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GOC and PEB, underscoring the transformative potential of
organizational culture in shaping employees' environmental conduct.
Furthermore, the analysis reveals the pivotal intervening role of ESI,
elucidating how employees' identification with environmental values
mediates the influence of GOC on their behavior. This research not
only addresses a critical void in the literature but also offers
actionable insights for organizations seeking to enhance their
environmental sustainability efforts. By highlighting the centrality of
GOC in fostering PEB, this study contributes to advancing our
understanding of organizational dynamics and sustainability

initiatives in contemporary workplaces.
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1.0 Introduction
Environmental degradation, driven by pollution and the intensifying impacts of global

warming, has reached a critical juncture, posing significant threats to human well-being (Al-Swidi
etal., 2021; Irani et al., 2022; Luu, 2020). This reality has catalyzed heightened public awareness
and societal concern, prompting the implementation of stricter environmental regulations (Du et
al., 2021; Zhao et al., 2020). These developments underscore the urgent need for a collective and
proactive approach to mitigating environmental risks and ensuring the long-term sustainability of
our planet.

The tourism and hospitality industry wields a double-edged sword in the realm of
sustainable development. On one hand, it acts as a robust engine for worldwide economic progress,
producing an estimated 25% of jobs in 2019 (Toubes & Araujo-Vila, 2022). Its significant
contribution to employment and GDP exceeds 10% in both categories (Skare et al., 2021).
However, this unquestionable economic footmark comes at an ecological cost. The hotel sector
alone accounts for approximately 21% of the industry's ecological impact (Amado dos Santos et
al., 2020; Fatoki, 2023; Kuo & Chen, 2009). Aware of this unstable balance, the industry
progressively incorporates “green practices” and develops an increased level of environmental
consciousness (Chan & Hsu, 2016). Through prioritizing ecological programs and assuming
responsible behavior, the tourism and hospitality industry can maintain its leading role in driving
development while substantially reducing its harm to the environment. Although the rapid spread
of green practices in the tourism and hospitality sector is laudable, the ability of such practices to
guarantee comprehensive environmental sustainability is still in question (Zibarras & Coan, 2015).
To truly, address ecological issues in the sector, it is critically important to propose such solutions,
which will be transformative and require the active engagement of employees (Jang et al., 2017).
Thorough development of environmental plans and programs will not be sufficient, as their
successful implementation will largely depend on the simultaneous actions of employees(Yuriev
et al., 2020). As a result, the pro-environmental behavior of employees receives primary attention.
It is irrefutable that environmental performance is affected by the employees’ perceptions of
environmental issues and their ability to convert such an understanding into responsible behavior
(Chen et al., 2015; Uddin et al., 2021). Consequently, the development of eco strategies is directly
proportional to the actions of employees in an organization (Omarova & Jo, 2022). Undeniably,
employees occupy a pivotal role in an organization's green initiatives. The effectiveness of
sustainability-related policies critically relies on employee behavior, particularly task-related pro-
environmental behavior (TPEB) mandated by formal job obligations (Bissing-Olson et al., 2013).
Kollmuss & Agyeman, (2002), define PEB as "adaptive actions undertaken by individuals to
mitigate harm to nature and the built environment”.

Recognizing the central importance of PEB in addressing problems such as climate change
and other environmental issues, leads to interest in discovering what incentivizes employees to
participate in the process. Nonetheless, numerous questions and challenges remain unresolved: It
is a matter of demand creation for PEB, and the individual approach recognizes the relevance of
both organizational and personal aspects (Farrow et al., 2017; Soares et al., 2021).
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While the previous studies have explored the impact of green organizational culture on
employee behavior in the context of its promotion of extra-role commitments (Ahmad et al., 2023),
the particular role of GOC in the formation of PEB has not been researched well (Muisyo et al.,
2022; Pham et al., 2018). However, it is critical in Pakistan, where environmental factors are
especially challenging (Abbas et al., 2015; Igbal et al., 2020), the results of such an investigation
may reveal valuable insights. Thus, the current study seeks to examine the relationship between
GOC and employee PEB within the unique Pakistani context.

In addition to organizational aspects, individual factors also importantly affect the
environmental decisions and behaviours among employees in the workplace. Understanding PEB
according to Social Identity Theory, we explore the role of the self-identity concept. Rooted in
Social Identity Theory, the self-definition perspective, suggests that individuals constantly strive
to reconcile their self-image with their behavior (Christensen et al., 2004; Murnieks et al., 2014;
Stets & Burke, 2000). Individuals strive to reduce the cognitive dissonance between their identity
and actions. The concept of ESI — the feeling of being ecologically aware and responsible (Van
der Werff et al., 2013) — may be understood using this model. As employees realize that their
behavior benefits the environment, ESI becomes stronger. Over time, the strong ESI contributes
to an increase in PEBs among employees in organizations(Cheng et al., 2021). Moreover, SIT
emphasizes how social groups and connections play a significant role in influencing how each
person views themselves (Glassner & Tajfel, 1985; Stets & Burke, 2000). These groups include
organizations, which have distinct cultures and have a big impact on how employees identify
themselves (Pham et al., 2018). When it comes to ecological action, GOC has a substantial effect
on how the workforce perceives the environment. Because workers are inclined to grasp the
principles that their enterprise supports (Bouman et al., 2021; Fielding & Hornsey, 2016). A
positive feedback loop is generated when individual ESI and organizational cultural norms match,
which increases PEB enthusiasm on an individual basis.

The current research has two significant contributions to the body of knowledge regarding
green organizational culture and pro-environmental behavior. First, we use social identity theory
as a lens around which we explore the link between GOC and PEB. This offers new insight on the
understanding of how to mold individual behaviour to environmentally friendly behavior in an
organizational context. Secondly, we integrate the idea of ESI as an intervein element to further
increase the rubberiness of the theoretical framework. This extends our understanding of how GOC
shapes workers' judgments of themselves and, in turn, shapes their environmental behavior at
work.

2.0 Literature Review
2.1 Green Organizational Culture and Pro-Environmental Behavior

Researchers have highlighted different variables that affect employee PEB, such as values
(Afsar & Umrani, 2020), leadership (Robertson & Barling, 2013), and green HRM practices
(Ansari et al., 2021). However, there is a crucial knowledge gap about how an organization may
effectively grow a greener workforce since the precise role that organizational culture plays in
initiating and steering employee PEB has not received enough attention. Organizational culture
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serves as a crucial intangible asset, contributing significantly to the development of an
organization's strength. As per Hatch, (1993), organizational culture is commonly perceived as
comprising a set of fundamental values and belief systems. In line with this perspective, a green
organizational culture, characterized by its commitment to environmental issues as a core
organizational value, can be conceptualized as encompassing assumptions, values, symbols, and
artifacts that mirror the pursuit of environmentally sustainable development within organizations.
Some researchers propose deriving the definition of GOC from studies on organizational culture.
In this context, GOC can be characterized as “the set of values, principles, and beliefs that guide
all organizational practices towards the goal of becoming an environmentally friendly
organization” (Qu et al., 2022; Tahir et al., 2019). Furthermore, an organization is considered to
have a green culture when its members go beyond solely profit-driven objectives, organizations
distinguished by a "green" culture prioritize optimizing their positive environmental contributions
while simultaneously mitigating their negative impacts (Aggarwal & Agarwala, 2021). While the
perception within some management circles may be that pro-environmental efforts are primarily
driven by societal pressures (Farrow et al., 2017), research indicates that meaningful
environmental progress necessitates a collaborative approach involving both management and
employees (Muisyo et al., 2022). Consequently, fostering shared green values through the
cultivation of an environmentally conscious GOC becomes an essential element for establishing
successful environmental management practices within organizations (Aggarwal & Agarwala,
2021; Galpin et al., 2015).

Organizational culture plays a significant role in either promoting or discouraging
motivation for environmental sustainability (Fernandez et al., 2003). Culture exerts influence on
individuals by shaping and encouraging specific types of behavior (Triandis, 1989). Within
companies that prioritize "green" values, employees are expected to act in ways that benefit the
environment. Everything from the company's overall culture to its structure and identity influences
how employees think and behave (Al-Swidi et al., 2021). Ultimately, fostering a "green" culture
can drive employees to actively choose environmentally friendly behaviors (Chwialkowska et al.,
2020). Based on this research the below hypothesis was developed.

H1: GOC has a significant positive impact on task-related PEB of employees.

2.2 Mediating Role of Environmental Self-identity

In the contemporary labour force, workers frequently view their company as a person with
aunique personality, characterized by a range of principles, objectives, and drives that are apparent
in its behavior and regulations. When an employee's own values and the goals of the organization
coincide, this view becomes even more meaningful since it helps the employee reinforce their
unique identity in a synergistic way (Eisenberger & Stinglhamber, 2011). This phenomenon is
particularly powerful when considered in the context of environmental consciousness. The
ultimate goal of initiatives to develop an eco-centric organizational culture is to reduce
environmental impact and promote the use of renewable sources. These initiatives are
characterized by the acceptance of sustainable practices and resource-efficient procedures
(Aggarwal & Agarwala, 2023; Tahir et al., 2019). Three major levers can be used to enrich a green
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workplace culture: redefining staff roles to include environmental duties, initiating competitive
play to foster pro-environmental behavior, and building performance assessments on green
standards. This complete strategy has the ability to redesign employee identities. Employees may
discover that their identities are becoming more and more entwined with their environmental
contributions as they embrace their new positions and participate in competitive green projects
(Ahmad et al., 2023).

Fostering a GOC can have a substantial impact when employees have a strong sense of
purpose and commitment to their roles within the company. It could support PEBs and include
them in workers' self-concepts as central components, in addition to supporting them (Alina M.
Udall et al., 2020; Alina Mia Udall et al., 2021). This attractive connection between our inner sense
of self and our actions is confirmed by research on self-identity (Alina Mia Udall et al., 2021).
Research has exhibited that certain identities, such as "employees with a strong environmental
self-identity,” can get entwined with particular behaviors, such as taking environmentally
accountable actions. Put differently, those who consider themselves to be ecologically sensitive
have a higher likelihood of participating in PEB. On the other hand, entities who have a poorer
self-insight about taking environmental action normally participate in less of it (Alina Mia Udall
etal., 2021).

Furthermore, ecological values and an ESI function as convincing catalysts for
environmental alternatives and action intentions (Ates, 2020). The association between internal
desire to apparent behavior is indicated when these inclinations are displayed in tangible acts (Song
et al., 2023). Interestingly, proactive and supportive environmental measures inside the firm
considerably boost the important relationship between increasing pro-environmental behaviors
(PEBs) in employees and robust ESI. Applying identity theory, we can understand that individuals
who strongly identify with a group tend to feel more positive when their actions align with the
group's norms (Christensen et al., 2004). In the context of organizations, employees with a strong
ESI perceive a shared understanding amongst their colleagues regarding environmental values,
goals, and a natural inclination towards responsible actions. This collective mindset fosters a
supportive environment for PEBs to flourish. In fact, studies have consistently shown a positive
correlation between employee perception of an organization's commitment to environmental
responsibility and their own engagement in PEBs (Ates, 2020; Bouman et al., 2021). Based on
these observations, we hypothesize that.

H2: ESI has a significant positive impact on task-related PEB.

H3: ESI significantly mediates the relationship between GOC and task-related PEB.
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Fig 1. Research Framework

3.0 Methodology
3.1 Data Collection

To test our hypotheses, we used a quantitative survey method (Leavy, 2022). Employees
filled out a self-administered questionnaire designed to measure the key concepts under study
(Hardesty & Bearden, 2004). Before collecting data, three academics reviewed the questionnaire
for clarity and accuracy. We even tested it on a small group of 30 employees to ensure the questions
were clear, took a reasonable amount of time to complete, and didn't have any major problems.
Based on the positive results, we didn't need to change the questionnaire. The survey had two main
parts: basic information about the respondents and questions related to the study's variables. We
sent out 550 questionnaires and received 472 completed ones, giving us a strong response rate of
86%. To ensure data quality, we followed Hair et al., (2021) guidelines. We dismissed any surveys
with more than 15% missing information, missing a whole variable, or missing important
variables. After applying these criteria, we were left with 450 valid questionnaires, exceeding the
minimum sample size of 384 suggested by (Krejcie & Morgan, 1970) for populations of unknown
size. Data was gathered in 2023 between July and September.
3.2 Measures

The measure used for the current study is adopted from literature and all responses were
measured using a “five-point Likert scale ranging from 1 = Strongly Disagree to 5 = Strongly
Agree”.

Table 1: Measures

Constructs Items References
Green Organizational Culture .
(GOC) 6 (Shahriari et al., 2022)
Environmental Self Identity 3 (Van der Werff et al., 2014)
(ESI)
Task-Related Pro-(lir;\l/:_léo)nmental Behavior 3 (Bissing-Olson et al., 2013)

3.3 Data Analysis
The current study used Smart PLS 4 software and the partial least squares (PLS)
technique to explore the insights from the collected data. Because it is so good at unraveling
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elaborate direct and indirect connections between variables, this investigative method is
commonly used in organizational and individual behavior studies (Gimeno-Arias et al., 2021;
Guenther et al., 2023; Joe F. Hair et al., 2011). To achieve the objective of the current study,
smart PLS software is an effective tool since it provides strong statistical models without
requiring any particular assumptions about the distribution of the data (Joseph F. Hair et al.,
2021)
4.0 Results and Discussion
4.1 Sample Profile

According to the participant's demographic characteristics, 85.7% of the sample is male
and 14.3% is female. The respondents were divided into the following age groups: under 20
(7.4%); 21-29 (30.8%); 30-39 (28.7%); 40-49 (23.6%); and above 50 (9.5%). 23% of participants
had less than an intermediate degree, 44.6% had an intermediate degree, 28% had a bachelor's
degree, and 7% had a master's degree or more. The split of job experience is as follows: less than
a year (8.3%); one to three years (21.3%); four to six years (19.9%); seven to nine years (39.1%);
and ten years or more (11.3%).
4.2 Convergent Validity and Composite Reliability

To ensure convergent validity, this study evaluated reliability through measures of CR and
AVE. Following the criteria set by (Gefen & Straub, 2005), factor loadings for each item of each
variable were required to exceed 0.6. The requirement for factor loadings exceeding 0.6 was
satisfied for all questions in the questionnaire. For instance, in the case of the GOC variable, the
factor loadings for questions 1-6 were 0.801, 0.768, 0.775, 0.738, 0.820, and 0.830, all surpassing
the 0.6 threshold. Additional factor loadings for other questions are detailed in Table 2.

Table 2: Measurement model Validity and Reliability.

: Average
. Cronbach's COWF"?S.'te variance
Constructs Items Loadings VIF Reliability
alpha CR extracted
(AVE)
GOC1 0.801 3.413 0.879 0.908 0.623
G GOC2 0.768  4.739
Organggzgonal GOC3 0775  2.382
Culture GOC4 0.738 3.288

GOC5 0.820 2.504
GOC6 0.830 2.072
ESI1 0.882 2.068 0.831 0.899 0.747

Environmental Self ES|2 0835 1,780

Identity ESI3 0875  1.946
Task-Related Pro- TPEB1 ~ 0.822  1.644 0.758 0.861 0.674

Environmental TPEB?2 0.859 1.653

Behavior TPEB3  0.779 1391
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Reliability was assessed using CA and CR. The results for all constructs are presented in
Table 2. The Cronbach’s alpha and CR values were 0.879 and 0.908 for the GOC variable, 0.831
and 0.899 for ESI, 0.758 and 0.861 for TPEB. As recommended by (Joe F. Hair et al., 2011), for
a model to be reliable, both CA and CR should exceed 0.7. Since these criteria were met, the
developed model demonstrated reliability. Moreover, Table 2 indicates that the AVE values for all
constructs surpass the threshold value of 0.5 (Byrne, 2013; Joe F. Hair et al., 2020). Therefore,
convergent validity is established for the entire sample.
4.3 Discriminant Validity

The discriminant validity of the variables was evaluated through the Heterotrait-Monotrait
ratio (HTMT). According to (Franke & Sarstedt, 2019), for validity to be established, all HTMT
ratios should be less than 0.9. The findings presented in Table 3 demonstrate that all computed
HTMT ratios were below 0.9, affirming divergent validity.
Table 3: Heterotrait-Monotrait Ratio

ESI GOC TPEB
ESI
GOC 0.792
TPEB 0.654 0.887

4.4 Assessment of Structural Model
Path coefficients were determined using the PLS bootstrapping method to examine the
hypotheses of the study. Table 4 outlines the results of the direct effects. Hypotheses H1 and H2
investigate the causal relationship between OGC and ESI with task-related PEB respectively. The
results indicate a positive association between OGC and task-related PEB (B = 0.353, p < 0.001)
and ESI and task-related PEB (B = 0.259, p < 0.00), providing support for H1 and H2.
Table 4: Results of bootstrapping.

Path
Path Coefficient Standqrd T . P 95% CI Impact
deviation statistics values
(Beta)
ESI — TPEB 0.259 0.050 5.227 0.000 0.162-0.351  Supported
GOC — ESI 0.646 0.034 19.214 0.000 0.580-0.712  Supported
GOC — TPEB 0.409 0.050 8.180 0.000 0.315-0.502  Supported

The mediation analysis results, as presented in Table 5, reveal that the association between
GOC and task-related PEB is mediated by SEI (p = 0.182, p < 0.001). Consequently, H3 is
confirmed. The analysis shows that GOC indirectly influences task-related PEB through ESI. This
means that as an organization embraces green values, employees develop a stronger identity as
environmentally conscious individuals, which then motivates them to take green actions at work.
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Table 5: Mediation analysis.

Path
Path Coefficient Standqrd T . P 95% CI Impact
deviation statistics values
(Beta)
GOC — ESI — TPEB 0.168 0.033 5.110 0.000 0.106-0.230 Supported

5.0 Discussion and Conclusion

Our research dives deep into the under-explored territory of employee environmental
behavior. By examining how a supportive green organizational culture shapes employees' sense of
self as environmentally conscious individuals (ESI), this study sheds new light on the driving
forces behind pro-environmental actions at work. With this information, managers and researchers
may create work environments that not only support employee growth but also promote
environmental health.

This investigation supports an increasing amount of research that argues that organizational
culture has a major impact on several aspects of employee behavior, such as pro-environmental
behavior, attitudes (Shah et al., 2019), and innovation (Hogan & Coote, 2014). These findings
extend and confirm previous research in this area by providing empirical confirmation for the idea
that a GOC has a substantial effect on employee behavior (Ahmad et al., 2023; Al-Swidi et al.,
2021; Azhar & Yang, 2021). According to Roscoe et al., (2019), institutional policies and practices
that enhance environmental sustainability must be linked to the organization's values, norms, and
operative framework rather than being seen as optional add-ons. This enhances the creation of a
strong and comprehensive GOC. The findings of this study are also in line with Zientara &
Zamojska, (2018), who highlighted the role that GOC plays in motivating employees to act in an
environmentally friendly manner. This stresses the idea that an organizational culture that is
focused on ecological sustainability, has the power to significantly influence employee behavior.
Furthermore, the current study is consistent with the research of Wang, (2019) that highlighted the
critical role that a GOC plays in fostering and supporting employees' environmentally conscious
behavior.

Second, the results shed light on the "how" underlying this association in addition to
confirming that a GOC promotes PEB. The finding shows that ESI functions as a mediator for
GOC and PEB (Bouman et al., 2021; Alina Mia Udall et al., 2021). When an organization places
high importance on environmental concerns, its employees feel more strongly that they are
environmentally responsible people, which encourages them to act sustainably in the workplace.
This is consistent with past research that suggests that by indorsing GOC through altering
organizational roles, applying green competition among employees, and performance evaluation
according to environmental values employees' identities inside the organization can be gradually
shifted towards environmental consciousness. In a similar vein, Yuriev et al., (2020) stress that
employees can be slowly stimulated to make environmentally friendly decisions by an
organization's GOC. A robust GOC fosters ESI by deeply embedding environmentally conscious
behavior into employees’ core identity. When employees strongly identify with their roles within
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a green culture, their self-perception as environmentally conscientious individuals naturally
translates into positive environmental actions.
Conclusion

Addressing the current environmental challenges faced by the organization this study
provides fresh insight on how organizations can reduce environmental impacts of organization
through GOC and PEB. By using quantitative data and structural equation modeling the finding
shows a substantial impact of GOC on the PEB of employees. The findings also confirm that the
ESI of employees mediates the connection between GOC and PEB. The findings provide important
information for organizations seeking to reduce their environmental footprint and enhance
environmental sustainability.

Theoretical Contributions

By using of social identity theory, presented by Ashforth & Mael, (1989), the study offers
a new picture of how GOC affects employees' task-related PEB. The finding of the current study
confirms a strong relationship between GOC and task-related PEB. These findings propose that
organizations should focus on making all of their policies and procedures efficient in developing
a GOC to promote PEB and enhance environmental performance among employees
(Chwialkowska et al., 2020). The study supports the trend of a GOC and highlights how influential
it is for organizational values, norms, and daily practices to be in line with the environmental
management system (EMS) (Ahmad et al., 2023). The findings are in line with previous studies,
emphasizing the crucial impact of GOC in affecting an individual's PEB. (Amrutha & Geetha,
2021; Hooi et al., 2022; Piwowar-Sulej, 2020).

This study extends the previously documented connection between organizational culture
in influencing pro-environmental behavior (Khalil et al., 2022) by investigating how GOC
enhances employees' PEB through the lens of ESI. While there is abundant evidence connecting
individual ESI and PEB in family contexts (Gkargkavouzi et al., 2019), this study increases this
knowledge to the crucial area of workplace behavior in line with growing calls for broader
application of ESI (Bouman et al., 2021). Additionally, this study fills in a major theoretical
vacuum by shedding light on how GOC supports particular ESI components in workers. We
significantly advance our understanding of PEB antecedents by elucidating this important
mechanism through empirical data, providing fresh perspectives for scholars and practitioners
alike. Furthermore, by clarifying the variables impacting employees' PEB, in the context of
developing countries like Pakistan, this study significantly adds to the body of literature. The main
conclusions highlight the significance of environmental self-identity and green organizational
culture as crucial factors that are essential in encouraging employees' pro-environmental behavior
and, eventually, improving environmental organizational performance.

Practical Implications

The study's findings have important ramifications for managers and legislators alike.
Organizations should make sure that their strategies, policies, and practices support the creation of
a supportive overall system to effectively inspire pro-environmental behavior among employees
and improve environmental performance, especially by fostering a green organizational culture.
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Such a culture develops as a result of various reasons. For instance, the organization's goals, values,
mission, and vision should all be focused on developing an eco-friendly corporate culture. These
fundamental components ought to be manifested in concrete actions, such as hiring people who
have a strong sense of environmental awareness, putting environmental issues into training
programs, praising and rewarding staff members for their eco-friendly efforts, and allocating the
required funds and infrastructure. It is possible to foster a GOC through organized activities, which
will ultimately increase the PEB of employees. Employees become more productive in the setting
of a GOC that is supported by a training and incentive program, which creates opportunities to
minimize resource utilization, and increased productivity of employees ultimately improves the
organization's general performance and upsurges its competitiveness in the respective industry.

The findings also demonstrate the substantial impact of values and identity on employees'
PEB, providing important information for businesses. It follows that organizations must reassess
their hiring and selection methods, focusing more weight on assessing applicants according to their
environmental values. Employees who have higher environmental values in these circumstances
are more expected to show a superior commitment to accompanying the organization's
sustainability objectives. Their inclination for employing sustainable work practices is consistent
with the organization's environmental values and enhances a mutual dedication to ecologically
conscious conduct.
Limitations and Future Research

It is valuable to identify some limitations when interpreting our findings and to suggest
possible guidance for future investigation. Similar to extant literature on pro-environmental
behavior, our research, is dependent on cross-sectional data, which reduces our ability to draw
inferences about cause and effect (Ma et al., 2021). Therefore, to provide robust findings we
suggest future studies must adopt longitudinal data collection methods. Empirical data of the
current study is collected from Pakistan's tourism and hospitality sector, the findings may vary
depending on industry-specific factors. Therefore, to strengthen the generalizability of our findings
and to validate them further future studies should focus on certain industries, like manufacturing.
Finally, future studies could explore potential mediators, such as team green knowledge sharing
and environmentally harmonious passion, to enrich the depth of this connection. Additionally, it
would be intriguing for future research to incorporate other individual values, such as altruistic
values and biospheric values, as potential moderators within the proposed framework. A more
comprehensive and nuanced understanding of the variables influencing pro-environmental
behavior would result from taking these elements into account
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