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Abstract. The environmental concern has become an emerging topic in organization’s human
resource management strategy, especially in improving employee’s environmental behavior at
work. Thus, the organizational citizenship behavior toward the environment (OCBE) has been
currently attracting scholars in management. However, published studies contain research gaps in
investigation of the relationships between both green training and organizational culture and
OCBE, especially in the hotel industry. Following the social exchange and Ability-Motivation-
Opportunity theories, this study aims to examine the effects of two green practices on OCBE and the
moderating role of green organizational culture to the effect of green training on OCBE. A
quantitative approach with survey strategy is employed and conducted in 4-5 star hotels to test
these relationships. The PLS-SEM and K-means Cluster Analysis techniques are applied to analyze
data. The findings reveal that green training and organizational culture positively influence OCBE.
Also, the effect of green training on OCBE is moderated by green organizational culture. Finally,
our study provides limitations of research and further studies, and the implications for
management practices concerned with improving employee’s voluntary eco-behavior in the hotel
industry.
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Introduction

Currently, the social responsibility, especially the environmental responsibility has been
of concern to scholars, organizations or governments (Rajnoha and Lesnikova, 2016),
such as development of green purchasing behavior (Liobikiené et al., 2016; Esmaeilpour
and Bahmiary, 2017) and green supply chain (Teixeira et al., 2016; Islam and Soliman,
2017). As society is more aware of the negative relationship between economic
development and the environment, stronger pressures are put on organizations towards
the environmental improvement (Ramanathan, 2018). Also, these pressures encourage
company’s top management to increasingly apply the environmental management
strategy (Jabbour et al., 2015). Since then, an effective application of environmental
management may help a company gain the competitive advantage (Porter and Van der
Linde, 1995) through social, economic, and environmental benefits (Prajogo et al,
2012).

In the hotel industry, the increasing concern of the environmental issues has been
paid attention since the 1990s (Chan and Hsu, 2016). Currently, organizations in this
industry have increased their adoption of environmental management practices
(Yoon et al, 2016). There are several reasons for this and firstly, the competitive
advantage can be a motive for adopting the environmental management in tourism
companies (Blanco et al.,, 2009). Furthermore, the environmental practices will allow
hotels to manage and develop employee’s environmental awareness as well as green
culture, which increase customer satisfaction, environmental performance, and
economic performance through saving water, energy consumption, and reducing waste,
emissions and pollution, and so on. (Molina-Azorin et al., 2015)

However, to ensure the success of an environmental management strategy, the
role of human resource management is necessary. Thus, since the definition of
“environmental” or “green” human resource management (GHRM) was proposed by
Renwick et al. (2008) and Jabbour and Santos (2008), it has been of concern to many
scholars (e.g., Ren et al,, 2018; Nejati et al,, 2017; Tang et al., 2018; Pham and Tuckova,
2018). Following Renwick et al. (2013), training for the environment (green training)
and developing green culture are important green practices in making the green
development strategy. Reviewing the literature, green organizational culture has not
paid attention to previous studies. Meanwhile, green training has become a hot topic for
the recent studies to investigate the relationship between training for the environment
and the environmental management maturity (Jabbour, 2015), green supply chain
management (Teixeira et al., 2016), and environmental performance (Masri and Jaaron,
2017).

The papers yet published also contain research gaps. Firstly, following the social
exchange theory (Emerson, 1976), organizations concentrate on providing the training
program for employees and creating opportunities through the organizational culture
development that may enhance reciprocate employee behaviors (e.g, organizational
citizenship behavior-OCB). Therefore, scholars in the environmental management have
implied that the organizational citizenship behavior for the environment (OCBE) can be
engaged by employees, thanks to two of these green practices. However, very few prior
studies have paid attention to clarifying the effects of both green practices on OCBE. We
only found a study of Pinzone et al. (2016), which indicates that the practices to build
the green competence affect OCBE positively and significantly.

Secondly, based on the AMO framework (Blumberg and Pringle, 1982),
interaction of practices to create opportunity for employees (e.g., culture of
organization) and to develop employee’s ability (e.g., training program) may be expected
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to enhance the organizational performance as well as human resource management
outcome (e.g, OCB). Bos-Nehles et al. (2013) state that organizations emphasize creating
opportunities (e.g, developing organizational culture) for individuals, which is
important to enhance the effect of ability (e.g., training) on the effectiveness of human
resource management implementation. Thus, in the green context, the effect of green
training on OCBE may be moderated by the green organizational culture. Even though
this is recognized, published studies have a notable lack of research to explore this
limitation.

Finally, although Alonso-Almeida et al. (2017) point out the necessities (e.g., cost
and efficiency, cultural motivations, hotel’s image, etc.) for applying the environmental
management strategy in the hotel industry, the number of GHRM-OCBE studies in the
hotel industry is limited. Currently, Kim et al. (2019) examine the effect of GHRM on
hotel employees’ eco-friendly behavior in Thailand. Nevertheless, its results do not
clarify the contribution of green training and green organizational culture to OCBE.

Thus this study aims to explore the effects of both green practices on OCBE and to
answer two research questions to fill the three research gaps above:

RQ1: Are there any effects of green training and green organizational culture on

OCBE in hotels?

RQ2: Does green organizational culture moderate the effect of green training on

OCBE in hotels?

Our findings give the following contributions. First, the study gives the theoretical
insights linked with social exchange theory the role of two green practices on OCBE.
Also, based on AMO framework, the finding clarifies an important contribution about the
moderating role of green organizational culture towards the effect of green training on
OCBE. Second, the finding provides an empirical study that gives a better understanding
about the necessity of these green practices applications to boost employee’s voluntary
eco-behavior in the hotel industry.

Literature review

Definitions of green training, green organizational culture, and the organizational
citizenship behavior for the environment

Green training

Training is an important human resource management practice to positively enhance
organization’s performance. Garavan et al. (1995) state that training is seen as “a
planned and systematic effort to modify or develop knowledge, skills, and attitudes through
learning experiences, to achieve effective performance in an activity or a range of
activities”. Thus, in the green context, Jabbour et al. (2010) define training in the
environment (green training) viewed as the environmental policies to provide the
related knowledge, its practices, and necessary attitudes to individuals. Also, green
training is considered as a necessary human or organizational element (Jackson and Seo,
2010) and widely seen as a key green human resource management (GHRM) practice
(Renwick et al., 2013).

Green organizational culture

Organizational culture is an important intangible asset and plays a key role in building
the organization’s strength. According to Hatch (1993), organizational culture is widely
understood to be made up of a collection of fundamental values and beliefs system.
Based on that, green organizational culture, which is dealing with the environmental
issues as culture value of organization (Jabbour et al., 2010), is also understood as
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assumptions, values, symbols, and artifacts which reflect the environmentally
sustainable development in organizations (Harris and Crane, 2002).

The organizational citizenship behavior for the environment

The organizational citizenship behavior (OCB) is a discretionary behavior which is not
part of employee’s job requirements (Robbins et al, 2010) or individual voluntary
initiatives which are not rewarded by their companies (Boiral and Paillé, 2012). The
definition of the organizational citizenship behavior for the environment (OCBE) is
based on OCB, therefore OCBE can be viewed as individual discretionary behavior that is
not clearly required in the reward system and contributes effectively to organizations'
environmental improvement (Boiral, 2009).

Effects of green training and green organizational culture on the organizational
citizenship behavior for the environment

In order to explain the effects of the two green practices, we apply the social exchange
theory (Emerson, 1976). This theory emphasizes the effects of reciprocity on long-term
relationships among stakeholders in the organization (e.g., employees, managers) (Paillé
and Mejia-Morelos, 2014). It occurs when employees perceive benefits from what their
organization provides and they feel obligated to reciprocate (Jiang et al., 2012). In the
environmental context, when a company provides training programs and creates green
opportunities for employees, they will have reciprocate behavior towards their
company. Also, OCBE is seen as one of reciprocal behaviors in the environmental
management-related studies (e.g. Raineri and Paillé¢, 2016; Robertson and Barling,
2017).

More specifically, green training role is mentioned in ISO 14001, that “this
ensures that employees at all levels of the organization understand the goals of the
environmental management system (EMS) and the ways their job activities impact the
environment and the achievement of EMS goals” (Roig, 1998), which in turn enhances
employees' green abilities to recognize environmental issues (Govindarajulu and Daily,
2004), understand and solve organization's environmental problems (Vidal-Salazar et
al., 2012; Jabbour, 2015). In addition, Daily and Huang (2001) address the training’s
necessity in the environment that helps employees become more aware of
environmental standards and change to a proactive behavior. Empirically, Pinzone et al.
(2016) indicate that the training and educating practices build green competence, which
boosts employees to ‘go the extra mile’ in eco-activities and to engage in the voluntary
green behavior at the workplace. Consequently, the green training program is expected
to play an important role in positively improving OCBE. We hypothesize that

H1: Green training has a positive effect on OCBE

Similarly, although there are very few published papers investigating the effect of
green organizational culture on OCBE, Paillé et al. (2013) state that when an employee
perceives organization's supports in engaging in pro-environmental behavior by
providing necessary resources, she/he will be more likely to make extra eco-efforts. In
human resource management, companies have the environmental-oriented
management strategy and the supportive policies in the environment, employees are
more willing to behave eco-actively in the workplace (Paillé et al., 2014). Since the green
policies communicated to all employees, and the organizational support for a good
environment performance boost an individual's organizational commitment, which in
turn enhances their eco-behavior in the company (Temminck et al., 2015). Also, Chan et
al. (2017) suggest top management's green message translated to the employee that
helps improve their awareness and makes them focus on the environmental protection.
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Therefore, employees are likely to pay more attention and concern for green activities,

which in turn involve more active eco-behavior. This argument is supported by Zientara

and Zamojska’s (2016) findings in a hotel study. They conclude that hotels have policies

to make green organizational climate at the workplace that positively influence OCBE.

Thus, green organizational culture is necessary to enhance OCBE. We hypothesize that,
H2: Green organizational culture has a positive effect on OCBE.

The moderating role of green organizational culture
Based on the AMO framework, Blumberg and Pringle (1982) suggest that there is
an interaction of practices to enhance employee's ability and practices to create
opportunities for employees. This means enhancing benefits through employee's ability
(e.g. training) that depends more or less on the work perspective in organizations such
as supporting organization or a friendly working climate (or the organizational culture).
Lepak et al. (2006) also support this argument, employees are equipped with enough
skills and knowledge to do what company requires, but the company has a lack of
organizational support or opportunities for employees to involve the tasks that will put
a limit on their potential and decrease their willingness and discretionary effort in the
workplace. Extending this into the green context, if employees are trained and given the
environmental knowledge and skills, this will enhance their willingness in eco-tasks.
This enhancement will be stronger once the organization creates green opportunities for
them to involve the environmental activities at work through the green organizational
culture. Empirically, Dumont et al. (2017) state that GHRM practices (including green
training) are necessary to increase effect toward employee's pro-environmental
behavior, when their company pays more attention to creating a green climate at the
workplace. In fact, organizations have green culture, employees usually have
opportunities to be trained the needed knowledge and skills and to involve the green
activities. This motivates employees to participate voluntarily in green tasks, especially
individuals have higher personal environmental norm (Chou, 2014). Thus we argue that
organizations concentrate more on developing green organizational culture, this
enhances a stronger effect of green training on OCBE than the low green culture. We
hypothesize that,

H3: Green organizational culture moderates the effect of green training on OCBE,
such that the effect is stronger when green organizational culture is high rather than low.

Green
organizational

culture Direct effect: ————»

Green OCBE

training

) 4

H1

Figure 1. The conceptual model
Source: Authors’ own contribution.
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Methodology

Research design

A quantitative approach should be applied if the study's purpose is to infer the
population's characteristic, attitude, or behavior from a sample (Creswell, 2003). Thus,
as our study aims to measure the effects of green training and green organizational
culture on OCBE in the hotel industry, this approach is appropriate to utilize. Along with
the research strategy, a survey strategy was chosen for applying the quantitative data
collection and evaluating the relationships between variables (Saunders et al., 2009). As
for the respondents, we chose participants working in 4-5 star hotels in Vietham and
frequently involving environmental activities. As the environmental concerns are
highlighted in luxury hotels, particularly in 4-5 star hotels in Vietnam where they have
engagements in CSR policies with the emphasis on environmental protection (Le and
Ferguson, 2016). Respondents must have at least one year-working-experience in their
hotels. The reason is that they need to understand the environmental requirements and
grasp used green practices in the workplace. Thus, employees working at departments
such as Housekeeping, Food & Beverage, Maintenance, and Administration (or HR) were
chosen to collect data.

The questionnaire technique was used to collect data. At first, 379 hotels, from
the available information on Vietnam National Administration of Tourism and author’s
relatives, were contected to obtain agreement. The structured questionnaire with closed
questions was sent to respondents in paper and via google mail. In each hotel, four
questionnaires were distributed to four informants working at four aforementioned
departments from March to July 2018. In total, 65 hotels were contacted successfully,
approximately 17.15% response rate. After considering 221 received questionnaires,
209 valid questionnaires were used for the quantitative analysis due to the missing data.
As for the sample size, the factor analysis is employed, hence it should be more than 200
(Comrey and Lee, 1992). Everitt's (1975) recommendation is that scholars should use at
least 10 observations per independent variable in factor analysis. Moreover, Halinski
and Feldt (1970) state that the sample size for regression analysis should be 10
individuals or more for each independent variable. This study has two independent
variables. Thus the sample size of 209 is appropriate for this study.

Data analysis

This study employed partial least squares structural equation model (PLS-SEM) through
SMART 3.0 software for data analysis because of the exploratory and prediction-
oriented nature of the study, model complexity, and ease of model specification and
model interpretation (Hair et al., 2011). While traditional ordinary least squares (OLS)
assumes that all variables are observable and are measured without any error (Haenlein
and Kaplan, 2004), the PLS path analysis is appropriate when it can overcome the
aforementioned restrictions and will predict the variables more precisely than theory
testing (Hair et al., 2014). After conducting searches on scientific databases, it is possible
to conclude that there is a lack of sufficient previous researches linking green training
and green organizational culture to OCBE, and as such, PLS-SEM was the suitable data
analysis technique for this study.

First of all, the assessment of measurement model was carried out. Upon the
confirmation of the measurement theory and ensuring the validity and reliability of the
measurement model, the structural model was assessed for hypothesis testing.
Additionally, to evaluate the moderating effects of green organizational culture, this
study will use K-means Cluster Analysis by dividing the respondents into 4 groups.
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Analysis of variance was then conducted to verify whether the differences of the
dependent variables are significant among these four groups of respondents.

Measure

Green practices

Following Renwick et al.'s (2013) definitions and constructs and items related to green
training and green organizational culture published by different studies to develop
measure. Green training (GTR). We utilized six items adapted by Daily et al. (2012) and
Jabbour (2015) (Table 4, Appendix), such as “An adequate amount of training in
environmental issues is provided for employees”; “Employees can get opportunities to
be trained on environmental issues”. Green organizational culture (OGC). Based on five
published items of Jabbour et al. (2010) and Masri and Jaaron (2017), we proposed five
items to measure green organizational culture (Table 4, Appendix). Some sample items
are: “Organizational vision/mission statements include environmental improvement”;
“Environmental dimension is considered as one of the organizational priorities”.

The organizational citizenship behavior for the environment (OCBE)

OCBE is developed based on six items of Boiral and Paillé (2012) (Table 4, Appendix).
This measure is not particular and specific and can be applied to different circumstances
(Raineri and Paillé, 2016). Some sample items:“l voluntarily carry out environmental

actions and initiatives in daily work activities”; “I actively participate in environmental
events organized in our hotel”.

Results

Measurement model evaluation

The analysis starts with the assessment of measurement model. To assess the validity
and reliability of the measurement model, item loadings, average variance extracted
(AVE), composite reliability (CR), and Cronbach’s alpha of measurement constructs are
examined (Table 1). For all of the research constructs, the factor loading is higher than
the rule of thumb of 0.7. In addition, AVE values for all of the constructs surpass the
threshold of 0.5 (Hair et al., 2011). The internal consistency for the reliability of the
measurement models is demonstrated through Cronbach's alpha and CR values higher
than 0.7 for all constructs.

Table 1. Items loading, AVE, Composite reliability and Cronbach's alpha assessment

Construct scale Item Loadings AVE f_gﬁla%(;;ltt; Cn;lllsﬁzh s
GTR1 0.855
GTR2 0.775
. GTR3 0.812
Green training GTR4 0.832 0.678 0.926 0.904
GTR5 0.819
GTR6 0.841
0GC1 0.879
Green 0GC2 0.748
organizational 0GC3 0.811 0.67 091 0.877
culture 0GC4 0.795
0GC5 0.854
Organizational OCBE1 0.765
citizenship OCBEZ2 0.745
behavior for the OCEB3 0.798 0.588 0.909 0.883
environment OCBE4 0.780
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OCBES5S 0.732
OCBE6 0.763
OCBE7 0.781

Source: Authors’ own contribution.

To ensure that the proposed constructs are sufficiently different from each other,
the discriminant validity is established that the square root of average variance
extracted (AVE) for each construct is greater than the correlations of all other constructs
(Fornell and Larcker, 1981). These data confirm the discriminant validity of the
measurement model since all of the on-diagonal values are greater than the off-diagonal
values (correlations of all other constructs) (Table 2).

Table 2. Correlations and Discriminant validity of constructs

Mean SD GTR 0GC OCBE
GTR 3.520 0.802 0.823
0GC 3.583 0.778 0.57 0.819
OCBE 3.652 0.696 0.588 0.565 0.767

Note. The inter-construct correlations are presented in the off-diagonals while the values
for the square root of the AVE are placed in the main diagonal in the matrix in bold font.
Source: Authors’ own contribution.

Overall, the measurement model demonstrates the adequate convergent validity
and discriminant validity, hence the discriminant validity is confirmed and acceptable
for hypothesis testing.

Structural model evaluation

The direct effects of green training and green organizational culture on OCBE

After confirming the measurement model, a nonparametric bootstrapping process is
applied to evaluate the structural model and test the significance of path models. In this
process, 5000 random samples are calculated, with replacement from the original
sample, and the indirect effects of interest are gauged from each bootstrap sample. This
result in a sampling distribution could be employed to build a confidence interval
(Precher et al., 2007). The R-square value of OCBE is 0.4055, meaning that 40.55% of the
variance can be explained by green training and green organizational culture.

For the purpose of hypothesis testing, the critical value for a two-tail t-test is
applied. As such, green training has a significant positive effect on organizational
citizenship behavior for the environment. In the analysis of obtained results, the value of
the coefficient () to the relationship GTR - OBCE is 0.35 with a p-value <0.001. This
means that the hypothesis 1 (H1) is supported.

Furthermore, it can be seen that the organizational green culture has a positive
effect on organizational citizenship behavior for the environment with a value of path
coefficients () = 0.364, and this relationship OGC - OCBE is significant at 0.000. This
means that hypothesis 2 (H2) is supported.

Table 3. Path coefficient and hypothesis testing

Hypotheses Path Coefficient t-value Decision
H1 GTR >0CBE 0.35 6.209*** Supported
H2 0GC - OCBE 0.364 4.805%** Supported

Note. ***p < 0.001
Source: Authors’ own contribution.

The moderating role of green organizational culture
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To test H3, we use a K-means cluster method that divides the participants into four
groups using green training (GTR) and green organizational culture (OGC) as the
grouping variables: high GTR/high OGC, high GTR/low OGC, low GTR/high OGC, and low
GTR/low OGC. The results indicate that at the high GTR level, participants with high OGC
tend to have a better organizational citizenship behavior for the environment
(F=24.453, p=0.000) than those with low OGC. In addition, the high OGC is associated
with the enhanced relationship between green training and organizational citizenship
behavior for the environment. More specifically, applying green training is important to
enhance OCBE, and this enhancement is higher when organizations pay more attention
to developing the green organizational culture. Thus, H3 is supported that there is a
moderation role of organizational green culture for the effect of green training on OCBE.

45

35 — -~ Low OGC

/ +—+ High OGC

Organizational citizenship behavior
for the environment

2.5
Low Green Training High Green Training

Figure 2. Interaction effect of green training and green organizational culture
Source: Authors’ own contribution.

Discussion

This study explores the direct effects of green training and green organizational culture
on OCBE in the hotel industry. Also, the moderating role of green organizational culture
toward the effect of green training on OCBE is clarified. A quantitative approach with the
PLS-SEM and K-means Cluster Analysis techniques were utilized to answer two research
questions.

According to the results, firstly, green training is seen as an important green
practice to significantly and positively enhance employees' voluntary green behavior in
hotels. The result is consistent with the argument of Daily and Huang (2001) and
findings of Pinzone et al. (2016). For instance, Pinzone et al. (2016) conclude that
employees are more willing to participate in environmental activities at work when
organizations effectively apply the practices to increase their green ability through
building green competence (e.g., green training). With our study, we argue that hotels
provide green training program for employees and opportunities for them to use the
environmental training adequately, and have evaluation about employees' green
performance after training that encourages them to voluntarily involve the
environmental activities in the workplace. In fact, training the environment can increase
employees' environmental knowledge and skills (Teixeira et al.,, 2012; Jabbour et al,,
2010) which help them understand how to solve the environmental problems in
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organization (Vidal-Salazar et al, 2012; Jabbour, 2015) as well as the goal of the
environmental management (Roig, 1998). Thus they are more aware of pro-
environmental attitudes and behavior.

Secondly, green organizational culture has a positive and significant effect on
OCBE. The result is in line with arguments of previous studies (e.g, Zientara and
Zamojska, 2016; Chan et al., 2017), which emphasize the necessities of making the green
organizational climate and support of top management in the environmental policies
that enhance employees' voluntary eco-behavior. Our results also suggest that hotels
have the clear green strategy through their vision/mission and the managerial level's
green support, and concentrate on the environment-oriented priorities that are
important to help boost employees' willingness in the eco-activities at work. This is
because in organizations focusing on developing the green strategy, employees feel
encouraged and supported by managerial levels (e.g., top management or department
managers). Thus they have more willingness to engage in pro-environmental behaviors
to achieve the organization's environmental goal (e.g., Hanna et al., 2000; Paillé et al.,
2014).

From two above findings, extending the social exchange theory investigating the
effects of green training and green organizational culture on OCBE is appropriate and
contributes to the existing literature. Also, confirmation of two first hypotheses helps us
say “Yes” in answering the first research question.

Thirdly, the result points out a moderating effect of green organizational culture
on the green training's influence on OCBE. This supports argument of Blumberg and
Pringle (1982) followed to the AMO framework to explore the moderating role of green
organizational culture aiming to answer the second research question. Our finding is
consistent with Lepak et al. (2006), they state that training to enhance skills and
knowledge is necessary, but if there is a lack of organization's supports or opportunities
for employees, this restricts their willingness and discretionary effort at work. For green
hotels, a suggestion is that providing the environmental training program to employees
helps them obtain the green knowledge and skills, and when hotels have green supports
from managerial levels and the environment-oriented priorities that will stimulate
employees to apply the trained knowledge and skills in the environmental activities
discretionarily and actively, it encourages them to be more concerned with pro-
environmental behavior.

Implication, limitation and further studies

Practical implications for hotels

Going green in the workplace is becoming one of the important factors for the
sustainable development strategy of hotels (Kim et al. 2019; Luu, 2017). To deal with
this responsibility, hotels need to have concerns about the environmental practices,
especially the necessary role of human resource management in developing a green
hotel. According to results, this study suggests two managerial practices for
organizations in the hotel industry.

Firstly, it is necessary for hotel managers to concentrate on developing green
training program because this encourages employees not only to carry out
environmental activities and initiatives voluntarily, but also to be more willing in
helping their co-workers to involve the environmental issues in the workplace. From the
above result, hotels need to give an adequate green training program to employees and
to create chances for them to use the trained knowledge and skills. Also, the hotels
should review employees' performance after training, to ensure this program has
carried out effectively. In addition, hotels have to pay attention to developing the green
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organizational culture. More specifically, making a clear green strategy through hotel's
vision/mission is necessary and translated to both non-managerial and managerial
staffs. The importance of hotel's top management should be highlighted through
supports for environmental activities as punishment system and penalties for
noncompliance in the environmental management.

Secondly, according to the results of moderating effect of green organizational
culture, although green training is important, developing a green culture in the hotel
leads to a stronger enhancement of employees' voluntary green behavior. Thus our
finding suggests that a simultaneous application of both green training and green
organizational culture is better than one of these alone. For example, in addition to the
fact that hotels should regularly provide the training program for the environmental
protection to employees, hotel's top management should have an environment-oriented
management policy to support employee's green activities and projects not only in
hotels, but also in the local community.

Limitations and further studies
Although our study fills the research gaps mentioned in the introduction, this study also
contains two limitations which will be avenues for further researches.

First, following Renwick et al. (2013), based on the AMO theory (Appelbaum et
al., 2000), green practices aiming to enhance green motivation for employees, such as
green reward or green performance management, contribute to improvement of
employees' discretionary effect for the environment (e.g, OCBE). This argument has not
been investigated by previous studies in the hotel industry. Thus, a recommendation for
next study is to explore the additional effects of these green practices on OCBE.

Second, Ren et al. (2018) propose an organizing framework for green human
resource management research that highlights the green organizational culture as an
independent variable influencing GHRM practices. This means that policies to develop
hotels' green culture may play the roles of indirect and direct effects on OCBE; on this,
there is a lack of published articles. Therefore, it is important to carry out a study that
will explore the indirect influence of hotel's green culture on OCBE through the
mediating roles of GHRM practices, such as training or reward.
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Appendix

Table 4. Constructs and items

Constructs/Items

Green training (GTR)

An adequate amount of training in environmental issues is
provided for employees

Employees can get opportunities to be trained on Daily et al. (2012)
environmental issues Jabbour (2015)
Employees receive environmental training frequently

Employees use their environmental training effectively

Employees have opportunities to use their environmental

Reference
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training

There is adequate evaluation of employee's performance after
environmental training

Green organizational culture (0GC)

Environmental dimension is considered as one of
organizational priorities

Organizational vision/mission statements include

environmental improvement ](Z%bl%l)lr etal
Top management clarify information and values of .

. . Masri and Jaaron
environmental management throughout the organization (2017)

Top management develop punishment system and penalties for
noncompliance in the environmental management

Top management actively support environmental practices
The organizational citizenship behavior for the environment (OCBE)

[ voluntarily carry out environmental actions and initiatives in

daily work activities

[ make suggestions to colleagues about how to protect the

environment more effectively, even when it is not my/their

direct responsibility

[ actively participate in environmental events organized in our

hotel Boiral and Paillé
[ undertake environmental actions that contribute positively to  (2012)

the image of our hotel

[ volunteer for projects, endeavors or events that address

environmental issues in our hotel

[ spontaneously give time to help my/their colleagues take the

environment into account in everything they do at work

[ encourage my/their colleagues to adopt more

environmentally conscious behavior

Source: Authors’ own contribution.
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