiving a large
number of completed questionnaires. Diverse organizations and sector associations were
contacted and asked to distribute the survey, and eventually, the questionnaire was shared
on social and professional exchange platforms. Nonetheless, the volume of participants
was below that initially expected. Therefore, findings should be interpreted with caution.
To solidify and expand the present findings, future investigations must gather a larger,
more representative sample of the target population. This will also help clarify the role
of hotel size in managers’ OCBE; although this study found no correlation between these
variables, previous studies suggest that workers tend to perceive others as acting more
environmentally and to report more green practices in smaller organizations [25].

The second limitation is the correlational and cross-sectional study design. The present
research’s correlational character limits the confirmation of causality links. These were
theoretically inferred but not empirically established as the statistical model is recursive.
Longitudinal studies can be used to observe changes in the variables over time and provide
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additional evidence of the direction of the tested relationships. The respondents filled out
an online survey in which all the variables were presented simultaneously. This approach
could explain the little variation in responses overall. Further research on this topic may
benefit from data collected at different points in time and reduce potential common source
bias [48].

The third restriction is that the attitudes variable has quite a high mean value. This
result is perhaps unsurprising given that green policies are increasingly valued by societies
worldwide, but future studies could use other measures to discriminate between diverse
types of attitudes. For example, researchers could examine the beliefs or emotions that
sustain specific attitudes [42].

The fourth limitation is that, although most participants see their organization as
having a green climate, the data gathered do not clearly show whether their hotels also
support the adoption of OCBE that reflects pro-environmental values. Additional studies
are needed to determine whether organizational support [26] has an impact on managers’
ecological behavior.

The last shortcoming of the present findings is that the kinds of pro-environmental
actions taken by supervisors as part of their daily activities need to be more extensively
explored. While considering OCBE as an aggregated measure is not uncommon, specific
behaviors can have different predictors, as examined by previous research for workers’
recycling (e.g., [27]) or energy-saving (e.g., [45]) behaviors. Future research should also
focus on facilitators and barriers encountered by these professionals and the ways they
overcome these obstacles using multi-method designs. The results could then complement
and extend the proposed model.

6. Conclusions

This study sought to fill the gap in the literature regarding how managers’ individual-
level factors and organizational incentives can translate into these supervisors’ OCBE. The
findings indicate that hotels benefit from applying green policies and practices because
this strategy encourages managers to act pro-environmentally. In addition, the variables
proposed by the TPB proved to be significant predictors of supervisors’ OCBE, including
contributions to greening their organization and encouragement of peers and subordinates’
pro-environmental behavior. These factors—green organizational climate and the TPB
variables—help managers connect their organization’s pro-environmental values with their
personal concerns and can contribute to their higher engagement in OCBE.

Author Contributions: Conceptualization, methodology, investigation, and formal analysis, I.H. and
C.M.; writing—original draft preparation, I.H. and C.M.; writing—review and editing, C.M. and
A.P.D.; supervision, C.M. All authors have read and agreed to the published version of the manuscript.

Funding: This research was partially supported by CIS—Centro de Investigação e Intervenção So-
cial (CIS-ISCTE)—and the BRU—Business Research Unit (BRU-IUL)—through FCT—Fundação Por-
tuguesa para a Ciência e a Tecnologia, I.P.—within the grants UIDB/03125/2020 (DOI: 10.54499/UIDB/
03125/2020) and UIDB/00315/2020 (DOI:10.54499/UIDB/00315/2020), respectively, and contracts
DL 57/2016/CP1359/CT0006 and DL 57/2016/CP1359/CT0004.

Institutional Review Board Statement: The study was approved by the Ethics Committee of Iscte
Instituto Universitário de Lisboa (protocol 39/2022, 1 April 2022) for studies involving humans.

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.

Data Availability Statement: Data supporting reported results will be made available by the authors
upon request.

Acknowledgments: The authors wish to thank the participants without whom this study would not
have been possible.

Conflicts of Interest: The authors declare no conflicts of interest.



Sustainability 2024, 16, 9611 13 of 15

References
1. Suganthi, L. Examining the relationship between corporate social responsibility, performance, employees’ pro-environmental

behavior at work with green practices as mediator. J. Clean. Prod. 2019, 232, 739–750. [CrossRef]
2. Unsworth, K.L.; Davis, M.C.; Russell, S.V.; Bretter, C. Employee green behavior: How organizations can Help the environment.

Curr. Opin. Psychol. 2020, 42, 1–6. [CrossRef] [PubMed]
3. World Travel and Tourism Council. Travel and Tourism Economic Impact 2018—Portugal. 2018. Available online: https:

//www.wttc.org/economic-impact/country-analysis/country-reports/ (accessed on 29 August 2024).
4. Lenzen, M.; Sun, Y.; Faturay, F.; Ting, Y.; Geschke, A.; Malik, A. The carbon footprint of global tourism. Nat. Clim. Chang. 2018, 8,

522–528. [CrossRef]
5. World Travel & Tourism Council. Travel & Tourism. Economic Impact 2021. 2021. Available online: https://wttc.org/Portals/0/

Documents/Reports/2021/Global%20Economic%20Impact%20and%20Trends%202021.pdf (accessed on 29 August 2024).
6. Tourism of Portugal Institute. Consumo Turístico Representa 15,8% do PIB em 2022. 2023. Available online: https://www.

turismodeportugal.pt/pt/Noticias/Paginas/estimativas-consumo-turistico-pib.aspx (accessed on 29 August 2024).
7. World Travel and Tourism Council. Portugal’s Travel & Tourism Poised for Historic Year. 2024. Available online: https:

//wttc.org/news-article/portugal-travel-and-tourism-poised-for-historic-year (accessed on 29 August 2024).
8. World Travel Awards. Europe’s Leading Destination 2024—Award History. Available online: https://www.worldtravelawards.

com/award-europes-leading-destination-2024 (accessed on 29 August 2024).
9. Okumus, F.; Köseoglu, M.A.; Chan, E.; Hon, A.; Avci, U. How do hotel employees’ environmental attitudes and intentions to

implement green practices relate to their ecological behavior? J. Hosp. Tour. Manag. 2019, 39, 193–200. [CrossRef]
10. Akpa, V.O.; Asikhia, O.U.; Nneji, N.E. Organizational culture and organizational performance. Int. J. Adv. Eng. Manag. 2021, 3,

361–372. [CrossRef]
11. Ashraf, S.; Ali, S.Z.; Khan, T.I.; Azam, K.; Afridi, S.A. Fostering sustainable tourism in Pakistan: Exploring the influence of

environmental leadership on employees’ green behavior. Bus. Strategy Dev. 2024, 7, e328. [CrossRef]
12. Daily, B.F.; Bishop, J.W.; Govindarajulu, N. A conceptual model for organizational citizenship behavior directed toward the

environment. Bus. Soc. 2009, 48, 243–256. [CrossRef]
13. Paillé, P.; Mejía-Morelos, J.H.; Amara, N.; Norrin, H. Greening the workplace through supervisory behaviors: Assessing what

really matters to employees. Int. J. Hum. Resour. Manag. 2020, 33, 1754–1781. [CrossRef]
14. Rubel, M.R.; Kee, D.M.; Rimi, N.N. Green human resource management and supervisor pro-environmental behavior: The role of

green work climate perceptions. J. Clean. Prod. 2021, 313, 127669. [CrossRef]
15. Han, Z.; Wang, Q.; Yan, X. How responsible leadership motivates employees to engage in organizational citizenship behavior for

the environment: A double-mediation model. Sustainability 2019, 11, 605. [CrossRef]
16. Norton, T.A.; Parker, S.L.; Zacher, H.; Ashkanasy, N.M. Employee green behavior: A theoretical framework, multilevel review,

and future research agenda. Organ. Environ. 2015, 28, 103–125. [CrossRef]
17. Arshad, M.; Abid, G.; Contreras, F.; Elahi, N.S.; Ahmed, S. Greening the hospitality sector: Employees’ environmental and job

attitudes predict ecological behavior and satisfaction. Int. J. Hosp. Manag. 2022, 102, 103173. [CrossRef]
18. Zacher, H.; Rudolph, C.W.; Katz, I.M. Employee green behavior as the core of environmentally sustainable organizations. Annu.

Rev. Organ. Psychol. Organ. Behav. 2023, 10, 465–494. [CrossRef]
19. Yuriev, A.; Boiral, O.; Francoeur, V.; Paillé, P. Overcoming the barriers to pro-environmental behaviors in the workplace: A

systematic review. J. Clean. Prod. 2018, 182, 379–394. [CrossRef]
20. Boiral, O.; Paillé, P.; Raineri, N. The Nature of Employees’ Pro-Environmental Behaviors. In The Psychology of Green Organizations;

Robertson, J.L., Barling, J., Eds.; Oxford Academic: New York, NY, USA, 2015; pp. 12–32. [CrossRef]
21. Blok, V.; Wesselink, R.; Studynka, O.; Kemp, R. Encouraging sustainability in the workplace: A survey on the pro-environmental

behaviour of university employees. J. Clean. Prod. 2015, 106, 55–67. [CrossRef]
22. Wesselink, R.; Blok, V.; Ringersma, J. Pro-environmental behaviour in the workplace and the role of managers and organisation. J.

Clean. Prod. 2017, 168, 1679–1687. [CrossRef]
23. Norton, T.A.; Zacher, H.; Ashkanasy, N.M. Organisational sustainability policies and employee green behaviour: The mediating

role of work climate perceptions. J. Environ. Psychol. 2014, 38, 49–54. [CrossRef]
24. Duarte, A.P.; Mouro, C. Environmental corporate social responsibility and workplace pro-environmental behaviors: Person-

organization fit and organizational identification’s sequential mediation. Int. J. Environ. Res. Public Health 2022, 19, 10355.
[CrossRef]

25. Mouro, C.; Duarte, A.P. Organisational climate and pro-environmental behaviours at work: The mediating role of personal norms.
Front. Psychol. 2021, 168, 4146. [CrossRef]

https://doi.org/10.1016/j.jclepro.2019.05.295
https://doi.org/10.1016/j.copsyc.2020.12.006
https://www.ncbi.nlm.nih.gov/pubmed/33535131
https://www.wttc.org/economic-impact/country-analysis/country-reports/
https://www.wttc.org/economic-impact/country-analysis/country-reports/
https://doi.org/10.1038/s41558-018-0141-x
https://wttc.org/Portals/0/Documents/Reports/2021/Global%20Economic%20Impact%20and%20Trends%202021.pdf
https://wttc.org/Portals/0/Documents/Reports/2021/Global%20Economic%20Impact%20and%20Trends%202021.pdf
https://www.turismodeportugal.pt/pt/Noticias/Paginas/estimativas-consumo-turistico-pib.aspx
https://www.turismodeportugal.pt/pt/Noticias/Paginas/estimativas-consumo-turistico-pib.aspx
https://wttc.org/news-article/portugal-travel-and-tourism-poised-for-historic-year
https://wttc.org/news-article/portugal-travel-and-tourism-poised-for-historic-year
https://www.worldtravelawards.com/award-europes-leading-destination-2024
https://www.worldtravelawards.com/award-europes-leading-destination-2024
https://doi.org/10.1016/j.jhtm.2019.04.008
https://doi.org/10.35629/5252-0301361372
https://doi.org/10.1002/bsd2.328
https://doi.org/10.1177/0007650308315439
https://doi.org/10.1080/09585192.2020.1819857
https://doi.org/10.1016/j.jclepro.2021.127669
https://doi.org/10.3390/su11030605
https://doi.org/10.1177/1086026615575773
https://doi.org/10.1016/j.ijhm.2022.103173
https://doi.org/10.1146/annurev-orgpsych-120920-050421
https://doi.org/10.1016/j.jclepro.2018.02.041
https://doi.org/10.1093/acprof:oso/9780199997480.003.0002
https://doi.org/10.1016/j.jclepro.2014.07.063
https://doi.org/10.1016/j.jclepro.2017.08.214
https://doi.org/10.1016/j.jenvp.2013.12.008
https://doi.org/10.3390/ijerph191610355
https://doi.org/10.3389/fpsyg.2021.635739


Sustainability 2024, 16, 9611 14 of 15

26. Temminck, E.; Mearns, K.; Fruhen, L. Motivating employees towards sustainable behaviour. Bus. Strategy Environ. 2015, 24,
402–412. [CrossRef]

27. Costa, A.; Mouro, C.; Duarte, A.P. Waste separation—Who cares? Organizational climate and supervisor support’s role in
promoting pro-environmental behaviors in the workplace. Front. Psychol. 2022, 13, 1082155. [CrossRef] [PubMed]

28. Thabet, W.M.; Badar, K.; Aboramadan, M.; Abualigah, A. Does green inclusive leadership promote hospitality employees’
pro-environmental behaviors? The mediating role of climate for green initiative. Serv. Ind. J. 2022, 43, 43–63. [CrossRef]

29. Greaves, M.; Zibarras, L.D.; Stride, C. Using the theory of planned behavior to explore environmental behavioral intentions in the
workplace. J. Environ. Psychol. 2013, 34, 109–120. [CrossRef]

30. Katz, I.M.; Rauvola, R.S.; Rudolph, C.W.; Zacher, H. Employee green behavior: A meta-analysis. Corp. Soc. Responsib. Environ.
Manag. 2022, 29, 1146–1157. [CrossRef]

31. Leitão, P.; Mouro, C.; Duarte, A.P.; Luís, S. Promoting pro-environmental behaviours at work: The role of green organizational
climate and supervisor support/Fomentando las conductas proambientales en el trabajo: El papel del clima organizacional verde
y el apoyo del supervisor. PsyEcology Biling. J. Environ. Psychol. 2024, 15, 163–185. [CrossRef]

32. Ramus, C. Encouraging innovative environmental actions: What companies and managers must do. J. World Bus. 2002, 37,
151–164. [CrossRef]

33. Boiral, O.; Talbot, D.; Paillé, P. Leading by example: A model of organizational citizenship behavior for the environment. Bus.
Strategy Environ. 2015, 24, 532–550. [CrossRef]

34. Akterujjaman, S.M.; Blaak, L.; Ali, M.; Nijhof, A. Organizational citizenship behavior for the environment: A management
perspective. Int. J. Organ. Anal. 2022, 30, 1783–1802. [CrossRef]

35. Paillé, P.; Boiral, O.; Chen, Y. Linking environmental management practices and organizational citizenship behaviour for the
environment: A social exchange perspective. Int. J. Hum. Resour. Manag. 2013, 24, 3552–3575. [CrossRef]

36. Wang, Y.; Tian, C.; Jiang, X.; Tong, Y. Development of scales for the measurement of executive green leadership and exploration of
its antecedents. Sustainability 2023, 15, 9882. [CrossRef]

37. Süßbauer, E.; Schafer, M. Corporate strategies for greening the workplace: Findings from sustainability-oriented companies in
Germany. J. Clean. Prod. 2019, 226, 564–577. [CrossRef]

38. Uslu, F.; Keles, A.; Aytekin, A.; Yayla, O.; Keles, H.; Ergun, G.S.; Tarinc, A. Effect of green human resource management on green
psychological climate and environmental green behavior of hotel employees: The moderator roles of environmental sensitivity
and altruism. Sustainability 2023, 15, 6017. [CrossRef]

39. Paillé, P.; Meija-Morelos, J.H. Organisational support is not always enough to encourage employee environmental performance.
The moderating role of exchange ideology. J. Clean. Prod. 2019, 220, 1061–1070. [CrossRef]

40. Yuriev, A.; Dahmena, M.; Paillé, P.; Boiral, O.; Guillaumie, L. Proenvironmental behaviors through the lens of the theory of
planned behavior: A scoping review. Resour. Conserv. Recycl. 2020, 155, 104–660. [CrossRef]

41. Azjen, I. The theory of planned behavior. Organ. Behav. Hum. Decis. Process. 1991, 50, 179–211.
42. Yuriev, A.; Boiral, O.; Guillaumie, L. Evaluating determinants of employees’ pro-environmental behavioral intentions. Int. J.

Manpow. 2020, 41, 1005–1019. [CrossRef]
43. Khalid, B.; Shahzad, K.; Shafi, M.; Paillé, P. Predicting required and voluntary employee green behavior using the theory of

planned behavior. Corp. Soc. Responsib. Environ. Manag. 2022, 29, 1300–1314. [CrossRef]
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